
 

 

 

669 West 200 South 

Salt Lake City, UT 84101 

To:   Legislative Transportation Interim Committee  

From: Carlton Christensen, Board Chair, Utah Transit Authority 

 Carolyn Gonot, Executive Director, Utah Transit Authority 

Date: September 30, 2019 

Re:   Report on UTA’s Retirement Benefits 

Background: 

Senate Bill 136 required Utah Transit Authority (UTA) to present a report to the Legislature’s 
Transportation Interim Committee regarding UTA’s retirement benefits.  The report was to 
include: 

(a) The feasibility of becoming a participating employer and having retirement benefits of eligible 
employees and officials covered in applicable systems and plan administered under Title 40, 
Utah State Retirement and Insurance Benefit Act; 

(b) Any legal or contractual restrictions on any employees that are party to a collectively bargained 
retirement plan; and  

(c) A comparison of retirement plans offered by the UTA and similarly situated public employees, 
including the costs of each plan and the value of the benefit offered. 

In January, UTA issued a request for proposal (RFP) to procure a firm to conduct the study.  UTA 
received no responses.  Feedback from potential vendors noted the financial feasibility and legal 
analysis were too broad for one firm to complete.  UTA then split the study into two portions and 
issued an RFP for the financial feasibility portion of the report.  The contract was awarded to AON.  
UTA procured Thompson Coburn, LLP to conduct the legal analysis, with review by the Attorney 
General’s Office.  

Report Overview: 

Both vendors conducted an analysis on the feasibility of moving from UTA’s current defined 
benefit program to Utah Retirement Systems (URS) Tier 2 Plans.  Each of these plan summaries 
were prepared by AON and are provided in Attachment A of this memo.  Given the complexity of 
both the legal and financial analysis, the reports are submitted as two separate documents from 
the respective vendors.  Thompson Coburn, LLP’s legal report is submitted as attachment B and 
AON’s financial report is submitted as attachment C of this memo.    Both vendors conducted an 
analysis of the following three methods of transitioning to URS: 

1. New Hires Only:  Current employees remain in UTA plan.  Hires after January 1, 2021 
participate in URS.   

2. “Soft” Freeze UTA Benefit:  All employees enter URS.  Current employees start participating in 
URS with UTA plan benefit increasing with future salary growth only.  Hires after January 1, 
2021 participate in URS.   



 

 

3. “Hard” Freeze UTA Benefit:  Current employees start participating in URS with UTA plan benefit 
frozen as of January 1, 2021.  Hires after January 1, 2021 participate in URS.  (Hard freezes are 
not common in public sector retirement plans and are primarily used to transition to a defined 
contribution-only approach.) 

AON’s report also showed a comparison of retirement plans offered by other transit authorities in 
an effort to satisfy part (c) of the requirements specified in SB 136.      

Highlights of the Report: 

Legal Analysis (Thompson and Coburn, LLP): 

 The Utah Public Transit District Act requires UTA to bargain with the union representing 
employees with respect to pension and retirement provisions.  The legal analysis concluded there 
is a strong likelihood that the Amalgamated Transit Union (ATU) 382 will litigate.   Section 13 (c) 
of the Federal Transit Act provides for labor protections as a condition to the receipt of grants 
from the Federal Transit Administration.  The ATU has previously raised concerns under Section 
13 (c) in the context of state pension legislation, therefore it is expected the ATU would object to 
federal grants under Section 13 (c) through the Department of Labor.  Of most concern is the 
potential for federal grants to be delayed or denied due to these objections.  These analyses are 
complex and are detailed in the Thompson Coburn, LLP report on pages 6-12.   

Financial Analysis (AON): 

The financial analysis shows little retirement income replacement benefit difference between 
UTA’s current Defined Benefit plan and the URS Tier 2 Hybrid System.  While UTA’s pension 
multiplier is higher than URS Tier 2 Hybrid Plan, the cost-of-living-adjustment (COLA) in the URS 
Tier 2 Hybrid Plan increases the benefit to a comparable income replacement level.    These 
findings are detailed in AON’s report summary pages 7-10, as well as in the body of AON’s main 
report.  Analysis of the financial impacts of moving UTA to URS Tier 2 are different under each 
transition method and are detailed in the AON report summary pages 5-7 as well as in the main 
body of the report.   

Conclusion: 

While UTA would have concerns about any major changes to its retirement programs, our staff is 
still analyzing the information and scenarios in the report.  As the legislature reviews this report 
and evaluates UTA’s retirement programs, UTA requests the ability to have ongoing conversations 
on the topic.   

 

 

________________________________________________  __________________________________________________ 

Carlton J. Christensen, UTA Board Chair   Carolyn M. Gonot, UTA Executive Director 
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Attachment A

Summary of UTA and URS Plan Provisions
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Summary of Plan Provisions—Utah Transit Authority (“UTA”)

Plan Legacy/New Hire

Description of plans offered Defined benefit plan plus elective defined contribution plan offered 
to all eligible employees

Defined Benefit Plan Provisions
Average Compensation 60 consecutive months that produce highest compensation

Normal Retirement Date 
(NRD)

Age 65/5 Years of Service, or 37.5 Years of Service

Benefit Formula 2.0% of Average Compensation times Years of Service

Early Retirement Eligibility 55/5

Early Retirement Benefit Normal benefit reduced 5% per year before NRD

Vested Terminations 5-years

COLA None

Employee Contribution None

Defined Contribution Benefit Match 2/3% of voluntary employee contributions up to 2% of Pay
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Summary of Plan Provisions—State of Utah Hybrid Plan

Plan Legacy New Hire
Eligibility Hired prior to July 1, 2011 Hired on or after July 1, 2011

Average Compensation 36 consecutive months that 
produce highest compensation

60 consecutive months that 
produce highest compensation

Normal Retirement Date (NRD) 65/4, or 30 years Credited Service 65/4, or 35 years Credited Service

Benefit Formula 2.0% of Average Compensation 
times Years of Service (YOS)

1.5% of Average Compensation times 
Years of Service (YOS)

Early Retirement Eligibility 60/20 or 62/10 60/20 or 62/10

Early Retirement Benefit Normal benefit reduced 3% per 
year before age 65 and 7% per 
year before age 60, for <30 YOS

Normal benefit reduced 9% per year before 
age 65, and 7% per year before age 63, for 
<35 YOS

Vested Terminations 5-years 4-years

COLA Indexed to CSI, limited to 4% Indexed to CSI, limited to 2.5%

Employee Contributions 6% of Pay Plan costs in excess of 10%

Defined Contribution Plan Elective plans available Employer contributes max 10% in DB + DC 
combined
Voluntary employee contributions allowed
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Summary of Plan Provisions—State of Utah DC-Only Plan

Plan Legacy/New Hire

Description of plans offered Employees not electing the Hybrid Plan are enrolled in the non-
elective defined contribution plan.

Non-elective benefit 10% of base compensation

Voluntary benefits Employee contributions allowed but not matched

Vesting of employer 
contributions

4 years
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Actuarial Certification 
 

This report documents the results of a pension study with actuarial values as of January 1, 2019 
of the Utah Transit Authority Employee Retirement Plan (“the Plan”) as requested by The Utah 
Transit Authority (“UTA”). The information provided in this report is intended strictly for 
documenting values related to estimate current and future actuarially determined contributions 
for the plan. 

Determinations for purposes other than the ones described above may be significantly different 
from the results in this report. Thus, the use of this report for purposes other than those 
expressed here may not be appropriate. 

This study has been conducted in accordance with generally accepted actuarial principles and 
practices, including the applicable Actuarial Standards of Practice as issued by the Actuarial 
Standards Board. The funding results are based on our understanding of the amounts typically 
prepared by UTA’s actuary to fund the plan. 

Future actuarial measurements may differ significantly from the current measurements 
presented in this report due (but not limited to) to such factors as the following: 

 Plan experience differing from that anticipated by the economic or demographic 
assumptions; 

 Changes in actuarial methods or in economic or demographic assumptions; 
 Increases or decreases expected as part of the natural operation of the methodology used 

for these measurements (such as the end of an amortization period); and 
 Changes in plan provisions or applicable law. 

Due to the limited scope of this report, we have not included an analysis of the potential range 
of such future measurements except as noted in the report. 

Funded status measurements shown in this report are determined based on various measures 
of plan assets and liabilities. For funding purposes, plan assets are measured based on the 
asset valuation method described in this report. Plan liabilities are measured based on the 
interest rates and other assumptions summarized in the assumptions section of this report. 

These funded status measurements may not be appropriate for assessing the sufficiency of 
plan assets to cover the estimated cost of settling the plan’s benefit obligations, and funded 
status measurements for plan sponsor may not be appropriate for assessing the need for or the 
amount of future contributions. 

In conducting the study, we have relied on personnel information as provided UTA and Milliman, 
the Plan’s actuary, as of the January 1, 2019 valuation date, plan provisions as administered by 
UTA, and Plan assets documented by Milliman as of January 1, 2019. While we cannot verify 
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the accuracy of all the UTA and Milliman supplied information, the supplied information was 
reviewed for consistency and reasonableness. As a result of this review, we have no reason to 
doubt the substantial accuracy or completeness of the information and believe that it has 
produced appropriate results. 

The actuarial assumptions and methods used in this study are described in this report. The UTA 
Pension Committee has selected most of the baseline economic and demographic assumptions 
used in the report. Aon has reviewed these assumptions and selected additional assumptions 
for purposes of this study. Aon provided guidance with respect to these additional assumptions, 
and it is our belief that the assumptions represent reasonable expectations of anticipated plan 
experience. The undersigned are familiar with the near-term and long-term aspects of pension 
valuations and collectively meet the Qualification Standards of the American Academy of 
Actuaries necessary to render the actuarial opinions contained herein. The information provided 
in this report is dependent upon various factors as documented throughout this report, which 
may be subject to change. Each section of this report is considered to be an integral part of the 
actuarial opinions. 

To our knowledge, no colleague of Aon providing services to UTA has any material direct or 
indirect financial interest in UTA. Thus, we believe there is no relationship existing that might 
affect our capacity to prepare and certify this actuarial report for UTA. 

  
   
Eric Atwater, FSA, EA, MAAA   David Kuhn, FSA, EA 
Aon       Aon 
+1.770.690.7638    +1.303.639.4129 
eric.atwater.2@aon.com    david.kuhn@aon.com 
 
 

 
Deep Mandal, FSA, CFA, EA 
Aon 
+1.281.882.6370 
deep.mandal.2@aon.com 
 

 

September 2019   
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Background and Purpose 
Aon was notified in late-May that it was selected as the winning firm for Utah Transit Authority 
(“UTA”) RFP Number 19-03026 and entered into a contract on June 18, 2019 with two key 
objectives: 

 Benchmark retirement plan benefits provided by UTA against peers in which it competes for 
talent, including the state and five transit authorities. 

 Conduct feasibility study of moving UTA employees into the Utah State Retirement Systems 
(“URS”) retirement program. 

This document summarizes our methodology, findings, and conclusions and is intended for the 
exclusive use of UTA. This report does not consider any legal implications of either changes to 
the UTA plan or transitions to other plans. Legal aspects of transitions are covered under a 
separate document “Report on Retirement Benefit” which Aon has not reviewed. 

We have projected UTA’s liabilities, assets and contributions under various assumptions and 
methods. Projections, by their nature, are not a guarantee of future results. They are intended to 
serve as estimates of future financial outcomes that are based on assumptions about future 
experience and the information available at the time of modeling.  

The projections shown assume specific investment return, mortality, turnover, disability, and 
retirement assumptions are met. Actual results may differ due to such variables as demographic 
experience, the economy, stock market performance, and the regulatory environment. As such, 
we have provided sensitivity analysis for the key assumptions.  

A complete description of the assumptions and methods used for this analysis are included in 
the Appendices. 

The calculations included in this presentation were completed under the supervision of: 

 Eric Atwater, FSA, EA 
 David Kuhn, FSA, EA  
 Deep Mandal, FSA, EA, CFA  

The team was supported with the assistance of Ben Bedont, ASA, and Pooja Gattu. 
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Key Conclusions 
Our detailed analysis is summarized in the main report following this Executive Summary. A 
summary of our findings is as follows: 

 Feasibility of Moving to the URS Tier 2 Plan: There are differences between the UTA and 
URS retirement programs that will have impacts to UTA and its employees. However, many 
of these impacts are offsetting, which would limit the overall impacts to employee benefit 
amounts and cost to UTA.  
– Overall costs are expected to be slightly higher in the long-term under the URS plans 

than the UTA plans if assumptions are met.  
– Current UTA employees are expected to be minimally impacted with a move to the URS 

Hybrid Plan, unless a “hard freeze” of current UTA benefits occurs at transition. 
– An average new hire is expected to have about 4% less retirement income under the 

URS Hybrid Plan and 26% less under the URS Defined Contribution (“DC”) Plan at age 
65 than under the UTA plans. 

– A hard freeze is uncommon in the public-sector space and is primarily only used if the 
plan sponsor is moving to a defined contribution-only approach. 

– Regarding legal analysis around the method of transition, please see page six of the 
“Report on Retirement Benefit,” a separate document. 
 

 Financial: We looked at the current actuarial values for the UTA defined benefit plan (“DB”) 
and projected future contributions required to fund the plans on an ongoing basis. 
Conclusions are: 
– The current UTA DB Plan assumptions are reasonable. We recommended two updates 

of the assumption for this study, updates to inflation and mortality, and prepared 20-year 
forecasts of the current UTA plans’ costs with those new assumptions.  

– The key driver of costs for the UTA DB Plan (which is most of the overall retirement cost) 
is the current goal of fully funding the plan by 2034. This is still true even if UTA moves 
to the URS plans going forward or if near-term economic disruptions occur, positive or 
negative. 

 
 Benchmarking:  We compared the UTA plans against 5 other transit organizations (the 

“peers”). 
– UTA’s retirement benefits are at the upper end of the competitive range as compared to 

the peer group.  
– Some peers have changed either plan structures (moved to DC) and/or lowered benefits 

in the defined benefit plan for recent hires (i.e., over the last 5-10 years). Therefore, 
UTA’s benefits for new hires are higher than its peers.   

– TriMet, DART, and RTD are clustered together, while UTA, San Diego, and Sacramento 
provide higher overall retirement benefits. 

We have not included postretirement medical or life benefits as part of this study. We have 
summarized available information on the retiree medical benefits for the peer group on page 62. 
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We will discuss key highlights in the next sections. More detailed analysis is found in the main 
body of the report. 

 

Feasibility of Moving to State Pension Plans (URS Tier 2) 
The Utah Retirement Systems (“URS”) offers employees two retirement options under its Tier 2 
Program where the per-employee cost is set at 10%: 

 A Hybrid Plan: The Hybrid Plan is composed of a Defined Benefit (“DB”) and Defined 
Contribution (“DC”) Plan, with a contribution up to 10% funding the DB plan first and any 
remaining contributions going toward the DC plan. 
 

 Defined Contribution Only plan: the employee would receive an annual 10% contribution 
from UTA into the DC plan. 

Under either URS plan, the employee may make elective contributions to their DC account. 
Again, the employer is contributing only 10% of payroll for either option.  

Currently, the URS DB plan costs about 8.7% of pay and employees receive about 1.3% of pay 
contribution to the URS DC plan (using information from the most recently available actuarial 
valuation report, with the URS DB costs expected to trend to over 9.0% in the coming year 
based on a recent URS release). If the URS DB plan costs exceed 10% of payroll in a particular 
year, then employees are required to make up the shortfall and are not provided with a URS DC 
plan contribution.  

If UTA were to switch employees to the URS Tier 2 Plan, then it would be slightly more costly 
compared with its current retirement plan over the long-term, as the URS contribution of 10.0% 
is slightly more than UTA’s retirement plan contribution of about 9.1% of pay for future benefits 
(overall costs for UTA are larger when you factor in the funding of prior benefits, which are 
ignored for purposes of comparing the two plans on a go-forward basis). This assumes all 
actuarial and economic assumptions are met or if investment returns are better than assumed. 
Near-term costs of moving to the URS Plans depend on the method of transitioning plans.  

Based on our specific scenarios, we do not project that any UTA employees participating in the 
Hybrid Plan will incur additional contributions over the next 20 years unless negative events 
occur further out in the projection timeframe, or assumptions are modified that increase the 
ongoing costs of the plan. Note that the URS Plan assumes a 2.5% inflation rate in its most 
recent actuarial valuation available (January 1, 2018) which is the maximum rate the plan 
provides for inflation in a given year. This assumption is higher than what we assumed in our 
analysis in this report (which is 2.1%). 

UTA’s paying down of past liabilities (i.e., benefits earned prior to our assumed URS Plan 
transition date of January 1, 2021) is the largest driver of costs over the next 15 years and 
dominates the impacts of any design changes. 
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In the case of a severe downturn or “recession”, the URS Hybrid Plan would cost less than the 
UTA Plan since the impact of the significantly lower investment returns on the URS plan assets 
would be passed to the participating UTA employees. Our analysis assumes that additional 
costs or savings due to adverse or beneficial experience related to UTA plan benefits earned 
prior to adopting the URS benefits would be assumed by UTA and not shared with UTA 
employees.  

Financial Impacts of Moving to URS 

The table below compares the impact, in today’s dollars, of entering URS plans under various 
approaches for current employees assuming all assumptions are met: 

 UTA’s costs are about $5.2 million less over the next 20 years, in today’s dollars, if only new 
hires are put into URS Plan. However, beyond the time-period of our forecast, the move to 
the URS Plan will eventually be more expensive when all legacy UTA employees are 
replaced and the average cost per employee is 10% of payroll. This short-term savings is 
from our expectation that more expensive UTA DB plan (older employees with shorter 
career service who cost more than 10% of payroll) are expected to be replaced faster than 
the average employee who costs less than 10%. As can be seen in the chart below, the 
savings is cumulatively at $5.2 million after 10 years and is still only at $5.2 million after 20 
years.  

 The only way UTA saves more significant amounts over the near-term is by entering existing 
employees into URS plans by means of a “hard freeze” of the accrued benefit under UTA’s 
current plan (i.e., benefit frozen as of the transition date and not increased for future salary 
growth). Under a “hard freeze”, UTA would save about $17.0 million in today’s dollars. As 
mentioned previously, hard freezes are not common in public sector retirement plans and 
are primarily used to transition to a defined contribution-only approach.  
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If a transition occurred, we would expect that employees would be allowed to make a one-time 
election to join either the URS Hybrid or DC Only plan; at the transition date for UTA employees, 
and at hire for future UTA employees. For purposes of this analysis, we assumed all employees 
choose the Hybrid. Due to the fixed 10% cost for URS plans, we expect this assumption to have 
no or little impact on the analysis.  

For the legal analysis regarding method of transition, see page six of the “Report on Retirement 
Benefit,” a separate document. 

Employee Impacts of Moving to URS Plans 

We were requested to analyze the differences provided by the UTA and URS retirement plans 
based on different job classifications at UTA. The impact by job classifications varies slightly, 
but overall employees would experience roughly similar retirement income under URS Hybrid 
Plan and less under URS DC Only Plan if all assumptions are met. Key aspects to note: 

 Though the URS Hybrid Plan has a lower multiplier (1.5% vs 2.0% for UTA), it has an 
automatic cost-of-living-adjustment (COLA) that makes the benefit significantly more 
valuable than a level annuity. See example of this impact in the main body of the report. 
 

 Under the “Recession” scenarios, employees would be better off under UTA’s plan since the 
URS Hybrid would require higher employee contributions.  
 

 Based on our review of the URS actuarial report, URS assumes the maximum COLA (2.5%) 
will be paid and reflects that in the determination of the defined benefit cost (which reduces 
the defined contribution amount paid to the employee). If less than 2.5% inflation is realized, 
the employee will have received less than the full 10% per year value due to the pricing of 
the cost of living provision. 
 

 The UTA plan has earlier retirement ages available (age 55) and provides subsidized early 
retirement reductions (25% at age 60 vs. approximately 37% for URS). However, URS 
allows full retirement after 35 years of service versus 37.5 years for UTA’s Plan. 

For the average current employee (age 48 with 10 years of service), UTA’s retirement plan 
delivers about 3% more retirement income replacement than the URS Hybrid Plan and about 
15% more retirement income replacement than the URS DC-Only plan at 65 for the same job 
classification under various scenarios.  

A replacement ratio measures the amount of pre-retirement income replaced by retirement 
benefits, adjusted for inflation. It typically includes sources of retirement income from Social 
Security, Defined Benefit, Defined Contribution and Personal Savings. It allows an apples-to-
apples comparison of DB and DC plans and provides a measure of the standard of living one 
can expect to maintain in retirement. 
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For this study, we are only showing the benefits applicable to amounts paid for by the 
employers. This shifts the focus to employer comparability and provides less information on 
employee retirement income adequacy, which would employee sources. Employees have the 
opportunity to make their own contributions in the plans we reviewed, such as an elective 
contribution to a 401(k) plan or a 457 plan (or in some cases the employees are required to 
contribute to a defined benefit plan). We have not shown the value of the employee-paid 
benefits in this study, although it is understood that employees have a responsibility to 
contribute voluntarily to accumulate the necessary funds to reach their retirement goals.  

Note that the Social Security amounts shown are for the employer-paid portion of the benefit 
(50% of the full value). Also, we have calculated the Social Security benefit based on an 
average UTA employee’s compensation. Therefore, our Social Security amounts shown in our 
charts would overstate the value provided to higher-paid employees, especially for those 
earning above the Social Security wage base ($132,900 in 2019). 

See the main report for a more detailed description of replacement ratios. 

Employee Impact (Existing Hire) 

The following exhibits compare the pre-retirement income replaced by employer-paid benefit 
assuming the average employee is transferred to the Utah Retirement Systems (“URS”) under 
various scenarios.  

We have prepared exhibits for retirement at age 62 and age 65. 
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The UTA retirement plan delivers about 4% more retirement income replacement at age 62 and 
3% more at 65 than the URS Hybrid plan (under the “Soft” freeze) and about 11% more 
retirement income replacement at age 62 and 15% more at age 65 than the URS DC plan 
(under the “Soft” freeze) for the same job classification under various scenarios. 

If the UTA accrued benefit is frozen, then the replacement ratios are about 4% less for the 
average employee at age 62 and 6% to 7% at age 65.  

Based on the current economic environment, we are showing that the URS DC-only Plan (and 
in fact any DC focused plan) are not delivering the same potential income replacement as 
defined benefit plans. This is for two reasons: 

 Our assumptions reflect that the average employee will likely not achieve the same long-
term investment performance as defined benefit plan investments (5.5% for the employee 
and 7.0% for defined benefit plans in our assumptions). 

 The cost to buy an annuity for a retiring employee to achieve similar longevity protection 
provided by a defined benefit plan annuity in the current economic environment is very 
expensive (represented by a 2.6% interest rate embedded in the pricing of the annuity 
product). 

Please see Feasibility of State Plan section for comparisons of various positions at different 
retirement ages and Appendices for assumptions and methods used to develop replacement 
ratios. 

Employee Impact (New Hire) 

Similar to the prior examples, we also compare the pre-retirement income replaced by UTA’s 
plan with that of the URS plan for the average new hire who works a full career until age 62 or 
age 65 retirement.  

 The UTA plans deliver about 6% more retirement income replacement at age 62 and 4% 
more at age 65 than the URS Hybrid plan and about 19% more retirement income 
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replacement at age 62 and 26% at age 65 than the URS DC plan for the same job 
classification.  
 

 With no blending of URS and UTA benefit features for new hires, the new employee comes 
a little below the prior “soft” freeze UTA legacy employee. 

 
 

 

Please see Feasibility of State Plan section for comparisons of various positions at different 
retirement ages and Appendices for assumptions and methods used to develop replacement 
ratios. 
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There are many considerations in moving to the URS plans. The following exhibit provides a 
high-level summary of some key advantages and disadvantages: 

 

 

 

Financial Analysis of UTA Retirement Plans  
Aon collected census and financial data directly from the plan’s actuary, Milliman, and 
performed its own independent analysis for this study. We conducted a full replication of the 
January 1, 2019 results and were able to match to within 1%.  

Based on our high-level review, the assumptions in the January 1, 2019 valuation were 
reasonable based on our knowledge of the plan. Aon developed a set of “modeling” 
assumptions to be used in its forecast. The only difference between the “modeling” and 
valuation assumptions is the use of the latest Society of Actuaries Public Sector mortality table, 
with mortality improvement scale MP-2018. We also lowered the underlying inflation assumption 
to 2.1% but did not change any other assumption influenced by inflation (e.g., we kept the long- 
term salary increase at 3.4%). 

The impact of the mortality change increased the liability about 1.6% and the Actuarially 
Determined Contribution (“ADC”) about 2% as of January 1, 2019.  
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UTA’s funding policy is to be fully funded by January 1, 2034 (i.e., 15-year closed) using an 
increasing (i.e. level-percent-of-payroll) amortization method. Thus, any deviations from 
expected will result in higher or lower future contributions over the 15-year period.  

The UTA Defined Benefit (“DB”) plan is expected to cost about 16% - 20% of payroll for 
15 years while the unfunded liability is paid down. The DB cost for new hires and future 
accruals is about 8% of total payroll (note the Milliman report will show this amount based on an 
adjusted payroll) and will be UTA’s cost in 15 years if all assumptions are met. 

The UTA Defined Contribution (“DC”) plan, which is a match on a Section 457 plan deferral, 
costs UTA about 1.1% of covered payroll. Thus, UTA’s aggregate cost for the DB and DC 
plan is slightly under 10% of payroll per year in 15 years if all assumptions are met. 

The following exhibit shows the Actuarially Determined Contribution (“ADC”) and projected 
funded status if all assumptions are met. 

 The impact of investment returns that are 100 basis points lower than expected, or about 
6.0% per annum, results in contributions that are about 2.0% of payroll per year higher over 
the next 20 years. Conversely, if investment returns are 100 basis points higher than 
assumed, contributions would be about 2.0% of payroll per year less.  

 The 457 Plan match is approximately an additional 1.1% of payroll included in these annual 
retirement costs.  
 
 

 

See Financial Modeling section of the main report for additional scenarios and sensitivity of 
various assumptions.  
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Benchmarking of UTA against other Transit Organizations 

We compared the retirement benefits provided by UTA against the following peers:  

 TriMet (Portland, Oregon) 
 Dallas Area Rapid Transit (“DART” - Dallas, Texas) 
 Regional Transit District (“RTD” - Denver, Colorado) 
 San Diego, California 
 Sacramento, California 

We utilized retirement income replacement ratios (“replacement ratios”) of employer-paid for 
benefits, as described earlier, to compare competitiveness of retirement benefits offered.  

UTA’s retirement benefits are at the upper end of the competitive range with its transit peers. 
Due to changes in retirement programs for several of the peers, we have separated our analysis 
between new hires and “legacy” employees (i.e., employees with over 10+ years of service). 
The retirement benefits that UTA provides to “legacy” employees ranks near the top, slightly 
trailing only Sacramento and San Diego. The rest of the peers all provide similar retirement 
income but significantly less than the top three.  

Most of the peers have lowered retirement benefits for new hires, while UTA has not. Thus, 
UTA’s retirement benefits for new hires are the highest compared to its peers.  

Given the variety of factors (assumptions, funding policy and governance) that go into 
developing the annual cost and funded status, we do not see these factors as a measure of 
competitiveness. However, we have provided financial information in this section for illustrative 
purposes. 

The following exhibits compare the pre-retirement income replaced by the entity’s employer-
paid portion of the retirement plans for the average employee currently employed with UTA at 
age 62 or age 65 retirement. The UTA retirement plan is at the upper end of competitive range 
with its peers for “legacy” employees at all retirement ages.  
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The following exhibits compare the pre-retirement income replaced by the entity’s employer-
paid portion of the retirement plans for the average new hire who works a full career until age 62 
or age 65 retirement. The UTA’s retirement plan provides the most retirement income with its 
peers for newer (i.e., 2009 and thereafter) hired employees at all retirement ages.  
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Please see Benchmarking section for additional comparisons and Appendices for assumptions 
and methods used to develop replacement ratios 

We have also reviewed the overall retirement related financial information from each of the 
comparator plans from the recently available Comprehensive Annual Financial Reports 
(“CAFRs”). The following table summarizes key financial information related to the retirement 
plan for UTA’s peers that offer DB plans. We consider the information illustrative and do not 
consider it to be a true measure of competitiveness given the various practices in governance, 
funding policy and assumptions. However, UTA’s cost and unfunded liabilities are lower than 
most of its peers.  
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Please note that amounts are from the most recent CAFRs and may not reflect the most current 
information shown in the 2019 actuarial valuation reports. 

 

 

Since some plans only provide defined contribution plans, we have also provided a summary of 
the defined benefit plus defined contribution plan amounts.  
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Section I: Feasibility of State Plan
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Methodology—Overview

 We collected and reviewed retirement plan information on the State of Utah Retirement Systems (“URS”)
– Benefit provisions as described in the January 1, 2018 valuation report for the Tier 2 Hybrid and 

summary information regarding the Tier 2 defined contribution plan
– Three options were assumed to transition to the URS Plans at January 1, 2021:

• Close Plan to New Hires ("New Hires Only“ enter URS): UTA provisions continue for those employees hired 
prior to January 1, 2021. All new hires after January 1, 2021 earn URS Tier 2 benefits (DB or DC)

• Enter URS - Soft-Freeze: UTA benefits freeze benefit service effective January 1, 2021, although benefit 
continues to be indexed with pay increases, all UTA employees earn URS Tier 2 benefits thereafter (DB or DC) on 
future service

• Enter URS - Hard Freeze UTA benefit: UTA benefits freeze effective January 1, 2021; all UTA employees earn 
URS Tier 2 benefits thereafter (DB or DC) on future service

• For legal considerations around the method of transition, please see page six of the “Report on Retirement 
Benefit,” a separate document.

 For this analysis, note the following pricing considerations:
– We have allowed for continued service accruals for early retirement eligibility on the UTA benefits while covered by the 

URS provisions. This may be optional and should be considered in any final design decisions (subject to the opinion of 
the reviewing attorneys).

– For price comparisons, we have maintained the UTA funding policy of reaching 100% funded status as of January 1, 
2034 for the UTA-related benefits earned prior to 2021.

– The URS 10% employer cost cap does not apply to liabilities earned under the UTA Plan prior to 2021 and related 
costs are charged directly to UTA. Only go-forward URS benefit-related liabilities are subject to the 10% cap.

– Additional design approaches could grandfather subgroups of the current UTA population (e.g., those who are age 55 
and have 10 years of service) in the UTA provisions and move the remaining employees into the URS provisions

 See Appendices for detailed assumptions and methods.
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Design Comparison of Key Provisions

URS Provisions
(Tier 2)

UTA Provisions

Hybrid (Choice 1)
 DB: 1.5%/year of service x final average 5 pay
 DB: Retirement at 65 or 35 years of service
 DB: Early retirement at age 60 with 20 years of service or age 62 with 10 years of 

service
‒ Actuarial equivalent benefits for early retirement

 DB: Cost of living up to 2.5% on initial retiree benefit
 DB: Required employee contribution if actuarial cost is over 10%
 DC: Residual contribution if actuarial cost is below 10% (currently about 1%)
DC Only (Choice 2)
 10% employer contribution

DB
 2%/year of service x final average 5 pay
 Retirement at 65 or 37.5 years of service
 Early retirement at age 55 with 5 years of service

‒ Subsidized benefits for early retirement
 Lump sum options
 No employee required contribution
DC
 Match 2/3rd of employee deferral, max 2% of compensation
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Contribution Impact—Entering State Plan
 The following shows the impact on the Actuarially Determined Contribution (“ADC”) if UTA were to enter 

the Utah Retirement Systems (“URS) under the baseline assumptions:
– Hard freeze shows the most immediate savings while the soft freeze is the most expense.
– Costs fall to long term cost in 2034 when prior UTA benefits are fully funded 
– Long-term costs approach 10%/year in the URS transition options in the out years. 
– See Appendices for complete assumptions and methods

0.0%

10.0%

20.0%

30.0%

Current Plan
New Hires Only enter SURS
All Employees Enter SURS - "Hard Freeze" UTA benefit
All Employee Enter SURS

Note: Costs include any defined contribution plan costs
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Assumption Considerations to Reflect State Plan Transition

There are several key differences between the URS and UTA pension plans. Certain assumptions were  
made regarding behavior for employees with a frozen UTA benefit. These behaviors will also be 
impacted by any final design options for the transition into the URS plan.

Feature Description Pricing Assumption

Lump Sum  UTA allows lump sum option
 URS does not have a lump sum option

While a lump sum on the frozen benefit 
may be preserved, we assume that 
a partial lump sum is not elected and only 
annuity options are chosen prospectively

Retirement Eligibility

 UTA provides subsidized benefits prior to 
age 65, as early as age 55

 For URS, with less than 35 years 
of service, retirement cannot start until at 
least age 60

While two benefit commencement dates 
could be possible with the frozen UTA and 
URS service-related benefits, we assumed 
benefits will not be commenced until 
eligibility requirements under both plans 
are met. We adjusted the retirement 
assumption to reflect this inability to 
retire at certain ages

Cost of Living Increase
 URS provides an annual cost 

of living increase on the retirement benefit
 UTA does not provide cost of living increase

Only the benefit related to URS service will 
receive a cost of living increase

Disability Benefit
 URS provides special disability 

benefits if member is covered by LTD benefit 
protection contract

We have assumed UTA members will not 
be covered by a LTD benefit protection 
contract.
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Other Cost Considerations

 Costs are based on data and assets as of January 1, 2019
 Assets have recovered significantly year-to-date after the 4th quarter downturn in 2018

– Cost levels in this report could be reduced if asset performance is maintained through 
year-end

 URS Hybrid Plan has a fixed level of annual employer contributions of 10%
– Employer contributes annual cost plus an amortization of the unfunded liability to 

defined benefit program. If amount is less than 10% of payroll, then a contribution of the 
difference is paid to the employee’s defined contribution account
• For example, the preliminary Tier 2 DB Rate for Fiscal Year 2020-2021 is 9.11%, leaving 0.89% to 

be contributed to the DC plan

– If annual contribution rate is greater than 10%, then the employee will pay the amount 
over 10%. Therefore, long-term investment and demographic risks are borne by the 
employee

– We have assumed the liabilities at 2021 and future gains and losses on these pre-2021 
service related amounts would be charged directly to UTA via an amortization until 2034
• i.e., these costs would not impact the 10% cap

• Gains and losses on URS-service related liabilities are amortized in a 20-year open amortization, 
which does impact the 10% cap

 For our scenarios, we have also assumed all employees elect the Hybrid program
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Pros and Cons of Entering State Plan

Pros:

New Hires Only All Employees 
- “Hard” Freeze

Cons:

 Cost savings for UTA 
for about 15 years

 Fixed contribution - cost 
capped at 10.0%

 Frozen benefit easier to 
administer and hedge

 Uniformity of benefits

 Fixed contribution -
cost capped at 
10.0%

 Retirement income 
similar

All Employees
- “Soft” Freeze

 Disruption/Administrative 
Complexity - employee has 
multiple benefits with different 
underlying provisions

 Higher costs for UTA, 
including administrative 
complexity

 Loss of control

 Additional legal 
considerations

 Fixed contribution - cost 
capped at 10.0%

 No disruption - employee 
receives benefit 
promised at hire

 Retirement income about 
same

 Higher costs for UTA; 
unless investment 
performance is significantly 
below expected

 Differentiation between 
employee groups - benefit 
plans for new and legacy 
employees

 Loss of control

 Impact on employee 
morale, retention and 
productivity

 Lower retirement 
income due to freezing 
accrued benefit

 Loss of control

 Additional legal 
considerations
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 The following slides demonstrate how various individuals in different job categories and career 
progressions would be impacted by moving from the UTA retirement plans to the URS Tier 2 Plans

 Data was selected from the January 1, 2019 valuation data and represent average employees from 
within that job category and the selected age/years of service level (see next page)

 The following benefits are compared at retirement ages 60, 62, and 65 (and the employee is assumed 
to continue employment from today until the retirement date):

– UTA Plan and 457 ongoing

– Transition to the URS Tier 2 Hybrid Plan under the soft freeze approach effective 2021

– Transition to the URS Tier 2 Defined Contribution program effective 2021

– The hard freeze scenario is not shown on the chart but commentary on the amount of additional replacement ratio 
reduction is provided on each slide

 Replacement ratios are showing the benefits applicable to amounts paid by the employers. We have not 
shown the value of the employee-paid benefits in this study, although it is understood that employees 
have a responsibility to contribute at least voluntarily to accumulate the necessary funds to reach their 
retirement goals. 

 Replacement ratios of are adjusted for inflation.  I.e., the value from a plan that does not provide cost of 
living increases on the retirement benefit is reduced to reflect that its replacement value is not protected 
from inflation increases

 Social Security amounts shown in our charts are overstated for higher-paid employees, especially for 
those earning above the Social Security wage base ($132,900 in 2019).

 See Appendices for detailed assumptions and methods.

Job Position Benchmarking
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Methodology—Replacement Ratios

 What is a replacement ratio?
– The ratio of annual retirement income to the final year of pay
– Adjusted to keep pace with inflation; DB plans without a cost-of-living-adjustment (“COLA”) will see 

a lower replacement ratio than multiplier times years of service

 Sources of retirement income included in replacement ratios
– Social Security benefits
– Employer contributes 6.2%;

• Includes automatic cost-of-living-adjustment (“COLA”); 
• Replaces about 15% of pay at Age 62; increases to about 20% at Age 65 retirement 

– Employer-provided benefits
• Defined benefit pension
 Employer portion: remainder of accrued benefit

• Defined contribution
 Employer portion: benefit attributed to match or automatic contributions

 Benefits earned from employee-paid benefits are not shown in this study 
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Job Position Profiles

 We calculated retirement income provided under the UTA and URS plans for the following job 
classifications. The average age and service shown for each classification is based on the census 
data provided by the plan’s actuary as of January 1, 2019

Age/Service/Salary
Position New Hire Early Career MidCareer Late Career

Bus/Train Operator 42 / 0 / $39,000 28 / 2 / $41,000 43 / 11 / $55,000 58 / 22 / $55,000

Office Staff 39 / 0 / $56,000 33 / 3 / $57,000 43 / 12 / $67,000 57 / 22 / $75,000

Technicians/Mechanics 36 / 0 / $51,000 28 / 2 / $52,000 43 / 17 / $65,000 57 / 21 / $80,000

Cleaners/Security/Transit Police 39 / 0 / $38,000 22 / 1 / $34,000 48 / 17 / $64,000 58 / 29 / $58,000

Management 43 / 0 / $102,000 39 / 7 / $90,000 48 / 11 / $123,000 53 / 21 / $136,000
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Feasibility of State Plan—Employee Impact Summary

 Current UTA Plan and the soft freeze with transition to the URS Hybrid Plan will provide about the a 
comparable level of retirement income at age 65 in most cases, across all job classifications

 Current UTA Plan generally provides equal or better retirement income than URS options at all 
retirements used in this study

– UTA currently provides subsidized early retirement reductions prior to age 65

 Both the current plan and the soft freeze/URS Hybrid Plan combination provide better retirement 
income than the soft freeze/URS DC Plan combination across all job classifications

– This is the impact of the low interest rate environment on the private annuity marketplace. Very expensive 
to buy annuity protection 

– The DB plan can invest over the long-term to achieve higher return on its assets than an typical  individual

 Hard freeze option with transition to URS provides less retirement income compared to the soft 
freeze option, and the reduction in retirement income is more for late career hires and at 
higher retirement ages

– An employee with a final average pay benefit formula can accrue significant value through salary 
increases during the years just prior to retirement. The hard freeze cuts off the increases on the UTA benefit.

– Hard freezes are primarily only used to transition to a defined contribution-only approach and are not as 
commonly used in public sector plan transitions

 See Appendices for the individual replacement ratio charts by job classification
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Feasibility of State Plan—Employee Impact 
(Bus/Train Operators–883)

Hard freeze will replace 1 – 1.5% less income than the soft freeze.
Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.
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Feasibility of State Plan—Employee Impact 
(Bus/Train Operators–883)

Hard freeze will replace 5.3 – 9.1% less income than the soft freeze.
Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.
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Feasibility of State Plan—Employee Impact 
(Bus/Train Operators–883)

Hard freeze will replace 0 – 5.4% less income than the soft freeze.
Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.
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Feasibility of State Plan—Employee Impact 
(Managers, Executives–96)

Hard freeze will replace 0.8 – 1.4% less income than the soft freeze.
Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.
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Feasibility of State Plan—Employee Impact 
(Managers, Executives–96)

Hard freeze will replace 3.8 – 7.4% less income than the soft freeze.
Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.
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Feasibility of State Plan—Employee Impact 
(Managers, Executives–96)

Hard freeze will replace 3.7 – 9.5% less income than the soft freeze.
Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.
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 URS has a lower accrual rate (1.5% vs 2.0%) but has COLA
 UTA has less restrictive early retirement – URS restricted to 35 

years or after age 60 (UTA requires age 55)

Financial 
Impact

Impact on New 
Hires

Impact on 
Average 

Employee

Design 
Variations

 UTA cost for future accruals less than URS cost if all assumptions 
met

 URS caps employer cost at 10%. Thus URS plan provides cost 
containment and results in some savings in certain scenarios

 Retirement income about same under URS Hybrid as UTA’s plan,  
but URS DC plan provides less retirement income

 If UTA accrued benefit frozen, employees' replacement ratios about 
10% less and entering URS provides less retirement income

 UTA plan provides more retirement income than URS at earlier 
retirement ages; about the same as URS Hybrid at age 65

Key Findings—Feasibility of State Plan
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Section II: Financial Modeling
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Methodology—Overview

 We collected census and financial information as of January 1, 2019 directly from the plan’s 
actuary (Milliman) and performed an independent, high-level review of assumptions, methods 
and liabilities.
– We performed a full replication of results as of January 1, 2019 and was able to match the 

current actuary’s results to within 1% based on the assumptions and methods used in the 
valuation.

– We also reviewed the assumptions and suggested changes, or a set of “modeling” 
assumptions, to be used in the long-term forecast.

 We projected liabilities, contributions and funded status under the following scenarios:
1) Baseline – 7.0% annual investment return; 2019 valuation assumptions except using PUBG-10 mortality 

with MP-2018 mortality improvement scale

2) Blue Skies – same as baseline except using varying returns over the 10 years starting in 2021 in that 
average 10.4% annual investment return (and correlated inflation)

3) Black Skies ("Recession") – same as baseline except using varying returns over the10 years starting in 
2021 that average -5.6% annual investment return (and correlated inflation)

4) High Inflation – same as baseline except using varying returns over the10 years starting in 2021 that 
averages 3.9% annual investment return and 4.4% in annual inflation

 Financial scenarios are not intended as an expectation of a likely event, but are used to test 
the limits of the plan’s costs under a possible scenario, although extreme.

 We have also modeled the feasibility transition approaches under the various scenarios.

 See Appendices for detailed assumptions and methods.
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Actuarial Assumptions Review

Assumption January 1, 2019 Valuation Comments

Expected Rate of Return 7.0% net of investment expenses

 6.6% median based on Aon’s Q3 2019 capital 
market assumption with our recommended inflation

 Average expected rate of return assumption is 
7.25% according to 2019 NCPERS Public 
Retirement Systems Study

 Deemed reasonable for modeling purposes

Rates of Salary Increase 3.4%/year except 5.4% over the first 5 
years of employment

Reviewed and deemed reasonable for modeling 
purposes

Inflation 2.3%
2.1% based on Aon’s Q3 2019 capital market 

assumption
Recommend 2.1% inflation

Mortality

Preretirement: RP-2014 Blue Collar 
Employees Table with scale MP-2014
Postretirement: RP-2014 Blue Collar 

Healthily Annuitant with scale MP-2014

Recommend latest public sector mortality table 
(PUBG-10 Employee and Healthy Annuitant) with 

scale MP-2018
Increases liability about 1.6%

Retirement Rate
Rates based on years and service 

eligibility for normal retirement; 
rates begin at age 55 and go to age 70

Reviewed and deemed reasonable for modeling 
purposes;

Review of age of terminated vested retirements 
recommended

Adjusted to limit commencement to reflect URS later 
commencement requirements. URS rates are applied 

to new hires without legacy UTA benefits
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Actuarial Assumptions Review

Assumption January 1, 2019 Valuation Comments

Rates of Separation from 
Active Membership

20% in first year, 15% in 2nd year, 
then 15% for years under age 30 and 6% 

for years over age 30

Reviewed and deemed reasonable for modeling 
purposes

Rates of Disability None Benefit is not significantly different than actuarial 
equivalent of accrued benefit

The following are the key differences in assumptions between the valuation and our 
projections:

 Mortality: Moving to the most recently available public sector tables
 Adjusted retirement rates and benefit payments when moving to URS programs to 

reflect differences in designs
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 Expected rate of return ranges between 35th and 65th

percentile (the blue shaded box). 50th percentile is 
represented by the triangles.

 Based on Aon 2019 Q3 capital market assumptions 
reflecting a 30-year time horizon

 Excludes any adjustment for active management 
premium or administrative expenses

 Asset allocation as of December 31, 2018
 7.0% return is a reasonable expected return over the 

long-term

Expected Rate of Return
 The following shows expected return on assets of UTA’s plan based on our capital market 

assumptions:
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Projected Headcount
The following shows UTA's headcount in the pension plan over the next 20 years for 
current employees, future hires, and current and future retirees (in payment and waiting to commence 
payment) assuming all assumptions are met and the current active headcount is maintained:
 Current employees will be about 20% of the working population in 15 years.
 Based on current assumptions, the plan expects about 40-50 participants per year to leave the UTA 

DB Plan due to receipt of lump sum payout of their benefit.
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Projected Benefit Payments

The following shows the projected cash flows under the current plan assuming all assumptions are 
met:
 Current retirees and former employees will be collecting payments for over 60+ years
 About $3 - $4 million is projected to paid out annually as lump sum payments to retiring 

and terminating actives and former employees
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Projected Contribution and Funded Status—Baseline
 The following shows the Actuarially Determined Contribution (“ADC”) and projected funded status if all 

assumptions are met.
– The impact of investment returns that are 100 basis lower than expected, or about 6.00% per annum, 

results in contributions that are about 2% of payroll/year higher over the next 20 years .  Conversely, 
if investment returns are 100 basis points higher than assumed, contributions would be about 2% of 
payroll/year less. The impacts are larger as your near 2034 as there is less time to pay for any new 
unfunded amount

Note: the 457 plan match is approximately an additional 1.1% of payroll, which are included in these 
plan contributions as a % of payroll
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Projected Contribution—Alternative Scenarios
 The following compares the total retirement plan contribution under various scenarios:

– All unfunded liabilities are expected to be funded by January 1, 2034 (current funding goal)
– Amounts include expected defined contribution match of 1.1% of pay/year
– The high inflation scenario also contains below average investment returns but not as low as the 

“Recession” scenarios
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 The table below compares the impact on the Actuarially Determined Contribution (“ADC”), in today’s 
dollars, under various economic conditions (events occur beginning in 2021):

Option Description

Cost/(Savings)1 (in millions)

2023
Intermediate
(0 – 10 years)

Long term
(0 – 20 years)

Blue Skies

 Baseline assumed for 2019 and 2020
 World economy grows ahead of consensus 

expectations, while inflation remains 
subdued

 Average annual investment return of 8.79% 
over 10 years; 7.96% over 20 years ($2.3) ($34.4) ($88.3)

Black Skies 
(Recession)

 Baseline assumed for 2019 and 2020
 Deep recession followed by a longer period of 

stagnant growth
 Average annual investment return of (6.21)% 

over 10 years;(-0.15)% over 20 years $6.6 $88.2 $209.6

High Inflation

 Baseline assumed for 2019 and 2020
 World economy grows moderately faster than 

expected but at the expense of much higher 
inflation

 Average annual investment return of 2.52% over 
10 years; 4.74% over 20 years

 Average annual inflation of 3.62% over 10 
years; 3.04% over 20 years $3.3 $34.7 $67.1

1 Measured based on reduction in cash contributions; Immediate impact savings based on reduction in ADEC. Value in today’s dollars (i.e., 
present value) based on 4.5% cost of capital. Note that contributions timing reflects one year lag. 

Projected Contribution—Alternative Scenarios (continued)
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Projected Contributions—Alternative Scenarios (New Hires Only)
 The following compares the Actuarially Determined Contribution (“ADC”) under various scenarios if UTA 

were to enter URS:
– All hires prior to January 1, 2021 remain in UTA plan. All post 2020 hires enter URS plan
– Pre-2021 liabilities, which are not subject to the 10% cost containment, drive the variability of costs 

over the next 15 years, regardless of design
– Defined contribution costs are included
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Projected Contributions—Alternative Scenarios (Enter State - Soft Freeze)
 The following compares the Actuarially Determined Contribution (“ADC”) under various scenarios if UTA 

were to enter URS:
– All employees move to URS plan effective January 1, 2021; pre-2021 benefits receive salary indexing
– Pre-2021 liabilities, which are not subject to the 10% cost containment, drive the variability of costs 

over the next 15 years, regardless of design
– Defined contribution costs are included
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Projected Contributions—Alternative Scenarios (Enter State - Hard Freeze)
 The following compares the Actuarially Determined Contribution (“ADC”) under various scenarios if UTA 

were to enter URS:
– All employees move to URS plan effective January 1, 2021; pre-2021 benefits based on 

compensation and service as of January, 2021 ("frozen”)
– Pre-2021 liabilities, which are not subject to the 10% cost containment, drive the variability of costs 

over the next 15 years, regardless of design
– Defined contribution costs are included
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Key Findings—Financial Modeling

Defined Benefit 
Costs

 Annual increase in benefits of 
8.5% to 9.5% of payroll

 Goal of fully funding plan by 
January 1, 2034 adds 
additional costs of 8% to 10% 
per year. Updated mortality 
tables reflected in the above 
numbers.  

Defined 
Contribution 

Costs

 Match on employee deferrals up to 
2% of payroll

 Based on actual usage, costs are 
about 1.1% of payroll each year

 Costs increase with payroll and 
would be minimally impacted in 
various economic scenarios

Risk 
Management 

Considerations

 Plan’s return is intended to 
maximize long-term return on fund. 
Volatility of return seeking assets 
will impact year to year funding 
requirements

 Amortizations of unfunded liability 
are made over decreasing time 
period, so costs will be more volatile 
as plan nears full funding goal at 
2034

 No cost of living increases on 
retiree benefits so inflation has 
minimal impact on costs (unless 
salaries spike during an inflation 
run)
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Section III: Benchmarking
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 We collected retirement plan information for peers based on publicly available information 
and contacted each peer to verify their plan provisions to ensure accuracy. 

 Peers include: TriMet (Portland, Oregon); Dallas Area Rapid Transit (“DART” - Dallas, 
Texas); Regional Transit District (“RTD” - Denver, Colorado), San Diego, California and 
Sacramento, California.

 We utilized retirement income replacement ratios (“replacement ratio”) to compare 
competitiveness of retirement benefits offered.  

– A replacement ratio measures the amount of pre-retirement income replaced by 
retirement benefits, adjusted for inflation.  It includes sources of retirement income from 
Social Security, Defined Benefit, Defined Contribution and Personal Savings.

– It allows an apples-to-apples comparison of Defined Benefit and Defined Contribution 
(“DC”) Plans and also provides a measure of the standard of living one can expect to 
maintain in retirement.  

 Given the variety of factors (assumptions, funding policy and governance) that go into 
developing the annual cost and funded status, we do not see it as a measure of 
competitiveness. However, we have provided financial information in the Benchmarking 
section for illustrative purposes.

 Note that all replacement ratios in this presentation reflect only the employer provided 
amounts

 Retiree medical and life benefits were not considered as part of this study

 See Appendices for detailed assumptions and methods.

Methodology—Overview
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Peer Comparison—Key “Legacy” Employees Plan Provisions
 The following table summarizes key retirement plan provisions for UTA’s peers for the 

average, or “legacy”, employee.
– See Appendices for detailed summary of plan provisions

Entity

“Legacy” Employees

DB Multiplier and/or 
DC contribution

Cost-of-
Living-

Adjustment 
(“COLA”)

Early 
Retirement 
Age (“ERA”)

Normal 
Retirement Age 

(“NRA”)
Employee 

Contributions

UTA 2.0% DB plan + match 
up to 2.0% DC -- 55 65/37.5YOS --

TriMet (OR) 8.0% DC -- -- -- --

DART (TX) 7.7% Fixed + max 
3.0% match DC -- -- -- --

RTD (CO) – Union, DB 1.0% DB -- 50&20YOS 65/
60&10YOS 3.0%

RTD (CO) – Salaried, DC 7.0% - 9.0% DC -- -- -- --

San Diego Transit (CA) 2.0% - 2.7% DB 2.0% 50 67 8.0%

Sacramento Transit (CA) 2.0% - 2.5% DB -- 55/25YOS 60 --

State of Utah 2.0% DB + DC or 10% 
DC 2.1% 60&25YOS 65/30YOS --
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Peer Comparison—Key New Hire Plan Provisions
 The following table summarizes key retirement plan provisions for UTA’s peers for new hires

– See Appendices for detailed summary of plan provisions

Entity

New Hires

DB Multiplier 
and/or DC 

contribution

Cost-of-
Living-

Adjustment 
(“COLA”)

Early 
Retirement 

Age (“ERA”)

Normal 
Retirement 

Age (“NRA”)
Employee 

Contributions

UTA 2.00%DB + match 
up to 2.00% DC -- 55 65/37.5YOS --

TriMet (OR) 8.0% DC -- -- -- --

DART (TX) 7.7% Fixed  + max 
3.0% match DC -- -- -- --

RTD (CO) – Union, DB 1.0% DB -- 50&20YOS 65/
60&10YOS 3.0%

RTD (CO) – Salaried, DC 7.0% - 9.0% DC -- -- -- --

San Diego Transit (CA) 1.0% - 2.5% DB 2.0% 52 67 6.25%

Sacramento Transit (CA) 1.0% - 2.5% DB -- 52 67 5.75%

State of Utah 1.5% DB + DC or 
10% DC Only 2.1% 60 65/ 35YOS Excess of cost 

> 10%
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Replacement Ratio Comparison—“Legacy” Employee, Age 60 Retirement

Age: 48, Years of Service: 10, Salary: $60k, Retirement Age: 60

 The following compares the pre-retirement income replaced by the entity’s retirement plans for the 
average employee at age 60 retirement.
– UTA’s retirement benefits are competitive with its peers for retirement at age 60 primarily due to no 

DB employee contributions. Note that Social Security is shown for illustrative purposes but not 
available until age 62.

– UTA provides the third highest retirement income, trailing only San Diego and Sacramento.
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Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the employer portion of the expected Social Security amount (50% of the full amount).
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Replacement Ratio Comparison—“Legacy” Employee, Age 62 Retirement

Age: 48, Years of Service: 10, Salary: $60k, Retirement Age: 62

 The following compares the pre-retirement income replaced by the entity’s retirement plans for the 
average employee at age 62 retirement.
– UTA’s retirement benefits are competitive with its peers for retirement at age 62 primarily due to 

combined DB and DC programs and no DB employee contributions
– UTA provides about 32% of an employee’s retirement income, compared to its peers providing an 

average of about 24%

%
 o

f P
re

-r
et

ire
m

en
t i

nc
om

e 
re

pl
ac

ed
 

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the employer portion of the expected Social Security amount (50% of the full amount).
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Replacement Ratio Comparison—“Legacy” Employee, Age 65 Retirement

Age: 48, Years of Service: 10, Salary: $60k, Retirement Age: 65

 The following compares the pre-retirement income replaced by the entity’s retirement plans for the 
average employee at age 65 retirement.
– UTA’s retirement benefits are competitive with its peers for retirement at age 65 primarily due to 

combined DB and DC programs and no DB employee contributions
– UTA provides about 42% of an employee’s retirement income, compared to its peers providing an 

average of 28%
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Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the employer portion of the expected Social Security amount (50% of the full amount).
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Replacement Ratio Comparison—New Hire, Age 60 Retirement
 The following compares the pre-retirement income replaced by the entity’s retirement plans for new 

hires at age 60 retirement.
– UTA’s retirement benefits are competitive with its peers for retirement at age 60 primarily due to 

combined DB and DC programs, favorable multiplier, and no DB employee contributions
– Note that Social Security is shown for illustrative purposes but not available until age 62.
– UTA provides about 25% of an employee’s retirement income, compared to its peers providing an 

average of 16%
Age: 38, Years of Service: 0, Salary: $45k, Retirement Age: 60
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Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the employer portion of the expected Social Security amount (50% of the full amount).
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Replacement Ratio Comparison—New Hire, Age 62 Retirement
 The following compares the pre-retirement income replaced by the entity’s retirement plans for new 

hires at age 62 retirement.
– UTA’s retirement benefits are competitive with its peers for retirement at age 62 primarily due 

to combined DB and DC programs and no DB employee contributions
– UTA provides about 31% of an employee’s retirement income, compared to its peers providing an 

average of 20%

Age: 38, Years of Service: 0, Salary: $45k, Retirement Age: 62
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Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the employer portion of the expected Social Security amount (50% of the full amount).
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Replacement Ratio Comparison—New Hire, Age 65 Retirement
 The following compares the pre-retirement income replaced by the entity’s retirement plans for new 

hires at age 65 retirement.
– UTA’s retirement benefits are competitive with its peers for retirement at age 65 primarily due 

to combined DB and DC programs and no DB employee contributions
– UTA provides about 42% of an employee’s retirement income, compared to its peers providing an 

average of 25%

Age: 38, Years of Service: 0, Salary: $45k, Retirement Age: 65
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Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the employer portion of the expected Social Security amount (50% of the full amount).



Aon
Proprietary & Confidential  |  Utah Transit Authority_Benchmarking and Retirement Plan Review 60

Impact of Cost of Living Indexing on Benefit Value - Example

The URS benefit is 
75% of the UTA 

benefit at age 65

Reflecting the 
indexing and 

discounting at 2.6% 
interest, the URS 

benefit is 91.9% of the 
UTA benefit

 -
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Employee with 25 years of service retiring at age 65 
with $60,000 as her final average earnings

At age 65, benefit is
UTA = $30,000/year
URS = $22,500/year 
with indexing

To measure the value, both 
benefits are reduced to reflect 
mortality. However,  the URS 
benefit receives a 2.1% increase 
based on the original benefit 
each year to reflect the cost of 
living increase provision.
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Peer Comparison—Sensitivity
 The following table summarizes impact on retirement income of key assumption changes:

– DC investment return
1% lower return will reduce retirement income by about 10% for the UTA plan.  For DC only plans 
such as TriMet and DART, the reduction in retirement income would be 15% or higher.

– Annuity conversion interest rate
1% lower interest rate will reduce retirement income by about 10% for the UTA plan.  Since all DB 
and DC plans are annuitized for retirement income, impact expected to be similar for the other 
plans.

– Annuity conversion mortality table
Switching to the SOA mortality table for corporate plans will increase retirement income by about 
5% for the UTA plan.  Impact expected to be similar for the other plans.

– Inflation
1% lower inflation will increase the relative retirement income by about 15% for the UTA plan.  
Impact expected to be similar for the peers without COLA.  For the peers with COLA, impact 
expected to be smaller.
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Comparison of Retiree Medical Benefits

 Certain 
Entity

Retiree 
Medical Coverage
Legacy//New Hire Description of Benefit

ER  
Obligation

UTA No Specific Plan

A Retiree Medical Account funded with personal time 
during employment and unpaid sick and personal time at 

retirement if employee has five years of service at 
retirement.

No

TriMet (OR) Yes/Yes

Nonunion employees with 10 years of service are eligible 
for continuation of pre-retirement medical coverage until 

Medicare eligible age.  Retiree contributes 100% 
premium.

No

DART (TX) Yes/Yes
Medical and Life plans offered, eligible at age 60 & 10 

years of service.  Retiree contributions determined 
annually, however, DART paid 100% of costs in 2018.

Yes

RTD (CO) – Union, DB No/No No

RTD (CO) – Salaried, DC No/No No

San Diego Transit (CA) Yes/Yes
Private healthcare exchange subsidized by HRA, 

contributions ranging from $100-$1000/month based on 
service

Yes

Sacramento Transit (CA) Yes/Yes Medical, Life, and dental plans offered, district pays 90-
92% of cost. Yes

State of Utah Yes/Yes PEHP Medicare Supplement Plans that cover 50%, 75% 
or 100% of cost after Medicare Yes



Aon
Proprietary & Confidential  |  Utah Transit Authority_Benchmarking and Retirement Plan Review 63

Peer Comparison—Financial (Defined Benefit)
 The following table summarizes key financial information from recent CAFRs related to the 

retirement plan for UTA’s peers that offer DB plans.
– We consider the information illustrative and do not consider it to be a true measure of 

competitiveness given the various practices in governance, funding policy and assumptions
– However, UTA’s cost and unfunded liabilities are lower than most of its peers.

Total 
Payroll

Actuarial 
Accrued 
Liability

Market 
Value of 
Assets

Unfunded Liability

Funded 
Percentage

Discount 
Rate

Actuarially 
Determined 
Contribution 

("ADC")

Amount
as % of 
Payroll

Effective 
Amortization 

Period Amount
as % of 
Payroll

UTA $132.5 $310.0 $204.5 $105.5 80% 66.0% 7.00% 15 $18.9 14.3%

TriMet (OR) $182.8

DART (TX) $249.9

RTD (CO) $135.6 $463.8 $222.7 $241.1 178% 48.0% 7.00% 30 $21.1 15.6%

San Diego 
Transit (CA) $27.0 $300.3 $166.2 $125.4 464% 55.4% 7.00% 15 $15.9 59%
Sacramento 
Transit (CA) $31.6 $177.9 $133.2 $44.7 141.5% 74.9% 7.25% 15 $7.9 25%
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Peer Comparison—Financial (Total)
 The following table summarizes key financial information related to the retirement plan for 

UTA’s peers that offer DB plans.
– We consider the information illustrative and do not consider it to be a true measure of 

competitiveness given the various practices in governance, funding policy and assumptions

Total 
Payroll

Defined Benefit
Actuarially Determined 
Contribution ("ADC") Defined Contribution Total

Amount
as % of 
Payroll Amount

as % of 
Payroll Amount

as % of 
Payroll

UTA $132.5 $18.9 14.3% $1.6 1.2% $20.5 15.5%

TriMet (OR) $182.8 $7.5 4.1% $7.5 4.1%

DART (TX) $249.9 $22.8 9.1% $22.8 9.1%

RTD (CO) $135.6 $21.1 15.6% $4.2 3.1% $25.3 18.7%

San Diego 
Transit (CA) $27.0 $15.9 59% $15.9 59%
Sacramento 
Transit (CA) $31.6 $7.9 25% $7.9 25%
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Retirement 
Benefits at upper 

end of competitive 
range

Plan Features that 
make plan 

competitive

Key Findings—Benchmarking

 Retirement Benefits at the upper end of competitive range for 
both legacy employees and new hires with transit peers

 Some peers offer significantly lower retirement benefits to new 
hires compared to legacy

 DB and DC combined offering make program highly competitive (only 
one in peer group to offer combination for both legacy and new hires)

 No employee contributions for DB plans (only one in peer group)
 Like UTA, not many peers are offering COLA 
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Appendices



Aon
Proprietary & Confidential  |  Utah Transit Authority_Benchmarking and Retirement Plan Review 67

Appendices—Assumptions and Methods

Valuation Date  January 1, 2019 initially; January 1st each year thereafter

Census Data  As of January 1, 2019, projected forward assuming all demographic assumptions met.

New Entrants  New entrants are assumed to replace current active participants who leave such that 
the active headcount remains level. The new entrant profile is based on recent hires.

Demographic
Assumptions

 Same as specified in actuarial report for fiscal year ending June 30, 2019 (issued 
September 2016) except mortality; using most recent mortality tables released by 
Society of Actuaries for public sector employees (PUbG-10) with the MP-2018 mortality 
improvement scale. New hires in the URS Plan without legacy UTA benefits use the 
retirement rates used in the January 1, 2018 valuation of the URS Plan.

Discount Rate:  7.00% discount rate, which is within the 35th and 65th percentiles based on plan’s 
target asset allocation and Aon’s capital market assumptions.

Investment Return 
(Defined Benefit Plan):

 7.00% net investment return (unless specified); net of investment expenses only.

Salary Growth:  5.4% for first 5 years, then 3.4% thereafter

Assumed Payroll Growth:  3.4% (for actuarially determined contributions)

Inflation:  2.10%

Administrative Expenses:  $440,000 annually; increasing with inflation; UTA paid $440,000i n 2018 or about 23 
bps and $324k in 2017 or about 31 bps
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Appendices—Assumptions and Methods (continued)

Assets  $194.5 million in trust as of January 1, 2019, projected forward assuming $215.3 million 
in trust as of December 31, 2019

Funding Method  Entry Age Normal; unless specified.

Funding Policy
 Actuarially Determined Contribution (“ADC”) based on 15-year, level-percentage-of-pay, 

closed amortization funding policy. URS Hybrid Plan is based on 20-year, level 
percentage of pay, open amortization funding policy

Asset Method  Market Value of Assets

Blue Skies

 Baseline for 2019 and 2020, and 2031 to 2039
 For 10 years starting 2021

‒ Annual Returns: 17.95%, 16.80%, 12.70%, 9.35%, 8.55%, 8.15%, 8.00%, 7.85%, 7.75%, 7.60%
‒ Annual Inflation: 2.40%, 2.60%, 2.85%, 2.75%, 2.60%, 2.55%, 2.50%, 2.45%, 2.40%, 2.35%

Black Skies (Recession)

 Baseline for 2019 and 2020, and 2031 to 2039
 For 10 years starting 2021

‒ Annual Returns:-24.95%, -21.80%, -14.05%, -4.20%, 1.70%, 2.05%, 2.25%, 2.75%, 3.25%, 3.75%
‒ Annual Inflation: -1.85%, -1.65%, -0.70%, 0.05%, 0.25%, 0.50%, 0.65%, 080%, 1.00%,1.15%

High Inflation

 Baseline for 2019 and 2020, and 2031 to 2039
 For 10 years starting 2021

‒ Annual Returns: -9.20%, -3.45%, 5.30%, 6.95%, 6.35%, 6.75%, 6.90%, 7.00%, 7.05%, 7.05%, 7.60%
‒ Annual Inflation: 3.10%, 3.85%, 4.85%, 5.15%, 5.20%, 5.05%, 4.75%, 4.40%, 4.10%, 3.80%
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Appendices—Assumptions and Methods (continued)

Investment Return 
(Defined Contribution 
Plan):

 5.50% net investment return (unless specified), net of administrative and investment 
expenses

Defined Contribution Plan 
Beginning Balance:

 Varies by Plan – employees assumed to contribute to DC plan and/or Personal Savings 
after meeting mandatory DB contribution requirements (if any)

Annuity Conversion Rate 
(for DC balances):

 2.60%; based on current annuity provider rates as of 8/23/2019

Annuity Conversion 
Mortality (for DC 
balances):

 SOA PubG-10 Tables

Employee Contributions:  6.00% total employee contributions to retirement plans assumed;
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Summary of Plan Provisions—Utah Transit Authority (“UTA”)

Plan Legacy/New Hire

Description of plans offered Defined benefit plan plus elective defined contribution plan offered 
to all eligible employees

Defined Benefit Plan Provisions
Average Compensation 60 consecutive months that produce highest compensation

Normal Retirement Date 
(NRD)

Age 65/5 Years of Service, or 37.5 Years of Service

Benefit Formula 2.0% of Average Compensation times Years of Service

Early Retirement Eligibility 55/5

Early Retirement Benefit Normal benefit reduced 5% per year before NRD

Vested Terminations 5-years

COLA None

Employee Contribution None

Defined Contribution Benefit Match 2/3% of voluntary employee contributions up to 2% of Pay
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Summary of Plan Provisions—Tri-County Metropolitan Transportation 
District of Oregon (“TriMet”)

Plan Legacy/New Hire
Description of plans offered All eligible employees are enrolled in non-elective defined 

contribution plan; 
elective defined contribution plan without employer match is also 
available.

Non-elective benefit 8% of base compensation
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Summary of Plan Provisions—Dallas Area Rapid Transit (“DART”)

Plan Legacy/New Hire
Description of plans offered All eligible employees are enrolled in non-elective defined 

contribution plan; elective defined contributions plan with employer 
match is also available.

Non-Elective Benefit 7.7% of payroll period compensation

Elective Benefit Match 50% of employee contribution up to 3.0% of payroll period 
compensation
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Summary of Plan Provisions—Regional Transportation District-Denver 
(“RTD”)

Plan Legacy/New Hire

Description of plans offered Bargained:  Defined benefit plan 
NonBargained: nonelective defined contribution plan
All participants: elective 457b defined contribution plan with no employer match

Defined Benefit Plan Provisions 
(Bargained Only)

Average Compensation Highest 5 of all service years

Normal Retirement Date (NRD) 65, or 10 years Credited Service

Benefit Formula 1.0% of Average Compensation times Years of Service

Early Retirement Eligibility 50/20

Early Retirement Benefit Normal benefit reduced 4% per year before NRD

Vested Terminations 5-years

COLA None

Employee Contribution 3% of Pay

Defined Contribution Plan (Non-
bargained Only)

7-9% of compensation, set annually by the Board
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Summary of Plan Provisions—San Diego Metropolitan Transit System 
(“MTS”)

Plan Legacy New Hire
Eligibility Hired prior to January 1, 2013 Hired on or after January 1, 2013

Average Compensation Final Year Compensation 36 consecutive months that 
produce highest compensation

Retirement Age 50-55 52-67

Benefit Formula 2.0% of Average Compensation at 
age 50, to 2.7% at age 55, times 
Years of Service

1.0% of Average Compensation at age 
52, to 2.5% at age 67, times Years of 
Service

Early Retirement Benefit N/A N/A

Vested Terminations 5-years 5-years

COLA 2% 2%

Employee Contribution Determined annually Half of Normal Cost, per PEPRA
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Summary of Plan Provisions—Sacramento Regional Transit District 
(“SacRt”)

Plan Legacy New Hire
Eligibility Hired prior to January 1, 2015 Hired on or after January 1, 2015

Average Compensation 48 consecutive months that 
produce highest compensation

48 consecutive months that 
produce highest compensation

Retirement Age 55/25YOS – 60/30YOS 52-67

Benefit Formula 2.0% of Average Compensation at 
age/svc 55/25, to 2.5% at age/svc 
60/30, times Years of Service

1.0% of Average Compensation at age 
52, to 2.5% at age 67, times Years of 
Service

Early Retirement Benefit N/A N/A

Vested Terminations 5-years 5-years

COLA None None

Employee Contributions Determined annually by the 
Retirement Boards of Directors

Half of Normal Cost, per PEPRA
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Summary of Plan Provisions—State of Utah Hybrid Plan

Plan Legacy New Hire
Eligibility Hired prior to July 1, 2011 Hired on or after July 1, 2011

Average Compensation 36 consecutive months that 
produce highest compensation

60 consecutive months that 
produce highest compensation

Normal Retirement Date (NRD) 65/4, or 30 years Credited Service 65/4, or 35 years Credited Service

Benefit Formula 2.0% of Average Compensation 
times Years of Service (YOS)

1.5% of Average Compensation times 
Years of Service (YOS)

Early Retirement Eligibility 60/20 or 62/10 60/20 or 62/10

Early Retirement Benefit Normal benefit reduced 3% per 
year before age 65 and 7% per 
year before age 60, for <30 YOS

Normal benefit reduced 9% per year before 
age 65, and 7% per year before age 63, for 
<35 YOS

Vested Terminations 5-years 4-years

COLA Indexed to CSI, limited to 4% Indexed to CSI, limited to 2.5%

Employee Contributions 6% of Pay Plan costs in excess of 10%

Defined Contribution Plan Elective plans available Employer contributes max 10% in DB + DC 
combined
Voluntary employee contributions allowed
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Summary of Plan Provisions—State of Utah DC-Only Plan

Plan Legacy/New Hire

Description of plans offered Employees not electing the Hybrid Plan are enrolled in the non-
elective defined contribution plan.

Non-elective benefit 10% of base compensation

Voluntary benefits Employee contributions allowed but not matched

Vesting of employer 
contributions

4 years
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Feasibility of State Plan—Employee Impact 
(Bus/Train Operators–883)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 2.6 - 4% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Clerical, Customer Service, Engineers, Accountants, Admin, Supervisors, IT–509)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 1 – 1.6% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Clerical, Customer Service, Engineers, Accountants, Admin, Supervisors, IT–509)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid

Hard freeze will replace 2.9 – 4.5% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Clerical, Customer Service, Engineers, Accountants, Admin, Supervisors, IT–509)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 5.7 – 9.8% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Clerical, Customer Service, Engineers, Accountants, Admin, Supervisors, IT–509)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 0.8 – 6.3% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Technicians, Mechanics–386)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 1 – 1.7% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Technicians, Mechanics–386)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 2.6 – 4% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Technicians, Mechanics–386)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 7.8 – 13.3% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Technicians, Mechanics–386)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 0.8 – 6% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Cleaners, Security, Transit Police–248)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 1 – 1.6% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Cleaners, Security, Transit Police–248)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 2.9 – 3.2% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Cleaners, Security, Transit Police–248)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 5.6 – 10.8% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Cleaners, Security, Transit Police–248)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 0 – 6.9% less income than the soft freeze.
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Feasibility of State Plan—Employee Impact 
(Managers, Executives–96)

Note: Amounts shown are only the employer-provided amounts assuming the employee is making any necessary or required contributions to receive 
the benefits. Social Security reflects the expected employer portion of Social Security amount paid.

Hard freeze will replace 4.4 – 7.1% less income than the soft freeze.
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