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Preface

This bulletin presents results of a 1994 Bureau of Data for this bulletin were compiled and analyzed in the
Labor Statistics survey of the incidence and detailed proviPivision of Occupational Pay and Employee Benefits
sions of selected employee benefit plans in small privattevels by Cathy Baker, Iris Diaz, Kenneth Elliott, Ann
establishments. The survey provides representative data fopster, John Foster, Avy Graham, Robert Grant, Jake Kane,
49 million employees in the Nation’s private nonagriculturalJonathan Kelinson, Natalie Kramer, Marc Kronson, James
industies. Appendix A preides a detailed description of Moore, Laura Scofea, Patrick Sebu@ynthia Thompson,
the coverage and statistical procedures used in the surveigriineé Thompson, and Arthur Williams, under the direc-

The 1994 Employee Benefits Survey reports on benefitdon of Allan Blostin, James Houff, and John Nor. Text
provided to employees in establishments with fewer thaM/as prepared for publication by Mahin Eslami.

100 workers in all private nonfarm industries. This is the Computer programming and systems design for the sur-
third time this survey was conducted; the first small estab‘€y Were provided by Mary Constable, Mohamed Elzein,
lishment survey was conducted in 1990 and another in 1992holivah Maier, Lien Nham, Pat O’Brien and Cheryl Sims
Between 1979 and 1986, the survey provided benefits da®d the Division of Directly Collected Periodic Surveys,

on full-time employees in medium and large establishmentsinder the direction of Leslie Cpgel. Thomas Kelly and
those with either 100 or 250 employees or more, dependir%ha”‘)tte Mueller of the Statistical Methods Group (Office
on the industry; coverage in the services industries wa@f Compensation and Working Conditions) were responsible
limited. The 1987 survey examined benefits provided to fullfor the sample design, nonresponse adjustments, sample error
time employees in State and local governments with 50 entomputations, and other statistical procedures, under the di-
ployees or more. In 1988, 1989, 1991, and 1993, expandé@CtiO” of Terry Burdette. Fieldwork for the survey was di-
surveys of medium and large establishments covered fulf€cted by the Bureau’s Assistant Regional Commissioners
time employees in establishments employing 100 workerf" Operations.

or more in all private industries. The public may access a wide range of Bureau of Labor

Beginning in 1990, the Employee Benefits Survey in-Statistics data and information, including Employee Ben-
cluded both full-time and part-time employees in all privateefits Survey data, through the Bureau’s Worlit&V\Web
industries (regardless of employment) and State and locéit€ at: http:/stats.bls.gov./blshome.html
governments. In that year, the survey covered small private Bureau of Labor Statistics data are also accessible on the
establishments and governments. At the present time, sm4iternet thoughAnonymous FTP or Gopher at: stats.bls.gov
private establishments and State and local governments areQuestions on the data in this publication should be re-
surveyed in even-numbered years, and medium and lard@red to the staff of the Employee Benefits Survey at (202)
private establishments are surveyed in odd-numbered yeaf6-6222. Sensory impaired individuals may obtain infor-

The 1994 Employee Benefits Survey yides a“survey mation in this publication upon request. Voice phone: (202)
highlights” section (chapter 1) with a number of key find-606-7828; TDD phone: (202) 606-5897; TDD message re-
ings for major benefits, such as time-off benefits; disabilityerral phone: 1-800-326-2577. Material in this publication
benefits; medical, dental, and vision care; life insurance$ in the public domain and, with appropriate credit, may be
and defined benefit pension and defined contribution plangéProduced without permission.

Individual chapters, with general information and details Pictured on the cover of this bulletinghuffleton’s Bar-
describing the benefit provisions, follow along with the re-bershopby Norman Rockwell, (c) 1950, The Curtis Pub-
spective tables for each benefit. lishing Company.
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Chapter 1. Results of the 1994 Survey

The Bureau’s 1994 survey of small private industrydental care, defined benefit pension plans, sickness and ac-
establishments provides data on employee work scheduleglent insurance, and long-term disability insurance were
and develops information on the incidence and detailetess prevalent among full-time workers.
characteristics of employee benefits paid for, at least in part, )
by the employer. These benefits include holidays, vaca-Paid time off, and family leave _
tions, and personal, funeral, jury-duty, military, family, and ~ More than three-quarters of full-time employees cov-
sick leave; sickness and accident, long-term disability, angred by the survey had weekly work schedules of 40 hours,
life insurance. Limited data also were provided for mediPased on five 8-hour days. The remainder predominantly
cal, dental, and vision care, and private retirement plandvorked 7 or 7%z hours a day for 5 days a week. (See chapter
Because the survey data are limited to formal plans, thid-) _ o
bulletin may understate the extent of certain benefits. Vacation leave was the most prevalent type of paid time-

More detailed data for medical, dental, and vision car@ff benefit. Paid vacations, provided to 7 out of 8 full-time
and private retirement plans were also collected; howevegmployees, averaged 8 days after 1 year of service, 13 days
they did not meet publication standards. For a discussion diter 10 years of service, and 15 days after 25 years of ser-
publication standards, see appendix B. wce._\ﬁrtually all employe_e_s covgr_ed by vacation plz_ins were

Data also are collected on the incidence of several othégguired to work a specified minimum period of time be-
benefits, including severance pay, child-care assistancfore being able to tak_e a vacation. For just over three-fifths
wellness programs, employee assistance programs, and e@ithe workers, the minimum was 1 year. One-fourth of the
cational assistance. In addition, information was obtaine#/orkers were allowed to carry-over at least some of their
on flexible benefits plans, reimbursement accounts, andnused vacation days into the following year; slightly over
unpaid family leave. one-fifth could cash in some or all of their vacation days at

The 1994 survey collected information on full- and part-the end of the year. _
time employees who were so classified in accordance with When other types of leave were provided, data revealed
their employers’ practices. Part-time workers typically arehe following:
scheduled to work fewer hours per week than full-time work-

ers engaged in the same type of work activity. In addition, * Four holidays, with an average of 8 days per year;

data were also collected on the incidence of employee ben- - One-half of workers were eligible for paid leave to
efits by union status, broad industry grouping, and broad attend funerals for family members (usually 3
geogr_aphl_c regions. _ ) days); eligibility for funeral leave was more

Major highlights of the survey for full-time employees in common among white-collar workers than among
small private establishments are reported later in this chap- blue-collar workers:

ter. Detailed information on the provisions of the benefits

studied appears in chapters 2-8. Nearly three-fifths of the workers were covered by

Among the most frequently observed benefits provided jury duty leave, virtually always on as-needed
to full-time employees in small private establishments basis;
in 1994 were medical care, life insurance, holidays, vaca- -+ Just over one-tenth of the workers were provided paid
tions, and paid sick leave; each of these benefits was pro- personal leave, with the average being 3 days per
vided to the majority of full-time workers (tables 1-2). In- year;

contrast, such benefits as paid family leave, personal leave, ) .
P y P Just under one-fifth of the workers were provided

1 coverage for military leave, with an average of 7
There are a few exceptions to this general rule. The survey provides days per year.

estimates on the availability of postretirement medical care and life insur-
ance, dependent life insurance, supplemental life insurance, and long-term  The Employee Benefits Survey measured the incidence
care insurance even if an employee or retiree must pay for such coveragsf formal family leave benefits for the first time in 1994.

fully. This is because the guarantee of insurability and availability of cover- . .
age at group premium rates can be considered a benefit. In addition, reiml?rewous'y’ the survey generally reported Only on maternity

bursement accounts, salary reduction plans, and family leave plans are tab@-nd _patemity leave. The passage_: of the Federal FamiIY_ and
lated even if the employer bears no cost beyond administrative expensedVledical Leave Act of 1993 requires employers to provide



employees with up to 12 weeks of unpaid leave for the birtthe benefit formula was 60 percent of monthly pay. Eighty-
or adoption of a child and family illness (employee, child,three percent of workers with percent of earnings benefits
spouse, or parent). For the most part, these provisions apphere subject to a monthly dollar maximum, averaging $6,400
to employees with 1 year of service who work 1,250 hourper month. Twenty-eight percent of workers with LTD ben-
during the year, and who are employed by companies witefits were subject to a maximum imposed on all sources of
50 or more workers. There is no mandate to provide paidisability income. Such maximums were generally 70 per-
leave. In 1992, prior to passage of the Family and Medicalent or more of predisability earnings.

Leave Act, 18 percent of full-time employees in small pri-
vate establishments had unpaid maternity leave and 8 per-
cent had paternity leave benefits available to them. In 1994
after passage, 47 percent had an unpaid family leave ben-
efit. In both years, paid benefits were rare.

Other LTD features included the following:-

Four-fifths of participants had their coverage wholly
employer financed;

Just over two-thirds were in plans that included

Disability benefits _ _ coverage for disabilities due to mental illness,
Employees may be protected from loss of income during genrally with limits restricting the duration of
illnesses or injuries by sick leave, sickness and accident in- benefits to 24 months.

surance, and long-term disability insurance. (See chapter
3.) Short-term disability protection, through sick leave, SiCk'HeaIth care

ness and accident insurance, or both, was provided 1o 61 Medical care was among the most widespread benefits
percent of full-time employees. Fifty percent of employee?or full-time employees in small private establishmeng6

Wlere Co_vhere_zdkby pa|dd5|ck _Igave and 26 p?_rcent were 'ﬁ{ercent of workers participated in such plans. Participation
plans with sickness and accident coverage. Twenty Percejff e yjcq plans varied widely across occupational

.Of fuII-t|m§ employees were cov_ered by long-term O!'Sab'l'groups_SO percent of professional, technical, and related
ity (LTD) insurance. Although sick leave and LTD insur- employees were in medical plans compared with 57 per-
ance were more prevalent among white-collar workers COMsant of blue-collar and service employees

pared to blue-collar and service workers, there was little Other health-related benefits were less widespregi
variation among occupational groups for sickness and aCCb'ercent of full-time employees participated in a dental care

dent insurance. o
lan, and 10 percent had vision care coverage. (See chapter
Survey data on paid sick leave indicate that four-fifthsz P ge- ( P
of covered workers were allowed a fixed number of paid * g.veen 1992 and 1994, both the percentage of work-

sick days per year, with the average being 8 days afteré‘rs contributing to medical plans and the amount of their
year of service, 10 days after 5 years, 12 days after 15 yeafﬁonthly contributions continued to rise

and 13 days after 25 years. Two-fifths of full-time employ- y,t oyer one-half (52 percent) of all medical care par-

ees covered by annual sick leave plans were allowed to Cart%ipants had to contribute to the cost of their individual

over and accumulate unused sick leave from year to yeat,roverage, compared to 47 percent in 1992. Three-fourths

but most of these workers had limits on the amount of S'Cbaid at least part of the cost for family coverage, about the

Iea\_/re that C(_)UId be Carr]ied” overl.( dbvsi ksame as in 1992. When workers contributed, their fixed
Wenty-5|x_ percgnto all workers were covered by SIC ‘monthly premiums averaged $41 for individual coverage
ness and accident insurance, and among them:

and $160 for family coverage ($37 and $151, respectively
- One-half had to meet an eligibility requirementin 1992). Just over one-half of dental participants had to

before being able to join the plan, generally gcontribute toward the cost of individual coverage, and
almost three-fourths had to contribute to their family cover-

ge

months or less;

' . ) _ . age.
* Three-fifths had their benefits fully paid by their Just over two-fifths of medical care participants were
employer; covered by non-traditional plans, almost always health main-
- Four-fifths had their benefits determined by a fixedtenance organizations (HMO’s) or preferred provider orga-
percentage of earnings, usually 50, 60, or 6%izations (PPQ). Theremainder of the participants were
percent; these benefits typically had a dollar limitin traditional fee-for-service plans. In 1992, the last time
on the amount of the weekly benefit, with the the small private establishment survey was conducted, one-
average maximum being $374; third of workers were enrolled in non-traditional plans.

* Most others had their benefits defined as a flat dollar

amount per week that averaged $137. Life insurance _ _
Life insurance protection was available to 61 percent of

Almost all (97 percent) of full-time workers with long- full-time employees in small private establishments in 1994.
term disability insurance protection received their benefi{See chapter 5.) Employers paid the full cost of basic life
as a fixed percent of predisability earnings. For 72 perceniasurance for 4 out of 5 full-time employees with the



benefit. Life insurance benefits for full-time employees in-Reimbursement accounts and flexible benefits

cluded the following:

plans
Reimbursement accounts allow employees to use pretax

Two-thirds of participants had a flat dollar amountdollars to pay for certain expenses not covered by benefit
of insurance; this type of benefit was moreplans (for example, employee premium costs and plan
common among blue-collar workers than amongdeductibles). One-fifth of full-time employees were cov-
white-collar workers, with the average flat dollar ered by employer-sponsored reimbursement accounts.

amount being $15,900;

One-third of participants were covered by a multiple-

of-earning formula, most often one or two times
earnings; this formula for life insurance benefits
was more common for white-collar workers than
blue-collar workers;

* Three-tenths had life insurance benefits supple-

menting their basic benefit; the employee almost
always paid the full cost of supplemental life
insurance;

* Three-quarters of employees with reimbursement

accounts could use them to pay for health plan
premiums;

* One-half of employees with reimbursement accounts

could allocate funds for medical care deductibles,

coinsurances, and other health expenses not
covered by their medical plan or for dependent care
expenses.

Employees in small private establishments occasionally

* Three-tenths had dependent life insurance protectiorteceived their benefits as part of a package, complete with
options. These benefit packages are known as flexible ben-
Accidental death and dismemberment insurance was avagfits or cafeteria plans. (See chapter 8.) Three percent of

able to almost one-half of full-time emplegs. This insur-
ance provides additional benefits if a worker dies or loses
an eye or a limb in an accident.

Defined benefit and defined contribution plans

full-time employees had flexible benefits plans.

Other benefits
In addition to the major benefit areas just described, the
survey estimated the incidence of 16 other benefits (tables

Two-fifths (42 percent) of all full-time workers in small 3-4). These data show the percent of worlaigible for a
private establishments were covered by at least one retirgpecific benefit, but not the proportion of employees actu-
ment plan. Defined benefit plans, which specify a formulaally taking advantage of that benefit.

for determining future benefits, were available to 15 per-
cent of full-time employees. (See chapter 6.)

Defined contribution plans specify employer and em-
ployee contributions but do not guarantee future benefits.
Such plans are considered as vehicles for financing retire-
ment benefits because funds usually can not be withdrawn
easily; those funds that may allow periodic withdrawals also
furnish retirement income because early withdrawals of the
employer’s contributions are discouraged. Defined contri-
bution plans were available to one-third of the full-time
workers and were more prevalent among white-collar than
blue-collar workers. (See chapter 7.)

The most frequently observed types of defined contri-
bution plans were savings and thrift plans and deferred profit-
sharing plans. Seventeen percent of full-time workers were
enrolled in a savings and thrift plan; 13 percent were cov-
ered by a deferred profit-sharing plan. Other less common
types of defined contribution plans were money purchase
pension plans (5 percent of employees), employee stock
ownership plans (1 percent of employees) and simplified
employee pension plans (1 percent of employees).

Of note, in small private establishments:

* About 1 out of 2 employees were eligible for cash

nonproduction bonuses, the most common other
benefit studied;
Three out of 8 employees were eligible for job-

related educational assistance; assistance from non-
job-related training was rare;

* One out of 7 employees were eligible for employee

assistance programs (referral and/or services for
alcohol and drug abuse, marital difficulties, and
financial, legal, and emotional problems);

One out of 3 employees were eligible for eldercare

benefits, an 11-fold increase from 2 years earlier,
attributable to passage of the Family and Medical
Leave Act of 1993

. Employee wellness programs, long-term care

insurance, and child care benefits were very rare.



Table 1. Summary: Participation! in selected employee benefit programs, full-time employees, small private establishments, 1994
(In percent)

Professional, technical, Cleri
) erical and sales Blue-collar and
Benefit All employees and -
employees service employees
related employees
Paid time off:

HONAAYS ..o 82 91 89 75

VaCALIONS ...vvveeeiiieeieee e 88 92 93 83

Personal leave .........ccccoiiiiiiiiiiicieeee 13 21 17 7

Funeral leave ... 50 58 55 45

Jury duty [eave ........cccoeeeiiiiniiin 58 74 66 48

Military leave ........ccoceevvvieiiiiiierce e 17 23 19 13

Family leave ........ccccooeiiiiiniieee s 2 5 2 1

Unpaid family [eave ........cccccoeveveviieeiiineeciinens a7 53 50 43
Disability benefits:

Short-term disability protection ... 61 75 69 50
Paid sick leave ...........cccccveviienens 50 69 61 36
Sickness and accident insurance 26 27 27 25

Long-term disability insurance ...................... 20 36 27 10

Survivor benefits:

Life INSUranNCe ......cccoccveeeviiie e 61 73 68 52

Accidental death and dismemberment . 48 60 52 40

Survivor income benefits 1 1 (%) 1

Health care benefits:

Medical care .. 66 80 70 57

Dental care .... 28 40 31 22

VISION CArE ..ooeeeeiieciiie e 10 11 11 10

Outpatient prescription drug coverage ......... 60 75 64 51

Retirement income benefits:

All retirement3 .......coocooveieeeiereee e 42 53 47 35
Defined benefit ... 15 16 16 15
Defined contribution ...........cccoceiiiieeniinenn. 34 45 39 26

Savings and thrift .........cccccoeveiiin e, 17 23 20 13
Deferred profit sharing ..........ccccoeveeennnee. 13 16 17 10
Employee stock ownership .........c....c...... 1 2 1 1
Money purchase pension 5 9 5 4
Simplified money purchase .............c....... 1 1 1 1
Cash or deferred arrangements:
With employer contributions ...................... 20 28 23 15
Salary reduction .........cccoeeeieiiiiiiniieees 20 28 23 15
Savings and thrift ...........cccooeiiiinienn 17 22 19 13
Deferred profit sharing ...........ccccoeeeveenee 2 4 2 2
Money purchase pension ............c..cce.... 1 2 1 (%)
Deferral of profit sharing allocation ......... &) (%) (%) -
Other? .....ooeeee e (%) (?) (%) (%)
No employer contributions .............ccccceeene 3 5 3 2
Other benefits:

StOCK OPHON .ovvvvevecveveeeeeeceeeee e &) &) () (?)

StOCK PUICNASE ... &) (%) 1 (%)

Cash profit-sharing only ..........cccccceevecerrnnnn. (%) (%) (%) (%)

1 Participants are workers covered by a paid time off, insurance, or retirement 2 |ess than 0.5 percent.

plan. Employees subject to a minimum service requirement before they are 3 Includes defined benefit pension plans and defined contribution retirement
eligible for benefit coverage are counted as participants even if they have not met plans. The total is less than the sum of the individual items because many
the requirement at the time of the survey. If employees are required to pay part employees participated in both types of plans.

of the cost of a benefit, only those who elect the coverage and pay their share are 4 Includes required contributions made to plans on a pretax basis.

counted as participants. Benefits for which the employee must pay the full

premium are outside the scope of the survey. Only current employees are NOTE: Because of rounding, sums of individual items may not equal totals.

counted as participants; retirees are excluded. Where applicable, dashes indicate no employees in this category.



Table 2. Summary: Participation! in selected employee benefit programs, full-time employees, small private establishments, 1994

Benefit All employees Professional, technical, Clerical and sales Blue-collar and service
and related employees employees employees
Total number of employees ............ccccceeeee. 35,909,558 6,571,919 11,629,051 17,708,589
Paid time off:

HONAAYS ..vveveieeieee e 29,554,514 5,978,289 10,313,608 13,262,617

VaACALONS ..ooveiiiiiiiieiee e 31,610,884 6,075,038 10,839,646 14,696,200

Personal leave ..........ccccoiiiniiiiiiiiiee s 4,556,591 1,407,964 1,923,672 1,224,955

Funeral leave . 18,051,479 3,786,748 6,360,946 7,903,784

Jury duty [eave ........ccceveiiiiiniiee 20,967,765 4,861,114 7,620,434 8,486,217

Military 1eave ... 6,012,670 1,489,258 2,241,670 2,281,741

Family leave .......cccccoveiiiieiiieeeee e 797,932 307,601 280,567 209,764

Unpaid family [eave ...........ccoocoeiiieiiiiceiieene 17,017,951 3,514,768 5,811,929 7,691,254
Disability benefits:

Short-term disability benefits .............ccccee. 21,882,807 4,928,301 8,040,044 8,914,462
Paid sick leave .........cccccocveeiineenn. 17,976,283 4,510,963 7,112,615 6,352,705
Sickness and accident insurance . 9,394,392 1,789,388 3,111,026 4,493,978

Long-term disability benefits .............cccceene 7,326,421 2,383,331 3,084,701 1,858,389

Survivor benefits:

Life insurance .........cccoceveveeiieeneennen, 21,955,471 4,829,601 7,903,604 9,222,265

Accidental death and dismemberment . . 17,189,180 3,968,125 6,087,279 7,133,775

Survivor income benefits .......ccccceeiieiiiiinenn. 209,563 44,040 48,058 117,465

Health-care benefits:

Medical Care .......cccvvveeiiiiie e 23,536,498 5,262,484 8,167,535 10,106,479

Dental care ...... . 10,134,942 2,635,308 3,643,540 3,856,094

VISION CAre ...ooocvvvieiiiiieeiiee e . 3,650,838 723,380 1,244,228 1,683,230

Outpatient prescription drug coverage ......... 21,520,983 4,929,618 7,482,310 9,109,055

Retirement income benefits:

All retirement2 ........cccoevvveresree e 15,151,741 3,496,923 5,482,836 6,171,983
Defined benefit pension ............cccceeeine 5,479,569 1,074,348 1,831,678 2,573,544
Defined contribution ..........cccccociniiiiiens 12,130,237 2,927,853 4,569,714 4,632,670

Savings and thrift . 6,101,767 1,491,827 2,339,535 2,270,405
Deferred profit sharing .........ccccceeveenne 4,798,811 1,046,315 1,925,091 1,827,405
Employee stock ownership ................... 490,275 100,476 166,074 223,725
Money purchase pension . 1,795,501 563,625 537,871 694,005
Simplified employee pension ................ 373,407 91,772 92,319 189,316
Cash or deferred arrangements:
With employer contributions ............ 7,104,804 1,826,616 2,659,924 2,618,264
Salary reduction .........ccccoeeveeennnnen. 7,089,659 1,816,529 2,657,841 2,615,289
Savings and thrift .......... . 5,953,415 1,459,700 2,243,429 2,250,286
Deferred profit sharing 807,810 237,977 267,607 302,226
Money purchase option 328,435 118,851 146,806 62,778
Deferral of profit sharing
allocation ..........cccoceveeniieennnnen. 46,475 6,546 39,929 -
Other3 ..o . 15,145 10,087 2,082 2,975
No employer contributions .............. 933,220 298,674 347,877 286,669
Other benefits:

StocK OPLioN ...oeeeeiiiee e 26,733 1,864 6,667 18,201

Stock purchase . 90,179 18,899 65,856 5,424

Cash profit sharing only ...........ccccooeieeniinene 147,571 15,781 57,943 73,847

1 Participants are workers covered by a paid time off, insurance, or retirement 2 Includes defined benefit pension plans and defined contribution retirement

plan. Employees subject to a minimum service requirement before they are plans. The total is less than the sum of the individual items because many
eligible for benefit coverage are counted as participants even if they have not met emgloyees participated in both types of plans.

the requirement at the time of the survey. If employees are required to pay part
of the cost of a benefit, only those who elect the coverage and pay their share are
counted as participants. Benefits for which the employee must pay the full NOTE: Because of rounding, sums of individual items may not equal totals.
premium are outside the scope of the survey. Only current employees are Where applicable, dash indicates no employees in this category.
counted as participants; retirees are excluded.

Includes required contributions made to plans on a pretax basis.



Table 3. Other benefits: Eligibility for specified benefits, full-time employees, small private

establishments, 1994
(In percent)

Profes§|onal, Clerical and | Blue-collar
Benefit /ﬁ" teghn:cal’d sales and service
employees | and relate employees employees
employees
Income continuation plans:
SEVEranCe PAY .....cveeervreerniireeniiieeennneas 15 24 22 8
Supplemental unemployment benefits (Y H Y Y
Family benefits:

Employer assistance for child care ....... 1 2 1 1
Employer-provided funds ................... 1 1 1 &)
On-site child care .......c.cc.oceevevrevennn. 1 1 H 1
Off-site child care .........c..ccceevevrvnnnn. H - &) &)

Eldercare .......cccccoevnenn 33 38 35 29

Long-term care insurance ..................... 1 1 1 (Y

Health promotion programs:
Wellness programs .........ccccceeeeerveennene 6 8 8 3
Employee assistance programs 15 19 18 11
Miscellaneous benefits:
Employer-subsidized recreation
facilities ......cccoeveeeeiiieeee e 5 7 5 4

Job-related travel accident insurance ... 13 18 14 10

Nonproduction bonuses .............ccccoe..... a7 48 49 46

Financial counseling ...... 2 3 2 2

Subsidized commuting 1 2 &) (&)

Sabbatical leave ......... 1 3 1 1

Education assistance:
Job-related .........ccoeeviiiiniiie, 37 49 46 27
Not job-related ..........cccoceveviiniiinnenn. 6 7 8 4
Flexible benefits plans ..........cccccoceeeninen. 3 2 5 2
Reimbursement accounts ...........c..ccceceene 19 28 23 13

1 |ess than 0.5 percent.

NOTE: Because of rounding, sums of individual

items may not equal totals.

indicates no employees in

this

Where applicable, dash

category.



Table 4. Other benefits: Eligibility for specified benefits, full-time employees, small private establishments, 1994

Professional, technical,

Clerical and sales

Blue-collar and service

Benefit All employees and related employees employees employees
Total number of employees ...........ccceeeneee. 35,909,558 6,571,919 11,629,051 17,708,589
Income continuation plans:
SEVEranCe PAY .....cceeevverreeiiieeiiieee e e 5,511,001 1,554,248 2,563,704 1,393,049
Supplemental unemployment benefits ......... 84,315 4,906 10,757 68,651
Family benefits:

Employer assistance for child care ............... 429,796 128,827 166,990 139,979
Employer provided funds ................ 250,509 84,178 108,142 58,190
On-site child care .............. 182,802 60,082 33,240 89,480
Off-site child care . 37,747 - 26,966 10,782

Eldercare .......ccoceoevvennenen. 11,698,608 2,490,222 4,118,992 5,089,394

Long-term care inSurance ...........cccceeeveueeenne 216,163 89,419 106,582 20,162

Health promotion programs:
Wellness programs .........cccocveeeriiveeenveeennnnnn. 2,045,727 508,568 946,556 590,603
Employee assistance programs ................... 5,357,347 1,257,044 2,129,291 1,971,012
Miscellaneous benefits:

Employer-subsidized recreation facilities ..... 1,740,738 451,486 609,881 679,371

Job-related travel accident insurance ... 4,612,286 1,193,188 1,650,754 1,768,344

Nonproduction bonuses 16,913,698 3,125,203 5,695,929 8,092,567

Financial counseling ..........cccocceeiiiiiiienns 723,833 221,510 195,093 307,229

Subsidized commuting .......ccccceeveeniiiiiennen. 209,594 120,003 26,561 63,031

Sabbatical leave ...........cccocceereiiiiiniiiiienen 479,782 164,856 98,044 216,882

Education assistance:

Job-related .........cccooiiiiiiiiii 13,396,251 3,198,088 5,332,846 4,865,317
Not job-related ..........cccooeeveieiineiiinn 2,032,907 485,961 872,382 674,564
Flexible benefit plans .........cccoocveviiiiiiiiiens 952,485 128,975 526,602 296,907
Reimbursement accounts 6,664,174 1,814,055 2,620,128 2,229,990

NOTE: Because of rounding, sums of individual items may not equal totals.

Where applicable, dash indicates no employees in this category.



Table 5. Plan administration: Type of plan sponsor for selected employee benefit programs, full-time employees,

small private establishments, 1994
(In percent)

Life Sickness and | Long-term Defined Savings and
Plan sponsor Medical carel| . accident disability benefit )
insurance insurance insurance pensiont thrit
All participants

TOtal oo 100 100 100
Single employer ........cccccceeviiieninnenn. 95 51 98
Multiemployer? .........cccocvevervenennnn 5 3 1
Mandated benefits3 ..... " 46 ")
Employer associationS . " " 1

Professional, technical, and

related

TOtal oo 100 100 100
Single employer .. 98 56 98
Multiemployer? ....... 1 * 1
Mandated benefits3 ..............cccovu..... *) 43 -
Employer associationd ..................... *) *) 1

Clerical and sales

TOtal eoveeeiee e 100 100 100
Single employer .. 98 54 97
Multiemployer? ....... 1 2 1
Mandated benefits3 ..............cccoueve..e. *) 44 (*)
Employer associations ...................... ") * 2

Blue-collar and service

TOtAl oo 100 100 100
Single employer ........cccoceeviiieenineenne 90 47 100
Multiemployer? ...........cccocoevevevevrnnne. 10 5 (*)
Mandated benefits3 ..............ccou...... * 48 -
Employer associations .................... ") " -

1 Response to the request for these data was insufficient to show
estimates for medical care, defined benefit pensions, and savings and
thrift plans.

Individual employers in the same or in a related industry
contributing a negotiated amount to a trust fund providing benefits for
emgloyees covered under a collective bargaining agreement.

The majority of participants with mandated sickness and
accident insurance benefits were covered by State temporary
disability insurance plans. The remaining employees were covered by

the Railroad Unemployment Insurance Act.

4 Less than 0.5 percent.

5 Band of employers in a common trade or business, for example,
savings and loan associations. The plan sponsored by the
association is not negotiated with the employees.

NOTE: Because of rounding, sums of individual items may not
equal totals. Where applicable, dash indicates no employees in the
category.



Table 6. Plan financing: Source of contributions for selected employee benefit programs, full-time employees, small
private establishments, 1994
(In percent)

Professional,
. . Blue-collar and
) . technical, Clerical and sales .
Plan financing All employees and related employees service
employees
employees

Medical care for employees ............c.cccc... 100 100 100 100
Wholly employer financed .................... 46 48 43 47
Partly employer financed .. 52 50 55 51
Not determinable ...........ccccooeviiiiienn. 2 3 2 2
Medical care for family .........cccccceercieiienis 100 100 100 100
Wholly employer financed . 18 16 14 22
Partly employer financed .. 76 78 80 72
Not determinable ..........ccccoooviiiiiennnins 6 6 6 6
Dental care for employees ............ccccceenne 100 100 100 100
Wholly employer financed .................... 44 43 43 46
Partly employer financed ..................... 54 54 55 52
Not determinable ...........ccccooevniiiienn. 2 3 2 2
Dental care for family ............. 100 100 100 100
Wholly employer financed . 23 19 20 29
Partly employer financed .. 72 76 75 67
Not determinable ..........ccccoooiiiiiiininnns 5 5 5 4
Life iNSUrancCe ........ccccocveeieeneeenienieeseee 100 100 100 100
Wholly employer financed . 82 86 82 79
Partly employer financed 18 13 17 20
Not determinable ...........cccccoooveveeennne. 1 1 (Y 1
sickness and accident insurance .............. 100 100 100 100
Wholly employer financed .................... 63 64 57 68
Partly employer financed ..................... 36 36 42 32
Not determinable ..........cccccevvreerevnnnne. 1 &) 1 H
Long-term disability insurance ................. 100 100 100 100
Wholly employer financed .................... 83 86 79 84
Partly employer financed .................... 17 13 20 16
Not determinable ...........cccccovevvveveennnn. Y 1 (Y Y
Define benefit pension ...........c.ccoceeeeneen. 100 100 100 100
Wholly employer financed .................... 97 96 99 96
Partly employer financed ..................... 3 4 1 4

1 Lessthan 0.5 percent. NOTE: Because of rounding, sums of individual items may not equal

totals. Where applicable, dash indicates no employees in this category.



A Note on the Tables

The majority of the tables presented throughout this bulletin indicate the percent of all employees, or of
selected group of employees, covered by particular benefits and benefiededtue survejooks at three
occupational groups: Professional, technical, and related employees; clerical and sales employees; and |
collar and service employees. Some tables indicate the percent of all employees covered by the survey
have a certain benefit; other tables show the percent of employees covered by a certain benefit who ha
certain plan feature. Rows where there are no participants reported are deleted from the tables.

a
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For example, table 1 indicates that 66 percent of all full-time employees were covered by a medical care

plan. In chapter 4, most of the tables present data on the percent of workers with medical care who h
certain preisions. Workers with medical casgjual 100 percent in these tables, with smaller percentages
indicating the availability of plan features. For example, in table 48, 100 percent refers to those workers w
medical care plans, and 55 percent indicates those workers with medical care covered by a fee-for-seny
plan.

Another type of table estimate presented throughout the bulletin displays average benefit values rat
than percentages of workers. These averages are presented for all covered workers; averages exclude wd
without the plan provision.

The methods used to calculate the average number of paid holidays (table 9) have been revised from th
used in the 1990 and 1992 surveys of small private establishments which overestimated the averages. In 1
partial holidays are counted in the average more precisely. Overall, the 1994 average number of paid holid
is approximately 1¥2 days less than in the earlier years.

Appendix A discusses all these data calculations in more details.
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Chapter 2. Work Schedules, P aid Time Off,
and Family Leave

The majority of full-time employees work a 40-hour week.ployees are 5 or 10 days at 1 year of service, 10 or 15 days at
Time off with pay is available to employees in several dif-10 years, and 15 or 20 days at 20 years or more. Plans cover-
ferent formsfrom a few days of personal leave to annualing white-collar employees, on average, provide slightly more
vacations of several @eks. TheEBS covers the following vacation days than those for blue-collar employees.
paid time-off benefits: Holidays and vacations; and personal, In cases when holiday, vacation, sick, or personal leave
funeral, jury-duty, and military leave. Paid and unpaid fam-are combined under one leave category and can not be shown
ily leave also are surveyed. (Information on paid sick leaveeparately, the total amount of leave is reported as vacation
is discussed under disability benefits and appears itime. For small employers, this was relatively rare. These

chapter 3.) consolidated leave plans or “leave banks” have been adopted
by a number of establishments, most notably those that must
Work schedules always remain open, such as hospitals and nursing homes.

Weekly work schedules of 40 hours are predominant Almost all white-collar employees receive their regular
among the full-time employees covered by the survey o$alaries or earnings during vacation periods. Most blue-col-
small private establishments. However, alternatives, such & employees also receive their regular pay; the remainder
35 or 37/, hours per week, are found among white-collarreceive either a flat-sum payment or payments based on a
workers. A large majority of the workforce covered by thepercentage of regular earnings. Anniversary-year bonus va-
survey works five 8-hour days (table 7). cation days, such as an extra week of vacation at 10 and 20

Only a small number of workers studied have formal flexyears of service, are included in the count of regular vaca-
ible work arrangements, which give employees the oppottion time.
tunity to begin and end work within a range of hours (table Virtually all vacation plans require workers to complete
8). Limits on the amount of flexibility vary from plan to a specified period of time before being able to take a vaca-
plan but, generally, employees have to be at work duringon (table 13). The most prevalent length-of-service require-
midday core hours. White-collar workers are more likely toment is 1 year.
have flexible work schedules than are blue-collar workers. The survey also examines carry over and cash-in provi-

sions for unused vacation time (tables 14-15). Many full-
Paid time off time workers are allowed to carry over at least some of their

unused vacation days into the next year; others can cash in
Paid holidays Paid holidays, commonly 6 to 10 days persome or all of their vacation days at the end of the year.
year, are provided to most full-time employees. FloatingHowever, the majority of workers do not have carryover or
holidaysand “personal holidays,” such as employee birth-cash-in coverage and lose unused vacation days at the end
days, are included in the holiday plans reported (tables ®f the year. White-collar workers are more likely to have
11). Paid holidays generally commemorate patriotic, culearryover provisions than blue-collar workers, who, in turn,
tural, or religious eents. Among the paid holidays com- often are more likely to receive cash-in provisions.
monly received are: New Year's Day; Memorial Day; Inde-
pendence Day; Labor Day; Thanksgiving Day; and ChristPaid personal leaveAlthough most small employers pro-
mas Day. Employers may provide additional days for someide paid vacations, relatively few provide formal personal
holidays, such as the day after Thanksgiving. leave and when they do a large majority provide 3 days or

When a holiday falls on a scheduled day off, such as kess (table 16). Such leave allows employees to be absent
Saturday or Sunday, another day off is regularly granted tisom work with pay for a variety of reasons not covered by
most employees receiving paid holyda The emaining other specific leave plans.
workers usually receive either another day off or an addi-
tional day’s pay, depending on when the holiday falls. Paid funeral leave, jury-duty leave, and military leafe-

proximately half of full-time workers in small private es-
Paid vacations Paid vacations are provided to a large matablishments are eligible for paid leave to attend funerals of
jority of full-time employees in small private establishmentsfamily members (table 17). Eligible employees usually re-
(table 12). Common vacation pay provisions for all em—ceive a set number of days off per occurrence. However,



plans vary the number of days off by family relationship toFamily leave

the deceased. For example, a plan may provide 3 days off The Employee Benefits Survey measures the incidence
for the death of a spouse, parent, or child, and 1 day off faf formal family leave benefits (table 20). Previously, the
the death of other relatives. For employees who do not hawirvey estimated parental leave, generally in the form of
a funeral leave plan, some employers may provide an infomaternity and paternity leave. The passage of the Federal
mal benefit or allow employees to use other types of paitfamily and Medical Leave Act of 1993 requires employers
leave, sick leave to attend a funeral. Most workers are elio provide employees with up to 12 weeks of unpaid leave
gible for paid leave while serving as a juror (table 18). Paidluring any 12-month period for various family matters, in-
time off for jury duty is usually provided “as needed”; em-cluding the birth or adoption of a child and for family ill-
ployer payments commonly make up the difference betweemess (employee, child, spouse, or pare@gnerally, these

the employee’s regular pay and the court’s jury allowanceprovisions apply to employees with at least 1 year of ser-
Military leave, pay for absence from work to fulfill military vice who work 1,250 hours during the year and who are
training or duty commitments, often is not available in smalemployed by companies with 50 or more workers. In addi-
private establishments (table 19). A common provision is #on, various States require employers to provide a mini-
weeks per year, but some establishments provide paid milmum amount of unpaid parental leave, such as 6 weeks in
tary leave as needed. Pay for military leave is either reguldinnesota and 4 months in California.

pay or the difference between regular pay and military pay. Paid family leave in small establishments in rare.

2For further information on leave items in all sect@®se “Tme-off 3For more information, see “Parental Leave Benefits Provided by Employ-
Benefits in Small Establishments,” Monthly Labor Review, March 1992, ppers,”Issues in Labor StatisticSummary 93-1, Bureau of Labor Statistics,
3-8. 1993.



Table 7. Work schedule: Percent of full-time employees by
hours and days scheduled per week, small private
establishments, 1994

Profes-
sional, Clerical Blue-
techni- collar
All and
em- cal, sales and
Work schedule ploy- and re- em- service
cos | lated ploy- | €M
em- ploy-
ees
ploy- ees
ees
Number (in thousands) with
work schedule ..................... 35,910 6,572| 11,629| 17,709
Percent
Alltypes ...coocveiiiieeiien, 100 100 100 100
Hours per week
under 35 ...ooooveiiieeeeeeen 4 3 4 5
5 5 7 3
2 2 2 2
5 7 8 2
1 1 2 1
77 73 70 83
6 9 7 3
Hours per day
UNder 6 ......coovvveveniieieenieens 1 1 1 1
1 1 1 1
2 1 1 2
5 5 7 3
8 9 12 4
77 73 71 82
2 2 2 1
1 3 2 1
1 1 1 H
2 3 2 3
1 2 Y 1

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 8. Work schedule: Percent of full-time employees by
existence of flexible work arrangement, small private
establishments, 1994

Profes-
sional , Clerical Blue-
All techni- and collar
em- cal, sales anq
Work schedule ploy- and re- em- | Service
lated em-
ees em- ploy- ploy-
ees
ploy- ees
ees
Number (in thousands) with
work schedule ..................... 35,910 6,572| 11,629 17,709
Percent
AllLtYPES ooevviiiiieiieeiieeeeee 100 100 100 100
With fixed work schedule .......... 94 93 92 95
With flexible work schedule ...... 2 3 3 1
With rotating work schedule ..... H YH H H
With non-fixed work schedule ... 4 3 4 3
(@113 1= R Y - - Y
Data not available ..................... H Y H H

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 9. Paid holidays and vacations: Average number of
days for full-time employees, small private establishments,
1994

Profes-
sional, Clerical Blue-
techni- collar
All and
cal, and
em- sales .
Iltem ploy- and re- em. | Service
ces lated ploy- em-
em- ploy-
ees
ploy- ees
ees
Paid holidays ........cccccceeeviienennes 7.5 8.3 7.7 7.1
Paid vacation by minimum
length-of-service
requirement:1
Atlyear? ...cccocveevceneeeen, 7.8 9.7 8.0 6.9
At3years .....cccoocevevveeeeennnns 9.9 11.3 9.9 9.2
At 5 years 115 131 11.6 10.6
At 10 years .... 134 15.4 13.6 12.5
At 15 years 14.3 16.3 14.6 13.3
At 20 years ......cccceeveeeenneennn 14.8 16.8 15.2 13.7
At 25 yearssd ......cccoceveneenenn 15.1 17.0 155 14.0

1 Employees are either granted a specific number of days after
completion of the indicated length of service, or accrue days during the next
12-month period. The total number of days are assumed available for use
immediately upon completion of the described length-of-service interval.

2 Employees receiving vacation days, but none at 1 year of service, were
included only for the service periods for which they receive vacations.

3 The average (mean) was essentially the same for longer lengths of
service.

NOTE: Computation of average included partial days and excluded workers
with zero holidays or vacation days. Methods used to calculate the average
number of paid holidays have been revised, to count partial holidays more
precisely. The average holidays in this table are not comparable to those
reported in the 1990 and 1992 surveys of small private establishments.



Table 10. Paid holidays: Percent of full-time employees by
number of paid holidays provided each year, small private

establishments, 1994

Table 11. Paid holidays: Percent of full-time employees by
policy on holidays that fall on aregularly scheduled day off,

small private establishments, 1994

Profes- Profes-
siona!, Clerical Blue- siona!, Clerical Blue-
All techni- and collar All techni- and collar
cal, and cal, and
. . em- sales . . . em- sales .
Holiday policy and re- service Holiday policy and re- service
ploy- | em- ploy- em-
ated em- lated em-
ees ploy- ees ploy-
em- ploy- em- ploy-
ees ees
ploy- ees ploy- ees
ees ees
Numbers (in thousands) with Number (in thousands) with
paid holidays ...........cccccuenee. 29,555| 5,978| 10,314| 13,263 paid holidays ...........cccccuenee. 29,555| 5,978| 10,314| 13,263
Percent Percent
Total with paid holidays ............ 100 100 100 100 Total with paid holidays ............ 100 100 100 100
Under 5 days 7 2 5 11
5days ..o 5 3 6 6 Holiday is not observed ........ 8 6 7 9
51-5.9days ....cccoeverrrnann. H H H H
6 days ............. . 26 18 27 28 Another day off is granted .... 76 86 77 72
6.1-6.9 days .. 1 1 1 1
7 days ............. 16 16 14 18 Additional day’s pay in lieu
7.1-7.9days .. 1 2 1 1 of holiday .......ccccocuveninenne 4 3 3 6
8days .......e... " 10 12 11 8
8.1-8.9days ......ccceeveuruenn.. 1 1 1 Y Another day off or day’s pay,
9. days .iooeereeeeee e 8 12 10 5 depending on when
9.1-9.9days .. 1 2 1 1 holiday falls ..................... 7 3 7 8
10 days ....ccceeene . 10 13 9 8
10.1-10.9 days .....ccocevennve. 1 1 &) Y Another day off or holiday
11 dayS ..ooceerieiiiene e 8 9 8 7 not observed, depending
11.1-11.9 days .. 1 1 1 (Y on when holiday falls ...... 1 1 1 1
12 days ....ccoeeene 2 2 2 2
12.1-12.9 days .. H - M - Other provision applies? ....... 1 (%) 1 1
13 days .....ccceeeene 1 1 1 1
Over 13 days ........cceerennnen. 1 3 1 1 Holiday policy not
Number of days not determinable ................... 3 1 3 3
available .......c.c.cccoeveenn, 1 H H 1

1 Lessthan 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

1 includes plans where the policy differs by holiday.

Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 12. Paid vacations: Percent of full-time employees by
amount of paid vacation provided at selected periods of
service, small private establishments, 1994

Table 12. Paid vacations: Percent of full-time employees by
amount of paid vacation provided at selected periods of
service, small private establishments, 1994 — Continued

See footnotes at end of table.

Profes- Profes-
sional, Clerical Blue- sional, Clerical Blue-
Al techni- and collar Al techni- and collar
em- cal, sales and em- cal, sales and
Vacation policy lov- and re- - service Vacation policy lov- and re- em- service
ploy lated em- ploy lated em-
ees ~ | ploy- ) ees ~ | ploy- )
em ces ploy em ces ploy:
ploy- ees ploy- ees
ees ees
Number (in thousands) with Percent
paid vacations ..................... 31,611 6,075| 10,840| 14,696
Percent After 10 years of service:
Under 5 days ................ *) 1 ®) *)
. . . 5days ..coooevienieiiienn, 10 4 8 14
1
Total with paid vacations? ......... 100 100 100 100 Over 5 and under 10 .
. - days ...cccoceeniinnien 1 1 (%) 1
Vacation days by minimum
enath- O]Y_ 2 er{’/i oy 10 daYS wvvervveeerrr. 26 16 26 30
. 5 Over 10 and under 15
requirement days 3 4 2 2
- 15days .oooeeeeieeieeis 44 46 48 40
After 1 year of service: Over 15 and under 20
Under 5 days ................ 1 1 1 1 davs 3 4 2 3
5 AAYS wvvvrrrrereerreresnrenns 50 29 46 62 VS s
20 days ....ccceveeieeniieinnnn, 10 17 10 6
Over 5 and under 10 Over 20 davs 3 8 5 >
AAYS oo 2 2 1 3 YS s
10 days ..cccoocveerineeenn. 36 50 44 25 L
Over 10 and under 15 After 15 years of service: . . .
d Under 5 days ................ (%) 1 () (*)
AYS i 3 6 4 2 5 davs 10 4 8 14
15days ..cocceeviiiniiienieenne 2 6 1 1 o y5 d """ le """
Over 15 and under 20 s Veéaygn under 1 1 (%) 1
20 dd:yss """""""""""" i % i Egi 10 days ..o 24 | 15 | 24 | 28
YS s Over 10 and under 15
Over 20 days .......cccc..... 1 3 1 1 days 5 5 P 1
. 15 days 34 38 36 32
After 3 years of service: . . . Over 15 and under 20
under 5 days ............... ) L) ) days covveeeeereeerer. 2 2 2 1
5days ..coooeeieniieiieen, 15 6 12 22 20 days 2o o8 o5 17
Over5andunder10 | | | | LT T e
Over 20 and under 25
days 3 3 2 5 days 2 3 1 2
10 days 66 63 75 61 25 S s 2 3 : 5
Over 10 and under 15 Over 32/5 das """"""""" 3 6 > 1
days .o 4 7 5 3 YS e
15days .cccoceeeiiieeenne. 6 11 4 5 Lo
Over 15 and under 20 After 20 years of service: . . .
d 3 Under 5 days .. () 1 () %)
AYS .t 1 2 1 (%)
3 5days ...cccoeevieiiiiniien 10 4 8 14
20 daYS oo ! 3 L ) Over 5 and under 10
Over 20 days .......cccee.... 1 4 1 1 days 1 1 ) 1
. 10 days ..oooeeiiieiieeienne 24 14 24 27
After 5 years of service: . . . Over 10 and under 15
Under 5 days . ) 1 () ) days 1 2 > 1
5days .cooveeriieieeie 11 5 8 15 TEE e
15 days .... 29 32 29 28
Over 5 and under 10
Over 15 and under 20
ddays ........................ 2 3 1 3 days 2 2 2 1
10 days ..ooveveiiieiiieiene 50 39 52 53 T e
Over 10 and under 15 20 days ...cccceeeeieeiiinnnnnn 24 29 28 18
Over 20 and under 25
days ..cocoveeniene 4 5 4 4 days 2 4 1 3
15 days ... 27 36 30 22 25 davs . 1 5 2 3
Over 15 and under 20 Over ;’5 davs 6 10 6 2
daYS oo, 1 2 1 (*) YS e
20 days ..ccoceeriiieeiiieens 2 4 2 1
Over 20 days ................ 2 6 1 1 See footnotes at end of table.



Table 12. Paid vacations: Percent of full-time employees by
amount of paid vacation provided at selected periods of
service, small private establishments, 1994 — Continued

Table 13. Paid vacations: Percent of full-time employees by
length of service required to take vacation, small private

establishments, 1994

Profes- Profes-
sional, Clerical Blue- sional, Clerical Blue-
Al techni- and collar All techni- and collar
em- cal, sales and em- cal, sales and
Vacation policy and re- service Length-of-service requirement and re- service
ploy- em- ploy- em-
ces lated lov- em- ces lated lov- em-
em- pee); ploy- em- peeg ploy-
ploy- ees ploy- ees
ees ees
Percent Number (in thousands) with
paid vacations ............ccce..... 31,611 6,075| 10,840| 14,696
After 25 years of service: Percent
Under 5 days ................ *) 1 ®) *)
5daYS oo 10 4 8 | 14 Total with paid vacations ........ 100 | 100 | 100 | 100
Over 5 and under 10 With service requirement 92 90 92 92
days ..oovevvereeeienane, 1 1 ®) 1 1 month quirement...... P K 3 1
10 days cccooeeeeeriieeeeee, 24 14 24 27 > months. """"""""""""""" 1) 1 1 1)
Over 10 and under 15 3 months T 2 6 5 2
days 1 2 2 1 4-5 MONthS oo (1) 1 1| (Y
15 days 29 32 28 21 6 MONMNS —ovooroooooooooosooo 17 25 22 10
Over 15 and under 20 711 montH; """" 1 () 1 1
days 2 2 2 1 1year i 64 | 52 | 59 | 73
20 days 21 27 24 16 Over lyear """" 1 (1) 1 5
Over 20 andunder25 | | [ | ToT T Amm
days ..o 2 3 1 2 . - .
25 days ... 7 8 9 5 Without service requirement 7 10 7 6
Ovedrfj;sand under 30 1 1 ) 1 Service requirement not
........................ . 1
30 days ..o 1 > 1 1 determinable .................. 1 () 2 2
Over 30 days .......cc....... 1 2 1 1
1 Lessthan 0.5 t.
After 30 years of service4 ess than B> percen
Under 5 days ................ (®) 1 *) &) NOTE: Because of rounding, sums of individual items may not equal totals.
5days ..coooevieniieineennn 10 4 8 14 Where applicable, dash indicates no employees in this category.
Over 5 and under 10
days .o 1 1 *) 1 Table 14. Paid vacations: Percent of full-time employees by
10 days .ocooovnieneenienn 24 14 24 27 unused vacation policy, small private establishments, 1994
Over 10 and under 15
days ...occooeeniininien 1 2 2 1 ‘
15 dayS woovvveeeeeree 28 32 28 27 Profes-
Over 15 and under 20 5|ona!, Clerical Blue-
daYS oo, 2 2 2 1 Al |techni- | 0| collar
20 dAYS rovvveereeerere. 21 27 24 16 , em- | €@ | ghes | 2N
Over 20 and under 25 Policy ploy- andre-| °_ " |service
days ... 2 3 1 2 ees lated ploy- em-
25 GAYS ©rrreeererererirenns 7 7 9 5 elm' ces | Ploy-
Over 25 and under 30 ploy- ees
LT *) 1|3 ees
30 days ..ccoeeriiieeiiieene 2 4 1 1
Over 30 days ................ 2 2 1 1 Number (in thousands) with
paid vacations ............ccce..... 31,611 6,075| 10,840 14,696

1 Employees receiving no paid vacations in their early years of service Percent
are included in the overall percentage of workers provided paid vacations;
however, they are disregarded in computing the distributions by . . .
length-of-service up to the service period at which they become eligible for Total with paid vacations .......... 100 100 100 100
vacations.

2 Employees either are granted a specific number of days after Carryover only .......ccccceeeennee. 17 27 19 13
completion of the indicated length-of-service, or accrue days during the next Cash-inonly ............ . 14 10 14 15
12 month period. The total number of days are assumed available for use Carryover and cash-in .......... 9 9 7 10
immediately upon completion of the described length-of-service interval. Unused benefit [0St ...ovvevn. 58 53 59 59

, Less than 0.5 percent. . Data not available ................. 2 1 1 4

Provisions were virtually the same after longer years of service.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 15. Paid vacations: Average number of days by length of service and cash-in/carryover provisions,

full-time employees, small private establishments, 1994

Vacation days by minimum Cash-in, Carryover . Cash-in and | No cash-in or
length-of-service All plans carryover, Cash-in only
. 1 only carryover carryover
requirement or both
After Lyear .....ccccoevveveeeieenne. 7.8 8.3 9.5 6.5 9.0 7.5
After 3years ......cccceveeeeiieeenne 9.9 10.3 11.2 8.7 11.2 9.6
After 5 years .... 115 12.1 134 10.1 12.9 11.0
After 10 years 13.4 14.3 16.0 12.1 14.4 12.8
After 15 years 14.3 15.3 17.2 12.9 151 13.7
After 20 years .. 14.8 15.9 18.1 13.3 15.5 14.1
After 25 years? 151 16.2 18.5 135 15.9 14.4

2 The average (mean) was essentially the same for longer
lengths of service.

1 Employees either are granted a specified number of days
after completion of the indicated length of service or accrue days
during the next 12-month period. The total number of days are
assumed available for use immediately upon completion of the
described length-of-service interval.

NOTE: Computations of average excluded workers with zero
vacation days.

Table 16. Paid personal leave: Percent of full-time
employees by number of paid personal leave days provided
per year, small private establishments, 1994

Profes-
sional, Clerical Blue-
techni- collar
All and
em- cal, sales anq
Number of days ploy- and re- em. | Service
Y lated em-
ees ploy-
em- ploy-
ees
ploy- ees
ees
Number (in thousands) with
paid personal leave ............ 4,557| 1,408| 1,924| 1,225
Percent
Total with paid personal leave ..| 100 100 100 100
13 11 11 17
37 40 43 27
18 20 16 20
5 4 6 3
9 6 9 12
More than 5 days .................. 2 1 3 1
No maximum specified? ........ 16 18 12 19
Varies by length of service? .. 6 4 8 5
Number of days not
available .......c.c.cccoeveenn (*) _ 1 (*)
Average
Average days per year ............. 2.62 251 2.68 2.65

1 Ppersonal leave provided as needed.
2 The maximum number of days provided was included in the distribution
of personal leave days.
Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 17. Paid funeral leave: Percent of employees by number Table 18. Paid jury-duty leave: Percent of full-time employees

of paid funeral leave days available per occurrence, small by number of paid jury duty leave days available per
private establishments, 1994 occurrence, small private establishments, 1994
Profes- Profes-
sional, . Blue- sional, ) Blue-
techni- Clerical collar techni- Clerical collar
All and All and
em- cal, sales and em- cal, sales and
Number of days and re- service Number of days and re- service
ploy- | em- ploy- em-
ces ated ploy- em- ces lated ploy- em-
em- ploy- em- ploy-
ees ees
ploy- ees ploy- ees
ees ees
Number (in thousands) with Number (in thousands) with
paid funeral leave ............... 18,051| 3,787| 6,361| 7,904 paid jury-duty leave ............ 20,968| 4,861| 7,620| 8,486
Percent Percent
Total with paid funeral leave ..... 100 100 100 100 Total with paid jury-duty leave ..[ 100 100 100 100
1day oo 4 3 4 4 Under 10 days .......cccoceerieene 7 4 5 11
2days ..o 9 8 7 10 10 days ......... 5 5 6 4
3dayS oo 61 59 61 61 11 - 19 days .. 1 1 1 H
4.daYS oo 2 3 2 1 20 days ............ 1 1 2 1
5days ...ocooeiiiiieeeeees 8 10 9 7 More than 20 days 1 1 2 1
More than 5 days .................. 1 H M 2 No maximum specified? ........ 84 87 85 83
No maximum specified? ........ 15 17 17 14 Number of days not
available ..........cccoevennn, H H 1 H
Number of days varies by
relationship to
deceased3 .........ccoevenene 20 20 21 18 1 Less than 0.5 percent.
2 Jury-duty leave is provided as needed.
Number of days not
available .........ccccccocvn.n. Y (Y &) Y NOTE: Because of rounding, sums of individual items may not
equal totals. Where applicable, dash indicates no employees in this
Average category.
Average days per occurence ....| 3.08 3.15 3.06 3.07

1 Lessthan 0.5 percent.
Workers were provided as much funeral leave as needed.
3 The maximum number of days provided for any occurence was
included in the distribution of funeral leave days.

NOTE: Because of rounding, sums of individual items may not equal totals.



Table 19. Paid military leave: Percent of full-time employees
by number of paid military leave days available per year, small
private establishments, 1994

Profes-
sional, . Blue-
Al techni- CI:;'gal collar
em- cal, sales and
Number of days lov- and re- - service
peeg lated lov- em-
em- ploy ploy-
ees
ploy- ees
ees
Number (in thousands) with
paid military leave ............... 6,013 1,489| 2,242| 2,282
Percent
Total with paid military leave ....| 100 100 100 100
Under 10 days .........ccceeeuveenn. 2 1 2 3
10 days ............ 45 47 49 39
11-19 days .... 8 6 9 9
20 days ............... 3 - 1 6
More than 20 days 3 2 3 3
No maximum specified? ........ 37 42 34 36
Number of days not
available ..........ccccceeveene 3 2 3 3
Average
Average days per occurance ....| 12.0 115 11.8 12.6

1 Military leave is provided as needed.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 20. Unpaid family leave: Percent of full-time employees
by duration of benefits, small private establishments, 1994

Profes-
sional, Clerical Blue-
techni- | <€ coliar
Al cal and and
. em- y sales .
Duration ploy- and em. | Service
related em-
ees ploy-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
unpaid family leave ............. 17,018| 3,515| 5,812| 7,691
Percent
Total with unpaid family leave ..[ 100 100 100 100
4 weeks and under .............. 1 (Y 1 1
Over 4 but under 8 weeks .... 4 3 2 5
BWEEKS ..ooeeeiiiiieee e 2 3 2 2
Over 8 but under 12 weeks .. 1 H &) 1
12 weeks ...ccoeeviveiiiieeein, 79 76 79 81
Over 12 but under 16 weeks 4 6 5 2
16 weeks ..ocooeevviiieiiieen 1 1 1 1
Over 16 but under 26 weeks 3 5 4 2
26 WEEKS ....evviiveeiiiiiiiiieee, 3 3 2 3
Over 26 but under 52 weeks | (1) (Y 1 H
52 WeekS .....ocveviiiiiiiien 1 1 1 1
Over 52 Weeks .......c..cceunee. 1 1 M 1
Varies? .......ccoceeeeveeieeeiee, 2 1 3 1
Average
Average weeks .........ccceeiennens 13.2 13.8 13.0 13.0

1 Lessthan 0.5 percent.
2 The maximum number of weeks available was included in the
distribution of unpaid family leave weeks.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Chapter 3. Disability Benefits

This chapter discusses three types of disability benefit@mong white-collar workers compared to blue-collar and
Sick leave, sickness and accident insurance, and |0ng_ter$ﬁrvice workers, but sickness and accident insurance did not
disability insurance. Paid sick leave and sickness and acdfary by occupation. For each form of disability protection,
dent insurance protect workers against loss of income dufowever, workers in small private establishments are less
ing temporary absences from work due to illness or accilkely to be covered than their counterparts in medium and
dent. During more extended periods of disability, workersiarge private establishments.
incomes may be continued through long-term disability in-
surance plans. (See tables 21-44 at end of this chaptelPid sick leave
Among the disability benefit provisions included within the  Of the employees covered by paid sick leave plans, the
Employee Benefits Survey are: vast majority are allowed a fixed number of days, such as 8

per year (annual sick leave plans). Only a small number of
. ] ] ) participants receive sick leave benefits for each illness, for

" Waiting periods before benefits begin, example, 30 days (per disability sick leave plans). Even fewer

* Amount of benefits, are covered by both annual and per disability benefits; they
generally use annual sick leave for occasional absences and
per disability sick leave for longer absences (tables 22-28).

Plan eligibility requirements. Employees having annual sick leave plans can usually
expect an increase in the number of days granted as their

Short-term disability protection, through sick leave, SiCk'Iength of service increases, such as 8 days after 1 year of
ness and accident insurance, or both, is provided to a majageryice, 9 days after 5 years, and 10 days after 10 years.
ity of full-time employees in small private establishmentsnearly all workers covered by annual plans receive full pay
(table 21). Sick leave usually provides 100 percent of thgjle they are sick and are not subject to a waiting period
worker's normal earnings, whereas sickness and accidefgfore benefits begin.
insurance usually replaces 50 to 67 percent of pay. (Some annyal sick leave plans also allow many employees to
sick leave plans may provide days off at partial pay in addigarry over and accumulate unused sick leave from year to
tion to those at full pay. All sick leave tables shown at thg/ear. However, these cumulative plans have limits on the
end of this chapter exclude days paid at partial pay.)  amount of sick leave, often 30 days, that can be carried over

Paid sick leave is the principal medium for providingto the next year. Other cumulative plans allow workers to
short-term disability benefits to employees in small privateaccumulate an unlimited amount of sick leave. Noncumu-
establishments. Sick leave is provided to the majority ofative plans commonly provide a greater number of days
full-time employees and sickness and accident insurance fier year than cumulative plans. This difference increases at
a significant but smaller number of full-time workers. A largelonger years of service.
proportion of workers with sick leave also have sickness Benefits provided from a per-disability sick leave plan
and accident insurance, with the two benefits coordinatedrequently include some days off at full pay and some at
Coordination can take two forms: Starting insurance benpartial pay, for example, 50 pmnt. Dtal days available
efits after sick leave pay has ended, or paying both benefifer each disability and the mix of full and partial pay days
concurrently. When payments are made from both sourcesften becomes more generous as service increases. The fol-
sick leave pay is reduced by the amount of the insurandewing is an example of a per-disability sick leave plan:
benefits so that the total benefit does not exceed full salary.

+ Duration of benefits,

Regardless of the method of coordination, employers offer- Days at
ing sickness and accident insurance tend to allow fewer sick Length of Days at 50 percent
leave days than those without such insurance. service of pay of pay
Long-term disability insurance (LTD), WhICh typically 1 year 20 45
pays 60 percent of earnings, is only available for a small 3years 40 25
minority of full-time employees in small private establish- 5 years 65 65
ments. LTD insurance payments usually begin after 3 or 6 10 years 100 30
20 years 130 0

months of disability and continue until retirement age or

for a specified number of months, depending on the worker's Because per-disability benefits are renewed for each new

age at the time of disability. disability, provisions to carry over unused days are not in-
Paid sick leave and LTD insurance are more prevalerdluded in such plans.



Workers often are not eligible for sick leave benefits wherearnings for up to 26 weeks with a limit on the weekly ben-
first beginning to work for small private employers. A ma-€efit.® The State of Hawaii requires that employers provide a
jority have to meet length of service requirements, frequentlyninimum level of temporary disability income protection
3 months, before qualifying for sick leave benefits. for up to 26 weeks.

Although sick leave is commonly thought of as replacing
lost income while an employee is ill or injured, many work-Long-term disability insurance
ers can use their benefits for other reasons. For example,Long-term disability insurance provides a monthly ben-
frequently observed provisions include using sick leave tefit to employees who, due to iliness or injury, are unable to
take care of a sick child or to take care of personal businessork for an extended period of time. Generally, LTD ben-

efit payments begin after 3 or 6 months of disability and
Sickness and accident insurance continue until retirement age, or for a specified number of

Sickness and accident insurance plans protect employeB¥nths, depending on the employee’s age at the time of
against income losses due to short-term disabilities. Mogtisability (table 36). In most instances, the LTD payments
participants in small private establishments have their berdual a fixed percent of predisability earnings. Most of the
efits fully paid by their employer. The remainder had tolTD participants in small private establishments have their

contribute toward the cost of their benefits, often a percerfioverage fully provided by their employers. Of those who
of earnings up to a specified maximum contribution have to contribute towards the cost of their LTD plan, many

(tables 29-35). are charged a monthly amount per $100 of covered earn-

Benefit payments under sickness and accident insurand@ds, for example, $0.20 per $100 of coverage.
plans are either a percent of employee earnings or a flat The degree of participation, low overall, varies widely
dollar amount. White-collar participants are more likely to@Mmong employee groups, with white-collar workers more
be covered by plans with earnings-based formulas than alikely to have LTD insurance than blue-collar workers. How-
blue-collar participants. ever, some employees not covered under LTD insurance are
Under earnings-based formulas, the percent of earningdigible for an immediate disability pension through their
is usually fixed—typically 50, 60, or 67 percent—although'etirement plan (see chapter 6).
some plans may vary the percent by length of service or Full-time participants often have to wait 3 or 6 months
length of disability. A large majority of the participants in after the onset of disability before beginning to receive LTD
earnings-based plans have dollar limits on the amount ¢fd@yments. For some participants, LTD benefits commence
the weekly benefit. after the expiration of sick leave and sickness and accident
Blue-collar workers are the most frequent recipients ofnsurance benefits (table 37).
scheduled dollar benefits, which provide either a fixed A large majority of LTD plan participants receive their
weekly amount, for example, $150 or $200, or varying-TD benefit as a fixed percent of predisability earnings. The
weekly benefits (usually based on earnings). benefit commonly yields 60 percent of monthly pay (tables
Virtually all participants were in plans that place a fixed38-40). Most of these plans set a limit on monthly payments,
maximum on the number of weeks of coverage, commonl{r example, between $4,000 and $10,000.
26 weeks. Most LTD plans have a monthly maximum limit, either a
Most of the employees with sickness and accident insufollar maximum in plans that pay a fixed percent of earn-
ance have to be on the job for a specified time before tHB9S, & disability income ceiling, or a combination of both
plan will cover them. This service requirement is typica”ymethods. Disability income ceilings affect benefits only if
5 months or less. the amount payable from the LTD plan plus income from
Sickness and accident insurance, unlike sick leave, uther outside sources, such as family Social Security pay-
ally requires a waiting period before benefits begin, mosfnents, exceed a specified percentage (for example, 70 or
commonly 1 to 7 dgs. Waiting periods may be shortened 75 percent) of predisability earnings.
or eliminated entirely for employees involved in an acci- Participantsin long term disability plans usually have their
dent or who are hospitalized. The waiting period is effecbenefits continued until retirement or a specified number of
tively dropped when sickness and accident insurance is cB1onths, depending on the employee’s age at the time of
ordinated with sick leave, because insurance payments tygisability. The duration of benefits may be reduced gradu-
cally start immediately after sick leave pay has ended. 5Both States permit an employer to substitute a private plan for the State
Workers in two States, New Jersey and New York, ar@lan if the benefits provided are at least equivalent. In New York, many em-
covered by mandatory temporary disability insurance plangoyers agree to pay the employee’s share of plan costs. California and Rhode
that are at least partially employer financed. Both of theslsland also have mandated temporary disability insurance plans, but these

State plans pav benefits based on a proportion of th%ans require no employer contribution and, thus, are not included in this
P pay prop survey.

8 Covered earnings are that portion of a worker’s earnings to which the

4The prevalence of such contribution formulas is influenced in large pamteplacement rate formula is applied. For example, if an LTD plan pays 60

by the mandatory sickness and accident insurance plans in New York amercent of earnings with a maximum monthly benefit of $3,000, covered
New Jersey, discussed later in this chapter. earnings would be $5,000 ($3,000 is 60 percent of $5,000).



ally according to an age schedule or reduced once at a spelsenefit or a percent of the monthly LTD benefit paid for a
fied age (table 41). fixed number of months (generally not more than 6 months).

Many plans impose service requirements before LTD cov- Most participants are in plans that include coverage for
erage begins, often 1 to 3 months (table 42). disabilities due to mental iliness (table 44). However, these

Some plans provide survivor benefits, payable to amarticipants often have limits placed upon such coverage.
eligible dependent upon the death of a disabled employdeor example, benefits are provided for a specified period,
(table 43). These benefits usually take the form of a lumpsuch as 24 months, and then cease unless the participant is
sum payment, often equal to 3 times the monthly LTDinstitutionalized at the end of the limiting period.



Table 21. Percent of full-time employees by participation in
sickness and accident insurance plans and paid sick leave
plans, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
techni- and collar
Allem- | cal, and
sales .
Type of plan ploy- |and re- service
em-
ees lated lov- em-
em- ploy ploy-
ees
ploy- ees
ees
Number (in thousands) with
short-term disability
Protection ........ccccccveevivrenns 21,883| 4,928| 8,040| 8,914
Percent
Total with short-term disability
Protection .........ccoccveviineenne 100 100 100 100
Sickness and accident
insurance only ................ 18 8 12 29
Paid sick leave only .............. 57 64 61 50
Combined sickness and
accident insurance/paid
sick leave ........ccccocvennens 25 28 27 22

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 22. Paid sick leave: Percent of full-time employees by
type of provision, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
techni- collar
All cal and and
Provision €M™ | and re- sales service
ploy- em-
lated em-
ees ploy-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
paid sick leave ................... 17,976| 4,511| 7,113| 6,353
Percent

Total with paid sick leave ..| 100 100 100 100

Sick leave provided on:
An annual basis only? ........... 83 78 82 87
A per disability basis only? .... 6 8 7 5
Both an annual and per

disability basis ................ 2 3 2 1
As needed basis3 ................. 8 10 8 6
Other basis? ..........cc.ccovueunen. 1 (%) 1 (%)

1 Employees earn a specified number of sick leave days per year. This
number may vary by length of service.

Employees earn a specified number of sick leave days for each illness
or disability. This number may vary by length of service.
Plan does not specify a maximum number of days.

4 Includes formal plans with provisions that change from a specified
number of days per year to a specified number of days per absence after a
certain service period.

Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 23: Paid annual sick leave: Percent of full-time
employees by number of days, small private establishments,

Table 23: Paid annual sick leave: Percent of full-time
employees by number of days, small private establishments,

1994 1994 — Continued
Profes- Profes-
sional, Clerical Blue- sional, Clerical Blue-
Al | 1SN Tang | oollar Al | 1IN Tang | oollar
Sick leave policy! &M\ and re- sales service Sick leave policy! €M and re- sales service
ploy- em- N ploy- em- )
lated em lated em
ees em- | Ploy- lov- ees em- | Ploy- lov-
ees ploy ees ploy
ploy- ees ploy- ees
ees ees
Number (in thousands) with Percent
paid annual sick leave ........ 15,286| 3,678| 5,997| 5,611
Percent After 20 years of service:
30 and under 60 days ....... 1 2 1 1
3
Total with paid annual sick 60 and under 120 days ..... 1 2 2 (°)
leave? 100 100 100 100 120 and under 180 days ... 32 32 2 3
"""""""""""""""""" 180 days or more ..............| () () 1 -
Aftgl;](ljgresa rdgf 2erV|ce: 13 7 11 17 After 25 years of service4
Y Under 5 days .........ccoo...... 11 6 10 15
5 and under 10 days 56 50 62 53
5 and under 10 days ......... 53 48 59 50
10 and under 15 days ....... 25 34 21 23
10 and under 15 days ....... 25 33 20 24
15 and under 30 days ....... 2 5 2 1
15 and under 30 days ....... 4 5 5 4
30 and under 60 days ....... 1 2 2 1
3 3 3 3 30 and under 60 days ....... 1 2 1 1
60 and under 120 days ..... () ) () ) 3
120 and under 180 days 1 () (3) 1 60 and under 120 days ..... 1 1 2 (%)
120 and under 180 days ... 33 33 2 3
After 5 years of service: 180 days or more ............ ) ) 1 )
Under 5days ........ccceeueene 11 6 10 16
5 and under 10 days ......... 55 49 61 53 1 Employees receiving partial pay only or no sick leave in their early
10 and under 15 days ....... 25 33 21 24 years of service are included in the overall percentages of workers provided
15 and under 30 days ....... 3 4 2 2 sick leave; however, they are disregarded in computing the distributions by
30 and under 60 days ....... 2 4 2 1 length of service up to the service period at which they become eligible for full
60 and under 120 days ..... 2 2 3 1 sick leave pay.
120 and under 180 days ... 1 1 ( 3 ) 1 IE?"lponfetﬁs grg'eitrvecir Igrar}t[:adfa qucific number chi dayii aﬁer " .
3 3 3 i} completion of the indicated length of service, or accrue days during the nex
180 days or more .............. ) ) ) 12-month period. The total number of days are assumed available for use
- immediately upon completion of the described length-of-service interval.
After 10 years of service: 3L ess than 0.5 percent.
Under 5 days ......ccccooerenne. 11 6 10 15 Provisions were virtually the same after longer periods of service.
5 and under 10 days ......... 53 49 59 50
10 and under 15 days ....... 26 33 22 25 NOTE: Bec_ause of roun_din_g, sums of individual _item_s may not equal totals.
15 and under 30 days ....... 3 5 3 3 Where applicable, dash indicates no employees in this category.
30 and under 60 days ....... 1 3 1 1
60 and under 120 days ..... 2 3 2 2
120 and under 180 days ... 1 1 1 1
180 days or more .............. (®) (%) (®) -
After 15 years of service:
Under 5days .......c.ccceeuene 11 6 10 15
5 and under 10 days ......... 53 49 59 50
10 and under 15 days ....... 25 33 20 24
15 and under 30 days ....... 4 5 5 4
30 and under 60 days ....... 1 3 1 1
60 and under 120 days ..... 2 2 2 1
120 and under 180 days ... 2 2 2 2
180 days or more .............. (®) (%) 1 -
After 20 years of service:
Under 5 days .......c.ccceeene 11 6 10 15
5 and under 10 days ......... 53 49 59 50
10 and under 15 days ....... 25 33 20 24
15 and under 30 days ....... 4 5 5 4

See footnotes at end of table.




Table 24. Paid sick leave 1: Average number of days at full
pay for full-time employees by type of plan, small private
establishments, 1994

Table 25. Paid annual sick leave 1: Percent of full-time
employees by unused sick leave policy and carryover
provisions, small private establishments, 1994

Profes- Profes-
sional, Clerical Blue- sional, Clerical Blue-
All techni- and collar Al techni- and collar
cal, and . cal, and
. . em- sales . Unused sick leave and em- sales .
Sick leave policy and re- service - and re- service
ploy- em- carryover provisions ploy- em-
ces lated lov- em- ces lated lov- em-
em- ploy ploy- em- ploy ploy-
ees ees
ploy- ees ploy- ees
ees ees
Paid annual sick leave days? Number (in thousands) with
by minimum paid annual sick leave ........ 15,286| 3,678| 5,997| 5,611
length-of-service:
After 1 year of service ........... 8.2 9.0 7.4 8.7 Percent
After 3 years of service ......... 9.1 10.3 8.3 9.0
After 5 years of service ......... 10.1 11.4 9.7 9.6
After 10 years of service ....... 11.3 12.8 11.2 104 Total with unused sick leave
After 15 years of service ....... 12.0 135 121 10.9 policy ....ccovvenenn. 100 100 100 100
After 20 years of service ....... 12.4 13.9 125 11.3
After 25 years of service3 ..... 12.6 14.2 12.7 11.3 Carryover only ......cccccceeeevneennn 34 39 34 31
Cash-inonly ........ccccevvveeriinnennns 13 11 12 17
Carryover and cash-in .............. 7 10 6 6
1 Paid sick leave plans with a specified number of days available each Unused benefit [0St .....ovvvvvvenn.n. 46 41 49 46
yeay. Data not available ..................... (%) (%) (?) (%)

Employees are either granted a specific number of days after
completion of the indicated length of service, or accrue days during the next
12-month period. The total number of days are assumed available for use
immediately upon completion of the described length-of-service interval.

The average (mean) was virtually the same after longer years of
service.

NOTE: Computation of average excluded days at partial pay and workers
with only partial pay days or zero days of sick leave.

Total with carryover provisions | 100 100 100 100
Unlimited accumulation ............ 35 26 36 40

Limit on total number of days
accumulated

Total o 6
Under 10 days .......cccooeevieene
10 days
11-19 days ....cceoovveriiiiieiies
20 days ...oooeveiieieeee e
21-24 days ....
25days ...oooviciieieen
26-29 days ......cccocveeiieeniennnnn
30-39 days ....
40-49 days
50 days ...cccooeeriiiiiene
51-64 days ....
65 days ...ccooeieiieiiee e
66-79 days .......cccceeriieniennnn.
80-89 dayS ....cccvveeviiieeiiiiens
90-99 days .....cceeecvveeiiieeee
100-109 days ......c.cocveverennnn (?
120-129 days ....cccceevvverennenennn
130 days ...ccevveeiiienieeieeies
Over 130 days ......cccocveeennnne.
Days not available ................ (?
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1 paid sick leave plans with a specified number of days available each
year.

2 Less than 0.5 percent.

3 Carryover provisions vary by length of service.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 26. Paid annual sick leave 1. Average number of days at

full pay for full-time employees by accumulation policy, small

private establishments, 1994

Table 27. Paid sick leave 1. Percent of full-time employees by
length of service requirements for participation, small private

establishments, 1994

Profes- Profes-
sional, Clerical Blue- sional, Clerical Blue-
techni- collar techni- collar
All | and d All | and d
. . em- cal, sales an ) . em- cal, sales an
Sick leave policy ploy- and re- em. | Service Length-of-service requirement ploy- and re- em. | Service
lated em- lated em-
ees ploy- ees ploy-
em- ploy- em- ploy-
ees ees
ploy- ees ploy- ees
ees ees
Sick leave days by minimum Number (in thousands) with
length-of-service paid annual sick leave ........ 15,286| 3,678| 5,997| 5,611
requirement?
Percent
After 1 year of service:
Cumulative plan ..... 8.3 9.3 7.7 8.2 Total with paid annual sick
Noncumulative plan 8.2 8.7 7.2 8.9 leave ......ccccoeeeen. 100 100 100 100
After 3 years of service: With service requirement .......... 67 61 70 67
Cumulative plan ................ 8.5 9.5 7.9 8.4 1 month . 13 17 13 11
Noncumulative plan .......... 9.5 111 8.6 9.4 2months ....ccocveiiiiiiiiice, 4 3 4 4
3months .....ccoeeveviiiciinn, 23 22 27 19
After 5 years of service: 4-5 months .. 1 2 1 1
Cumulative plan ..... 9.0 9.7 8.7 8.6 6 months .. 12 9 13 12
Noncumulative plan 109 | 131 | 104 | 102 7-11 months (%) (%) - -
lyear......... . 13 9 11 19
After 10 years of servcie: Oover 1 year ....cccoceeeeveveeennnnn. 1| (?) 1 2
Cumulative plan 9.3 9.8 9.2 8.9
Noncumulative plan .......... 12.7 15.6 12.5 11.2 Without service requirement ..... 31 37 28 30
After 15 years of service: Data not available ..................... 2 2 2 2
Cumulative plan ................ 9.5 9.9 9.4 9.1
Noncumulative plan .......... 13.8 16.9 13.8 12.0
1 Paid sick leave plans with a specified number of days available each
After 20 years of service: year.
Cumulative plan 96| 100| 97| 92 Less than 0.5 percent.
Noncumulative plan .......... 14.4 17.7 14.4 125 NOTE: Because of rounding, sums of individual items may not equal totals.
. Where applicable, dash indicates no employees in this category.
After 25 years of service3
Cumulative plan ................ 9.7 10.1 9.8 9.3
Noncumulative plan .......... 14.6 18.1 14.7 12.5
Data not available ..................... " (") " "

1 Ppaid sick leave plans with a specified number of days available each

ear.
y 2

Employees are either granted a specific number of days after

completion of the indicated length of service, or accrue days during the next

12-month period. The total number of days are assumed available for use

immediately upon completion of the described length-of-service interval.
The average (mean) was virtually the same at longer years of service.

4 Less than 0.5 percent.

NOTE: Computation of average excluded days paid at partial pay and
workers with only partial pay days or zero days of sick leave.



Table 28. Paid annual sick leave 1: Percent of full-time Table 29. Sickness and accident insurance: Method of

employees in plans allowing use of sick leave for other payment, full-time employees, small private establishments,
purposes, small private establishments, 1994 1994
Profes- Profes-
siona!, Clerical Blue- siona!, Clerical Blue-
All techni- and collar All techni- and collar
em- cal, sales and em- cal, sales and
Other purposes ploy- and re- - service Method of payment ploy- and - service
cos | lated ploy- | €™ cos | Elated ploy- | €™
em- ces ploy- em- ces ploy-
ploy- ees ploy- ees
ees ees
Number (in thousands) with Number (in thousands) with
paid annual sick leave ........ 15,286| 3,678| 5,997| 5,611 sickness and accident
INSUFANCE ....oovvvevieieeiieene 9,394| 1,789| 3,111| 4,494
Percent
Percent
Total with paid annual sick
leave ..o, 100 100 100 100 Total with sickness and
accident insurance .............. 100 100 100 100
Other purposes allowed? .......... 76 81 75 74
Flat dollar amount ................. 14 10 11 18
Funeral .......ccccoooviiiniiiennen, 23 22 24 23 Flat percent of earnings ........ 82 87 85 78
Post-disability maternity ........ 43 48 42 41 Percent varies! ..........cccoce.. 2 3 1 2
Paternity ............ccoovee.. . 22 25 21 21 Dollar amount varies? ........... 1 1 1 (%)
Doctors’ appointments 66 67 63 68 1 - 1 2
Personal business ..... 23 23 23 24 (%) - 1 (%)
Care of sick child .... 58 61 58 56
Other ......coeeviiiieiiees 2 2 2 1
1 Benefits may vary by earnings, length of service, or length of disability.
Other purposes not allowed ...... 21 17 23 22 2 Less than 0.5 percent.
. NOTE: Because of rounding, sums of individual items may not equal totals.
Data not available ..................... 3 2 2 4 Where applicable, dash indi?:ates no employees in this cat)égory. a

1 paid sick leave plans with a specified number of days available each
year.

2 This total is smaller than the sum of the components because some
employees could use sick leave for more than one other purpose.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 30. Sickness and accident insurance: Fixed percent of
earnings amounts, full-time employees, small private

establishments, 1994

Table 31. Sickness and accident insurance: Maximum

benefits placed on percent of earnings formulas, full-time

employees, small private establishments, 1994

Profes- Profes
siona!, Clerical Blue- siona!, Clerical Blue-
All techni- and collar All techni- and collar
em- cal, sales and em- cal, sales and
Fixed percent of earnings and service Maximum benefit per week and service
ploy- em- ploy- em-
ces related ploy- em- ces related ploy- em-
em- ploy- em- ploy-
ees ees
ploy- ees ploy- ees
ees ees
Number (in thousands) with Number (in thousands) with
fixed percent of earnings percent of earnings benefit 7,857| 1,603 2,673| 3,581
benefit ..o 7,709| 1,555| 2,652| 3,502
Percent
Percent
Number with percent of
Total with fixed percent of earnings benefit .................. 100 100 100 100
earnings benefit .................. 100 100 100 100
With maximum .............ccco... 64 67 69 59
Less than 50 percent ........... H - M H Less than $200 ................. 21 19 21 21
50 PErcent .....ccvverveeververnnannes 45 38 38 53 $200 - $299 ..o 5 2 7 5
51 -59 percent .........ccceeueenee 2 2 1 2 $300 - $399 ..o 22 21 23 22
60 percent ........cccveevereeennnn. 15 18 18 12 $400 Or MOre .....cccceeveveenee 16 25 17 11
61 - 69 percent .........ccceeenee. 28 30 31 25 NO maximum ..........ccceeeveenne 33 30 27 38
70 percent .........cccoeeeiciiennnen. 8 11 10 6 Not determinable .................. 3 3 4 3
71-79 percent .......cccoveennen. 1 2 1 1
80 percent or more .............. H (H 1 H Averagel
Average? Average maximum benefit per
WEEK oot $374 | $501| $374| $308
Average fixed percent of
earnings benefit .................. 58 60 59 57
1 The average is presented for all covered workers; averages exclude

1 Lessthan 0.5 percent.

2 The average is presented for all covered workers; averages exclude

workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.



Table 32. Sickness and accident insurance: Minimum benefits
placed on percent of earnings formulas, full-time employees,
small private establishments, 1994

Table 33. Sickness and accident insurance: Type of waiting
period, full-time employees, small private establishments, 1994

Profes-
sional, Clerical Blue-
All techni- and collar
em- cal, sales and
Minimum benefit per week ploy- and - service
related em-
ees em- | Ploy- ploy-
ees
ploy- ees
ees
Number (in thousands) with
percent of earnings benefit 7,857 1,603| 2,673| 3,581
Percent
Total with percent of earnings
benefit .......cocovveiiiiii 100 100 100 100
With minimum .........cccceeeeen. 22 20 24 21
Less than $50 .. . 18 17 19 17
$50 - $99 .o 3 2 3 2
$100-$149 ..o, 2 2 1 2
$150 or more ... NG - - Y
No minimum ........ . 75 7 73 74
Not determinable 4 2 3 4
Average?
Average minimum benefit per
WEEK oot $30 $29 $29 $31

Profes-
sional, . Blue-
. | Clerical
techni- collar
All and
. . cal, and
Waiting period em- d sales .
rovision ploy- an em- |SErvice
p ces related ploy- em-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
sickness and accident
INSUFANCE .....cevveeveeieeeriiieens 9,394 1,789| 3,111| 4,494
Percent
Total with sickness and
accident insurance .......... 100 100 100 100
Waiting period not
dependent on sick
leave .....cocccvevveeviiinenns 92 93 89 92
Waiting period begins
after sick leave ............ 2 2 3 1
Later of waiting period or
sick leavel ................. 2 2 3 2
Earlier of waiting period or
sick leave? .................. 1 1 1 1
Not determinable .............. 3 3 3 4

1 Lessthan 0.5 percent.
The average is presented for all covered workers; averages exclude
workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

1 Benefits begin when sick leave is exhausted or the waiting period is
completed, whichever is later.

2" Benefits begin when sick leave is exhausted or the waiting period is
completed, whichever is earlier.

NOTE: Because of rounding, sums of individual items may not equal totals.



Table 34. Sickness and accident insurance: Duration of
benefits, full-time employees, small private establishments,

Table 35. Sickness and accident insurance: Eligibility
requirements, full-time employees, small private

1994 establishments, 1994
Profes- Profes-
sional, Clerical Blue- sional, Clerical Blue-
All techni- and collar All techni- and collar
em- cal, sales and em- cal, sales and
Duration of benefits lov- and - service Eligibility requirement lov- and - service
pee)é related lov- em- peeg related lov- em-
em- ploy ploy- em- ploy ploy-
ees ees
ploy- ees ploy- ees
ees ees
Number (in thousands) with Number (in thousands) with
sickness and accident sickness and accident
INSUFANCe .....ccoeevveerieeiieenn 9,394| 1,789| 3,111| 4,494 INSUFANCE ....oovvvevieriieiieenn 9,394| 1,789| 3,111| 4,494
Percent Percent
Total with sickness and Total with sickness and
accident insurance .............. 100 100 100 100 accident insurance .............. 100 100 100 100
Fixed duration ..........c.ccceeeene 79 85 84 74 With service requirement ...... 48 48 50 46
Less than 13 weeks .. 2 2 3 1 Imonth .ooooooieiniiiiiiiees 22 20 25 21
13 weeks .....cccoeuees 12 17 12 11 2months ....ooocveiiiiiiiee. 4 6 3 4
14 - 25 weeks . 3 5 4 3 3months .....cccoeveviiiiieenn 14 16 14 13
26 weeks ........ 58 56 61 57 4-5months .....cccocvveennn. 1 - 1 1
27 - 51 weeks . H 1 &) H 6 MONtNS ...cevevvericiie 4 4 4 5
52 WeekS .....cccoeriiiinininen, 3 4 4 2 12 months .....ccccocvvvivennene 3 3 3 2
Greater than 52 weeks ... 1 (H H 1 Greater than 12 months ....| (1) H - -
Duration varies ...........cccecee.. 3 1 3 3 No service requirement ........ 28 28 31 26
Not determinable 18 15 13 23 Not determinable ................. 24 24 18 28
Average? Average?
Average benefit duration (in Average service requirement
WEEKS) oo, 25 24 25 25 (in months) .....ccccceeviiiiieenn 2.8 3.1 2.8 2.8

1 Lessthan 0.5 percent.

2 The average is presented for all covered workers; averages exclude

workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.

1 Lessthan 0.5 percent.

The average is presented for all covered workers; averages exclude

workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 36. Long-term disability insurance: Summary of

provisions, full-time employees, small private establishments,

Table 37. Long-term disability insurance: Benefit waiting
period,! full-time employees, small private establishments,

1994 1994
Profes- Profes-
sional, Clerical Blue- sional, Clerical Blue-
All techni- and collar Al techni- and collar
cal, and cal, and
. em- sales . -, . em- sales :
Provision and service Length of waiting period and service
ploy- em- ploy- em-
related em- related em-
ees ploy- ees ploy-
em- ploy- em- ploy-
ees ees
ploy- ees ploy- ees
ees ees
Number (in thousands) with Number (in thousands) with
long-term disability long-term disability
INSUFANCEe .....ccoeevveerieinneenn 7,326 2,383| 3,085| 1,858 INSUFANCEe .......oeevvvveeniiieens 7,326 2,383| 3,085| 1,858
Percent Percent
Total with long-term disability Total with long-term disability
INSUFANCEe .....c.oeevvveeniiieens 100 100 100 100 INSUFANCe .....cccoeeveeririnnienn 100 100 100 100
Benefits based on fixed
percent of earnings ......... 97 96 97 99 Fixed duration ....................... 92 92 91 93
Benefits subject to disability Less than 3 months .......... 5 7 6 2
income limit ...........cco..e. 28 30 31 21 3months .....cccovveiiiiiiinn 44 47 45 39
Duration of benefits varies 4-5months ......coccvenrennnnnn. 2 1 3 1
by age .....cccoevviiiiiiienn 60 62 65 48 6 months .......cceeevieneennen. 37 32 33 49
With coverage for mental Greater than 6 months ...... 4 5 4 2
ilINESS ..o 68 69 76 55 Expiration of short-term
With survivor benefits 41 43 45 34 disability benefits ............ 3 2 4 3
With required employee Other .....occveveviieiecn, 3 4 2 1
contribution .........c.cceenee 17 13 20 16 Not determinable . 2 2 2 3
Average?
Average fixed duration (in
MONtNS) ..o 4.5 4.4 4.4 4.7

1 Length of time between onset of disability and beginning of long-term

disability insurance payments.

2 The average is presented for all covered workers; averages exclude

workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 38. Long-term disability insurance: Method of payment,
full-time employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
techni- collar
All and
cal, and
em- sales :
Method of payment and service
ploy- em- )
ces related ploy- em
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
long-term disability
INSUFANCEe ....occvvevivieieiineene 7,326 2,383| 3,085| 1,858
Percent
Total with long-term disability
INSUFaNCe .......cccovvveeeiieeene 100 100 100 100
Fixed percent of earnings ..... 97 96 97 99
Less than 50 percent ........ H H 1 H
50 percent ........ccccocveeenen. 5 5 5 7
51 - 59 percent ................ Y (Y &) 1
60 percent ........ccecveeeenennn. 72 68 74 75
61 - 66 percent ................ 1 1 1 Y
67 percent ........ccoceeeeeenenn. 16 16 15 15
68 - 69 percent ................. H 1 M -
70 percent .........cccoevivnnenn. 3 4 2 2
Greater than 70 percent ...| (1) (Y &) -
Percent varies by earnings ... 1 (Y 1 H
Percent varies by service ..... H (H 1 -
Flat dollar amount ................. 1 2 Y 1
Dollar amount varies ............. 1 1 &) -
Average?
Average fixed percent of
€ArNINGS ...evvveriieeeeieee e 60.9 61.3 60.8 60.5

1 Lessthan 0.5 percent.
2 The average is presented for all covered workers; averages exclude
workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 39. Long-term disability insurance: Maximum benefitsl
based on percent of earnings formulas, full-time employees,
small private establishments, 1994

Profes-
sional, . Blue-
techni- Clerical collar
All and
em- cal, sales and
Maximum benefit and service
ploy- em-
ces related lov- em-
em- ploy ploy-
ees
ploy- ees
ees

Number (in thousands) with
percent of earnings benefit 7,215 2,306| 3,064| 1,845

Percent
Total with percent of earnings
benefit .......cocoveiiii 100 100 100 100
With maximum ........cccceeeeen. 83 80 86 81
Flat maximum per month .. 83 80 86 81
$2,000 or less ............... 8 3 5 21
$2,001 - $3,000 .... 11 13 13 7
$3,001 - $4,000 .... 2 1 2 2
$4,001 - $5,000 .... 27 28 29 22
$5,001 - $7,500 ............ 10 9 12 9
$7,501 - $10,000 .......... 18 21 19 15
$10,001 or more ........... 6 5 7 5
NO maximum ..........ccceeeeeenn. 17 20 14 19
Average?
Average flat maximum benefit
(per month) ........cccveiiiinens $6,417| $6,621| $6,838| $5,425

1 Excludes limits on all disability income, which restrict long-term
disability insurance payments if income from all sources exceeds a specified
amount.

2 The average is presented for all covered workers; averages exclude
workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 40. Long-term disability insurance: Limits on all Table 41. Long-term disability insurance: Duration of

disability income,! full-time employees, small private payments, full-time employees, small private establishments,
establishments, 1994 1994
Profes- Profes-
sional, . Blue- sional, ) Blue-
techni- Clerical collar techni- Clerical collar
All and All and
em- cal, sales and em- cal, sales and
Disability income limit and service Duration and service
ploy- em- ploy- em-
ces related ploy- em- ces related ploy- em-
em- ploy- em- ploy-
ees ees
ploy- ees ploy- ees
ees ees
Number (in thousands) with Number (in thousands) with
long-term disability long-term disability
INSUFANCE ....occvveivieiriiieenn, 7,326 2,383| 3,085| 1,858 INSUFANCEe ....oovvvevnveeiieiieenn 7,326 2,383| 3,085| 1,858
Percent Percent
Total with long-term disability Total with long-term disability
INSUFaNCe .......cccooceveeeniieeene 100 100 100 100 INSUFANCe ......ceeevvveeeiiieens 100 100 100 100
With disability income limit .... 28 30 31 21 Forlife ..ooooveveeeviee e, 2 2 3 2
Fixed percent of earnings 12 12 15 6 Until a specified age ............. 16 15 12 25
Less than 70 percent .... 1 1 2 (%) Until retirement ............cc...... 6 7 4 7
70 percent .....cccceevveeenns 5 3 7 3 Varies by age,! one change 3 4 4 2
Greater than 70 Varies by age,! gradual
percent ........cceeeennee. 6 9 6 3 change ......ccccoveveniieeenns 56 58 61 46
Benefits cease when they Varies by other than age ...... (%) - 1 -
exceed a specified Other ....occevviiiieieeee e, 2 5 2 -
percent of earnings ..... 16 17 15 15 Not determinable .................. 13 9 13 19
Flat dollar amount ............. (%) 1 (?) -
No disability income limit ...... 40 43 42 34
Not determinable .................. 31 28 27 45 1 The duration of benefits may be reduced gradually according to a
schedule or once at a specified age.
Average? Less than 0.5 percent.
. NOTE: Because of rounding, sums of individual items may not equal totals.
Average fixed percent of Where applicable, dash indicates no employees in this category.
earnings disability income
Mt 81.0 83.5 79.2 81.4

1 Limit on income during disability from all sources, including long-term
disability insurance, Social Security, and pension benefits.

2 Less than 0.5 percent.

3 The average is presented for all covered workers; averages exclude
workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 42. Long-term disability insurance: Eligibility
requirements, full-time employees, small private
establishments, 1994

Profes-
sional, Clerical Blue-
techni- collar
All and
. cal, and
Length of service em- sales .
requirement ploy- and em- |Service
related em-
ees ploy-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
long-term disability
INSUraNCe .......cccooeevvenneennn 7,326| 2,383 3,085 1,858
Percent
Total with long-term disability
INSUrANCe .......cccocvvervvrneenn 100 100 100 100
With service requirement ...... 60 54 62 65
Imonth oo 26 24 29 26
2months ..o, 3 4 2 2
3months ......cccoeeviieeennn. 17 13 17 23
4-5months .....ocveveveeene. Y (Y 1 Y
6 months .......ccooevveeneennnn. 8 7 8 9
12 months .....ccoeeevieeninnne 6 6 5 6
Greater than 12 months ....| (1) - H 1
Other ..o Y (Y &) -
No service requirement ........ 30 33 30 26
Not determinable .................. 9 13 7 9
Average?
Average service requirement
(in Months) .......ccceevviiinnenn. 3.7 3.4 3.5 4.2

1 Less than 0.5 percent.
The average is presented for all covered workers; averages exclude
workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 43. Long-term disability insurance: Survivor benefits,
full-time employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
All techni- and collar
cal, and
) - em- sales .
Survivor provision and service
ploy- em-
ces related lov- em-
em- ploy ploy-
ees
ploy- ees
ees
Number (in thousands) with
long-term disability
INSUFANCEe .....ccoeeeveviveeiiiieens 7,326| 2,383| 3,085| 1,858
Percent
Total with long-term disability
INSUraNCe .........cccoeevvveeeeennn. 100 100 100 100
With survivor benefits ........... 41 43 45 34
Lump sum payment .......... 33 38 37 23
Other wooevieeiccieeeeeeeeeeie, 8 5 8 12
No survivor benefits .............. 29 31 32 23
Not determinable .................. 29 26 24 43

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 44. Long-term disability insurance: Coverage for mental
iliness, full-time employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
techni- collar
All and
cal, and
. . em- sales :
Mental illness provision and service
ploy- em-
related em-
ees ploy-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
long-term disability
INSUraNCe .......cccccveerverneennn 7,326 2,383| 3,085| 1,858
Percent
Total with long-term disability
INSUFANCEe ........ocevvveeniiieeene 100 100 100 100

With coverage for mental

illness ... 68 69 76 55
NO lImit ..o 19 22 19 17
Coverage only if
institutionalized ........... 1 (Y 1 -
Duration of coverage
limited unless
institutionalized ........... 44 44 51 34
Less than 24 months ... 1 (H 1 -
24 months ......cccceveeeene 43 43 49 34
Greater than 24 months 1 1 1 -
Duration of coverage
limited ......cocoiiiiiees 4 4 5 4
24 months .....ccccceveeenee. 4 4 5 4
No coverage for mental
INESS .o, 1 1 1 H
Not determinable ................. 31 29 24 45

1 Lessthan 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Chapter 4. Medical, Dental, and Vision Care

Medical Care

Medical care benefits are provided to a large majority ofhree arrangements for financing plan benefits: Self-insured
full-time employees in small private establishments. Theplans, commercially insured plans, and Blue Cross/Blue
Employee Benefits Survey covers a number of medical carghield plans. Under self-insured plans, the plan sponsor—

benefit provisions including: typically the employer—bears the financial risk of paying
_ o for covered medical services. Commercially insured plans
Required employee contributions, and Blue Cross/Blue Shield plans cover most of the other

fee-for-service participants. In addition, a small proportion

Types of plans, of fee-for-service participants have their benefits financed

Coverage for hospitalization and surgery, by more than one source. _ _

) Establishments that self-insure their medical care ben-
Plan cost containment features, efits may enter into an “administrative services only” con-
Prescription drug benefits, tract with a third party to pay claims and handle other ad-

ministrative details. In such a case, the employer is still re-
* Mental health and substance abuse treatmenyonsible for financing all medical care claims. Another ar-

benefits, rangement available to self-insured plans is a minimum pre-
* Coverage for retired workers. mium plan, which is insurance coverage to pay claims above
a specified amount. Such arrangements limit the employer’s
These topics are discussed throughout this chapter. liability in the case of catastrophic expenses.
PPO’s, which have become widespread since first stud-
Employee contributions ied in the Employee Benefits Survey of medium and large

Most full-time participants have to pay part of the costprivate establishments in 1986, offer a higher level of reim-
for their medical benefits—whether for individual or fam- bursement for services rendered by designated health care
ily coverage (tables 45-47). As tracked ttne Employee providers (such as hospitals and physicians), although par-
Benefits Survey, the percentage of participants required ticipants are free to choose any provider. Designated pro-
contribute toward their coverage, and the required contribusiders agree in advance to a given fee schedule.
tion, have steadily increased over the past several years.  Financing arrangements for PPO’s are similar to those

Employees required to contribute toward the cost of theiused for fee-for-service plans. Typically, PPO’s are financed
medical care coverage may be given the opportunity to dirough a commercial insurer, a Blue Cross/Blue Shield or-
so with pretax dollars. These employees have the advaganization, or are self-insured.
tage of reducing their taxable income when purchasing PPQO’s can be considered a type of fee-for-service plan
medical coverage. Pretax contributions may be required dsecause care providers are not reimbursed until services are
optional, and they may be offered as part of a flexible berperformed. In this way, fee-for-service plans and PPO’s can
efits arrangement. (For definition, see chapter 8.) be contrasted with HMO's (described below), which prepay

i providers a fixed amount for services performed over a given

Type of medical care plans _ time period. Throughout this chapter, features found in

Full-time workers with medical benefits are covered byvo's are contrasted with those found in both fee-for-ser-
one of three major types of plans—a traditional fee-for-serg;.qo plans and PPO’s.

vice plan, a preferred provider organization (PPO), or @ Lvo's, another arrangement that increased enrollment
health maintenance organization (HMO) (table 48). Thes@uring the 1980's, provide a prescribed set of benefits to

plans represent differences in fee arrangements, that is, &y oliees for a fixed payment. The HMO thus bears the risk
method of selecting medical service providers and payingssgciated with delivering cateCommonly, HMO's are
for care.

Fee-for-service plans—this fee arrangensluws pa- _7FS°fJa_m<?'fTe dztail'edEdisclussio: On_dHZ/IS'eeI rT:IZmasBP. i;ljrketheland
tients to choose any provider and pay for specific medicaft'2 S Jain. “Trends in Employer-Provided Health Care Benafimnthly

. bor ReviewFebruary 1991, pp.24-30.
procedures as expenses are incurred. There are generaliﬁly W y PP



classified as either group/staff, with services provided irhave their coinsurance increased to 100 percent after they
central facilities, or as individual practice associationgay out a specified dollar amount for covered expenses, for
(IPA's), with providers working from their own offices. example, an anml out-of-pocket expense limif $1,500
HMO'’s may be financed through independent organizaper individual. Frequently, out-of-pocket expense limits are
tions, commercial insurers, or Blue Cross/Blue Shieldalso specified for family>@enses. Asised here, the term
organizations. Independent organizations, such as Kaiséout-of-pocket expense limit” refers to the coinsurance
Permanente, are most prevalent. amount paid by a plan participant. A deductible, if required,
An alternative method of categorizing medical care planss an additional expense the participant must pay.
is to determine whether or not participants have a “point- A plan’s out-of-pocket expense limit protects the partici-
of-service” option. In such plans, participants can use cangant from catastrophic medical expenses. For example, as-
providers within or outside a given network, although reim-sume a plan has a $250 annual deductible and then pays 80
bursement of expenses is less if participants do not use ngercent of medical expenses up to an out-of-pocket expense
work providers. “Point-of-service” plans include all partici- limit of $2,000, above which, the plan’s share of expenses
pants in PPQO’s and a few workers enrolled in HMO's thatises to 100 percent. In this case, the employee would pay
have an open enrollment option. Such an option allows pahe first $250 of expenses—the deductible—and $2,000 (20
tients to receive services from a non-HMO provider at gercent) of the next $10,000 of expenses—coinsurance.
lower reimbursement than if care is received from the deg=overed expenses above that amount would be paid in full

ignated HMO provider. by the plan.
Fee-for-service plans typically place a ceiling on the
Fee-for-service plans amount payable by the plan, usually a lifetime maximum.

Fee-for-service plans allow patients to choose their owd maximum of $1 million is common.
providers and reimburse the patient or the provider after ) o
services are received. Benefits are typically subject to limiPreferred provider organizations
tations that apply to many or all services, including !na preferred provider organization, participants are pro-
deductibles, coinsurances, out-of-pocket expense limits, anfided medical services at a higher level of reimbursement if
plan maximums. These limitations come under the majothey receive care from designated hospitals, physicians, labo-
medical coverage of the plan. ratories, or dentists. Individuals may choose their own pro-
Generally, fee-for-service plans require a participant teyider; however, typically the enrollee gets reimbursed at a
meet a specified deductible before eligibility for benefit pay-lower level. _ _ _
ments. This approach is designed to discourage unneces- [N PPO's, like fee-for-service plans, benefits are typically
sary use of medical services. Deductibles are typically Spec‘,s_ubject to limitations mt_:lu_dlng deduct|bles,_ coinsurances,
fied as an annual flat-dollar amount, such as $100 or $20@ut-0f-pocket expense limits, and plan maximums that ap-
per individual. ply to many or all services. These limitations can differ de-
When medical care plans cover an employee and familp€nding upon whether or not care is provided by a desig-
a family deductible is often specified in addition to indi- Nated provider. For example, assume that an individual's
vidual deductites. There are twoemeral types of family total (_:overeql medlqal_expenses are $3,600 in one year. When
deductibles. In the first type, the deductible is a flat-dollafcare is provided within the PPO network, the plan pays 90
amount for the year. To satisfy this deductible, one family?ercent of expenses, or $3,240. When care is provided out-
member must meet an individual deductible, then anothétide the PPO network, the plan imposes a $100 a year de-
family member or a combination of family members mustductible and reimburses 80 percent of the remaining ex-
meet the remaining amount of the family deductible. In th€Nnses. Thus, outside the PPO network the plan pays only
second type, the plan specifies the number of family mem?2,800 of the expenses.
bers (usually 2 or 3) required to meet individual deductibles. PPO’s may also vary the way payments are made, based
After the required number of family members meet indi-On the provider u_sed. For example_, services received f_rom
vidual deductibles, no additional individual deductibles ard'on-nétwork providers may be subject to a plan deductible
required during that year. and_ coinsurance. Network services, alternatively, may _be
Once the deductible has been met, a plan almost alwayéPiect only to a small copayment, such as $10 per office
pays a specified percentage of covered medical expensdiSit or $5 per prescription. The remaining cost of such ser-

with the employee paying the remainder (coinsurance). Pla¥dces is borne by the plan.

usually pay 80 percent of expenses; other plans may pay §fbaith maintenance organizations (HMO's)

percent.Alternatively, plans may have a different coinsur-  Health maintenance organizations provide a fixed set of

ance rate for certain services, such as hospital room apfedical benefits for a prepaid fee. Generally, medical ser-

board and outpatient surgery. For these services, the plgites are either covered in full or require patients to pay a

usually pays a higher percent of expenses, often 100 pefinimal copayment. Typical copayments are $5 or $10 per

cent. physician’s office visit or $5 or more per out-of-hospital
Generally, full-time participants in fee-for-service plansprescription drug.



HMOQO's are unique in that they encourage preventive carencluding second surgical opinions, are automatically pro-
including physical examinations, vision screening, hearingided.
care, well baby care, and immunization and ind@anaA
large majority of HMO participants are in federally quali- Hospital coverage
fied plans; Federal qualification provides advantages when Medical plan enrollees covered by the survey routinely
soliciting new participants. HMO's must provide a minimum hayve coverage for hospital room and board charges. (Cover-
group of benefits, such as home health care, well baby cargge also xends to“miscellaneous” charges while hospi-

and hearing care, to become federally qualified. talized, such as routine nursing care, prescription drugs, and
_ surgical dressings.) Many plans cover hospital room and
Cost containment board expenses at a percentage of the semiprivate room rate,

In addition to data on the extent of coverage for specifi¢requently 80 percent. In these types of plans, the individual
medical services, the survey captures the details of medicgal typically subject to a yearly deductible before the per-
plans with either benefit management programs, manage@éntage rate can go into effect. Other plans either have hos-
care plans, or review bads. These programs help make pjtal room and board expenses covered at the full semipri-
sure that the services rendered are medically necessary apge room rate for a specified period of confinement (usu-
are provided in the most appropriate health care setting. gjly 365 days), followed by a percentage of the semiprivate

Generally, medical care participants have some “manage@om rate, or reimburse expenses at the full semiprivate room
care” provision available to them. This includes all partici-rate for an unlimited number of days without being subject
pants in HMO and PPO plans, in which the plans managg either a deductible or dollar maximum.
care by directing patients to specific providers or services.  sjgnificant differences in hospital room and board cov-
In addition, many fee-for-service participants are in plangrage are evident by type of medical care provider. Although
with at least one managed care feature. These could incluggo’s tend to cover hospital room and board in full with-
preadmission certification for hospitalization, pre- admis-yt any limitations, non-HMO plans tend not to. When there
sion testing, and mandatory second surgical opinion. js a limit on room and board in HMO?'s, it is usually a

Some advanced managed care programs may consist &payment per admission, often between $100 and $300.
four or more featwes. These often include preadmission  variations in coverage by type of medical care provider
review of all hospital admissions for nonemergency okor hospital stays, as well as other categories of care, can
nonmaternity care, concurrent review to monitor care Whilgffect the enrollees’ out-of-pocket expenses. Non-HMO plan

hospitalized, discharge planning to coordinate a continueglarticipants generally pay a higher percentage of total health
course of treatment in more appropriate health care settingsare expenses than HMO participahts.

and mandatory second surgical opinions for selected proce-

dures. Alternatives to hospitalization

Among the features studied, some plans have their care To help hold down the costs of medical care, plans most
Subject to utilization review. This is the process of reVieW'Often provide coverage for less expensive alternatives to a
ing the appropriateness and quality of care provided to pgpspital stay. These alternatives include extended care fa-
tients. Ahigher level of reimbursement for prehospitalizationgilities, home health care, and hospices. Coverage patterns
testing, a means of decreasing the length of hospitalizatiowpica"y differ between HMO and non-HMO participants.
is a also evident. Extended care facilities provide skilled nursing care,

Some managed care programs consist of only one or tW@hapilitation, and convalescent services to patients requir-
cost containment provisions, such as mandatory second sl less intensive treatment than that provided in a hospital.
gical opinions and preadmission certification before beingymo’s and non-HMO’s can provide coverage for stays in
admitted to a hospital (except in cases of emergency). Othgktended care facilities. Plans, especially non-HMO's,
cost containment features in fee-for-service plans includgften limit the duration of stays in extended care facilities.
incentives for the employee to audit hospital bills and inynder non-HMO's, coverage commonly is limited to 60 or
centives for child deliveries in lower cost birthing centers,2g days per confinement. When coverage is limited under
rather than in hospitals. HMO’s, it is frequently 100 days per year.

Medical care plans can also require a separate deduct- Home health care provides skilled nursing and related
ible for hospital admission to discourage unnecessary hogare to patients in their own homes. Home health care ben-
pitalization. These deductibles often are between $100 angdits are provided to virtually all HMO participants, less
$300 per hospital admission. often to non-HMO pdictipants. Thehigher incidence of

In fee-for-service plans, second surgical opinion provicoverage for home health care benefits in HMO's relates
sions generally apply to inpatient surgical benefits. Plan

enrollees frequently receive lower levels of reimbursement g . . . .
. . .. For more information regarding out-of-pocket expenses for medical ser-
if they do not obtain second opinions. vices,sed\llan P. Blostin, Robert B. Grarand Wiliam J. Wiatrowski, "Em-

By their very nature, HMO’s emphasize preventive, COShloyee Payments for Health Care Servicedptithly Labor Review
efficient medical care. Built-in forms of utilization review, November 1992, pp. 17-32.



to the fact that federally qualified HMO’s must provide thisOutpatient physicians visits and diagnostic ser-

benefit. The ast majority of HMO patrticipants in the sur- vices

vey belong to federally qualified plans. When home health Generally, health care participants have coverage for

care benefits are provided in HMO's, coverage is typicallyphysicians’ visits and diagnostic x-ray and laboratory tests

unlimited. The most common type of restriction placed on(DXL). Expenses for physicians’ office visits and DXL are

home health care is duration of visits, with 100 visits peigenerally covered as a percentage of usual, customary, and

year a frequent limit. reasonable charges and are subject to an annual deductible
Another expanding alternative to hospitalization is hosand a lifetime maximum benefit.

pice care. A hospice offers nursing care and psychological Notable differences in physicians’ office visits are evi-

support to terminally ill patientsusually defined as hav- dent by type of medical care provider. Although HMO’s

ing 6 months or less to liveand to their families. Plans typically require copayments for office visits, copayments

often place ceilings on maximum dollar amounts payablare not the norm in non-HMO plans. When copayments are

during a hospice stay. Medical care plans cover hospice carequired under non-HMOQO's, they are usually under PPO’s.

less often than other alternatives to hospitalizéttion. Copayments for office visits in HMO and PPO plans are

usually minimal, such as $5 and $10 per visit.

Surgical coverage

Medical plans base payments for in-hospital surgery ofPrescription drug benefits
the “usual, customary, and reasonable” (UCR) charges for Virtually all participants in medical plans have cover-
the specific procedure perform&dn-hospital surgical ben- age for prescription drugs. Inpatient prescription drugs are
efits, as is true with hospitalization, are typically covered acovered under hospital miscellaneous services, generally in
a specified percentage rate, usually after any required ovethe same fashion as room and board charges. Outpatient
all plan deductible. Commonly, participants are covered g@rescription drugs are covered under separate provisions of
80 percent of the UCR charges. Others are covered for titee medical plan.
full UCR charges or according to a schedule establishing a Coverage for outpatient prescription drugs differs by type
maximum amount payable for each procedure. Charges eff medical plan. Usually, in non-HMO plans, outpatient pre-
ceeding the scheduled maximums, however, are general$gription drugs are covered under the major medical plan
covered, subject to the plan’s overall deductible and coinkimitations; that is, before any benefits are provided, the
surance. participant has to meet a yearly deductible. Services are

Medical plans usually cover outpatient surgery the sam#hen covered at the applicable coinsurance rate. However,
way as in-hospital surgery, whether in full, a percent of UCRN HMO's, prescriptions are usually subject to a minimal
charges, or subject to a schedule of maximum paymenteppayment, for example $5 or $10 per prescription. It is
For HMO enrollees, both inpatient and outpatient surgeryare to have prescription drugs covered in full by either
normally are covered in full. HMOQO'’s or non-HMO's.

With the steady rise in costs of medical care, health care Perhaps due to the rapidly rising cost of prescription
insurers are encouraging enrollees to substitute less expetugs, medical care plans are turning to a variety of alterna-
sive outpatient services, such as outpatient surgery, for iffives to lower both plan and fent costs. Tiese alterna-
patient hospital services. To encourage the use of outpatiefites include:
surgery, non-HMOQO’s may provide higher reimbursement
rates over those provided for inpatient surgéry. * Encouraging patients to have pharmacies substitute

Plans with surgical benefits generally require enrollees to less expensive generic drugs for brand-name drugs;
satisfy a deductible for in-hospital proceesir When out-
patient surgery is needed, however, a deductible require-
ment is somewhat less common. Generally, when deductibles
do not apply for in-hospital surgery, they do not apply for * Establishing relationships between plans and selected
outpatient procedures either. pharmacies to provide drugs at lower cost.

* Setting up mail order programs for drugs needed on
a routine basis;

Pharmacies can often fill a prescription using either a
brand name drug or a generic drug. Participants may re-
ceive higher reimbursement for obtaining generic rather than

s For a more detailed discussion on alternatives to hospitalization, sddrand name prescription drugs, when generic drugs are avail-
Thomas P. Burke, “Alternatives to Hospital Care under Employee Benefiable. Generic drugs cost less than brand name drugs.

Plans,”"Monthly Labor ReviepnDecember 1991, pp. 9-15. : :
10The “usual, customary, and reasonable” charge is defined as being not Mail order druQ programs are also often available to

more than the physician’s usual charge; within the customary range of feg@articipants with prescription drug coverage. These programs
charged in the locality; and reasonable, based on the medical circumstancegipply drugs for maintenance purposes, that is, drugs re-

1 For more information on incentive for outpatient surgery, see Roberg, . . . . .
B.Grant, “Outpatient Surgery: Helping to Contain Health Care Qdstjthly awred on a continuous basis. In such arrangements, partici-

Labor ReviewNovember 1992, pp. 33-36. pants often receive a higher reimbursement or pay less



for mail order drugs than for drugs purchased directly fromment benefits are eligible for inpatient (in-hospital) detoxi-
a pharmacy. fication, and, can also receive inpatient rehabilitation cov-
Some participants may receive higher reimbursements drage. Detoxification is considered medically necessary, and
prescriptions are filled at certain pharmacies with discourthus nearly all medical plans inde it. There is a greater
policies. The plan providers negotiate the price of prescriptendency to exclude inpatient rehabilitation, because it re-
tions with the pharmacies, usually at cost plus minimal disquires less constant and less immediate care. Outpatient al-
pensing fees. Group HMO plans normally have an in-houseohol abuse treatment, generally rehabilitative care, is avail-
pharmacy, where minimal copayments are required for preable to most participants with alcoholism coverage. Cover-
scriptions. IPA HMO plans, on the other hand, might beage patterns are similar for drug abuse treatment benefits.
affiliated with “discount” pharmacies, that also provide pre- As is the case with mental health care, plans are more

scriptions with minimal copayments. restrictive in covering substance abuse treatment than other
illnesses? Participants are more likely to have inpatient

Mental health coverage and substance abuse treat- detoxification treated the same as any other inpatient con-

ment finement than to have inpatient rehabilitation or outpatient

Mental health coverage, though available to nearly algare covered the same as any other illness. Limitations for
participants, generally is subject to more restrictive limitasypstance abuse treatment commonly include:
tions than other illnesses. Medical care plans with mental

health benefits generally also have more restrictive hospital - Restrictions on the number of days of inpatient
coverage for mental illness than for other ailments. Plans hospital care per year:

commonly limit the duration of hospital stays (often to 30
or 60 days per year for mental health care, compared to 365
days per confinement, or unlimited days for other illnesses) year,

and frequently impose a separate, lower dollar maximum - Reduced coinsurance levels for outpatient treatment;
on covered hospital expenses (such as a lifetime maximum

* Restrictions on the number of outpatient visits per

of $50,000 on all mental health benefits). . E.mployeets share of the cost of oqu§t|ent care not
Even more restrictive is coverage for mental health care included in out-of-pocket expense limit;
outside the hospital (psychiatric office visits). Limits for * Maximum dollar amounts per year or per lifetime.

outpatient care are the norm for participants with mental

health care coverage. Outpatient mental health care is com- A typical limit on inpatient care is 30 days per year.

monly covered for fewer visits per year than other Outpa_SimiIarIy, outpatient care might be restricted to 20 or 30

Visits per year at a coinsurance rate of 50 percent. In non-

tient services, and it is subject to maximum dollar limits on el -
annual payments. Plans also frequently cover such care af /O plans, payments often are limited to a dollar maxi-

coinsurance rate of 50 percent rather than the usual 80 p§ium for both inpatient and outpatient care, with $50,000
cent paid by plans for other illnesses. In addition, expensd€ lifetime a common limit. Limitations on days and dol-
for outpatient mental health care often cannot be used {g's Often are combined for alcohol and drug abuse’tare.
meet the employee’s maximum out-of-pocket expense limit " €xample, plans often limit coverage to 30 days per year

Reimbursement for these expenses thus does not increas@g! t0 $50,000 per lifetime for both alcohol and drug abuse

100 percent even when the out-of-pocket expense limit jg€atment. _ o
met13 HMO's frequently impose limits on the number of days

Alcohol and drug abuse treatment benefits are commoff Poth inpatient and outpatient substance abuse treatment.

for medical participants. Generally, alcohol abuse treatmerf! 2ddition, an HMO may require a small copayment for
benefits are the same as benefits for drug abuse treatmeftPatient visits, such as $20 per visit.

Benefits provided under substance abuse care include boéﬂher medical benefits

detoxification and rehabilitation. Detoxification involves survey also captures data on the incidence of sev-
supervised care by medical personnel designed to reduceéy

limi h f chemical d d Rehabil al other services provided through medical care plans. For
€ w_mnate t_ e symptpms of chemical dependency. Rehabl Example, some plans cover at least part of the costs for rou-
tation provides a variety of services (generally provided ONCR o physical examinations and for well-baby care. HMO's

a person completes detoxification) intended to alter the be-

havior of substance abusers. 14The designation of substance abuse coverage as more restrictive than

Virtually all participants covered by alcohol abuse treathat for other ilinesses results from a comparison of types of coverage. For

12 . . . L instance, if a plan limits inpatient substance abuse care to 30 days per year

For a more comprehensive discussion on prescription drug coveraggyt the limit oninpatient care of any other illness exceeds 30 days per year,
see Cathy Baker and Natalie Kramer, “Employer-Sponsored Prescriptiofhat plan contains separate, more restrictive, limit.

Drug Benefits,Monthly Labor ReviewFebruary 1991, pp. 31-35 15 For more detailed discussion of employer-provided substance abuse cov-
13 A detailed examination of mental health care provisions in employer-

i g ! A erage, see Marc E. Kronson, “Substance Abuse Coverage Provided by Em-
provided health care plans is provided by Allan P. Blostin in “Mental Heambloyer Medical Plans,Monthly Labor ReviewApril 1991, pp. 3-10. In
Benefits Financed By Employersflonthly Labor Reviewduly 1987, pp.  aqdition, seeSubstance Abuse Provisions in Employee Benefit Plans

23-27. Bulletin 2412 (Bureau of Labor Statistics, August 1992)



and immunizations and inoculations. HMO's must include When such plans require an employee contribution, that
these benefits to quality under the Health Maintenance Ogontribution is typically a flat amountfor example, $5 per

ganizaion Act of 1973, as amendeét. month for individual coverage and $10 per month for fam-
L . o ily coverage.
Pre-existing condition limitation Generally, participants covered by dental care plans re-

Plans may impose restrictions on care provided to indiceive benefits through a fee-for-service plan, which reim-
viduals who join a plan with a “pre-existing condition.” This burses patients or providers only after services are received
is a medical condition that existed prior to the individual(table 51). The remaining participants have their dental ben-
being covered by the plan. Among the possible restrictiongfits provided through either a health maintenance organi-
imposed are a limit on the amount the plan will pay forzation or a preferred provider organization.
treatment of the condition or a specified time period after Dental plans cover preventive and restorative services.
joining the plan during which no payment will be made forpreventive care typically includes dental examinations, pro-
treatment of the condition. phylaxis (cleaning), and x rays. Restorative procedures in-

. clude fillings, periodontal care, endodontic care, prosthet-
Coverage for refired workers ics, and crowns. Periodontal care is the treatment of tissues

Although the Consolidated Omnibus Budget ReCon'and bones supporting the teeth. Endodontics involves the

ciliation A‘?t of 1985 requires employerS_ to Con_tinue healtk}reatment of the tooth pulp, such as root canal work. Pros-
care benefits for employees who are retired, laid off, or othy, o ioq geals with the construction and fitting of bridges and
erwise separated from employment, workers may be charg ntures

all of the premium costs at group rates. In addition, the con- Orthodontic care, including straightening teeth and main-

tlnuat;on pelzlrloql stlpulatek()n:_br)]/ the Ia\;v is limitédThe sur- ftaining proper spacing of teeth, is covered less often by dental
vey of small private establishments focuses on coverage i, s'than are other procedures. In addition, plans frequently

retired employees that are financed wholly or partly by th imit orthodontic coverage to dependent children only.

employe_r. . - _ There are four methods used by dental care plans to cover
Full-time medical care participants in the survey may ental services:

work for employers who finance, at least in part, medica

care protection after retirement (tables 49-50). These work- - pjan pays a percent of dental charges;

ers are usually in plans that provide postretirement cover- o

age regardless of their age. Retirees are typically covered * Plan pays up to a specified dollar amount per
by the same plan as active employees, although benefits are procedure;

coordinated with Medicare once a retiree reaches age 65. It . pjan requires patient to pay an initial copayment,

is more likely for the coverage to be partly paid by the re-

ft hich the pl dditional ch ;
tiree than to be wholly employer financed. after which the plan pays acdiional charges

* Plan pays a varying percent of dental charges, based
Dental Care on a patient’s past use of dental services.

Dental care benefits often are available to full-time em- Dental payments typically are based on a proportion of
ployees in small private establishments. Dental care may lihe usual, customary, and reasonable charge for a proce-
offered as a part of a comprehensive medical and dentdlure. The proportion covered by a plan often depends on
plan, or as a separate plan in addition to medical coveragee type of procedure performed. Less costly procedures
Often, employers offer a series of medical plans from whiclsuch as examinations and x rays may be covered at 100
employees may choose, as well as a separate dental plagrcent. Fillings, surgery, endodontics, and periodontics are
that can accompany any medical plan. more likely to be covered at 80 percent. The most ex-
rr])ensive procedures—crowns, prosthetics and orthodontia

When a single plan includes dental benefits together witl often are covered at 50 percent of the usual. customar
medical care benefits, it is not possible to distinguish which _ P ' Y
: , - : . and reasonable charge.
portion of the employee’s contribution, if applicable, goes - .
toward dental coverage. Therefore, employee contributio Some dental plan participants are offered r_el_mbursement
data are examined in stand-alone dental plans, that is, tho%ased on a schedule of cash allowances. This is more com-

e . X S
that offer dental benefits separately from medical plans. mon for restorative services, such as fillings, crowns, and

8Under this act, an HMO must provide certain coverage, such as homeendOdontICS’ than for preventive services. In this type of

health care, physical examinations, and children’s eye and eadlfangement, each procedure is subject to a specified maxi-
examinations. Under certain circumstances, employers may be required mum dollar amount that the plan will pay to the participant

offer employees medical care coverage through federally qualified HMO'sgr the dentist. Orthodontic care is not norma"y subject to
The act requires employers who maintain health insurance plans to cor-.

tinue coverage to terminated workers for up to 18 months. Workers may Hrlf“s type of schedule.

charged up to 102 percent of the premium cost. Based on a 1989 change toGenerally, dental plans do not require copayments or have

this law, employees disabled at the time of termination can have benefit}t‘]heir payments based on incentive schedules, that is, the

continued for up to 29 months, and can be charged up to 150 percent of the . .
premium cost after 18 months. percent of dental expenses paid by the plan increases each



year if the participant gets regular dental examinations. also be available through an HMO or a PPO, which restrict
Frequently, plans specify a deductible amount before anghe providers available to participants (table 52).
dental benefits are paid by the plan. Deductibles, such asVision benefits cover eyeglasses, and, with few excep-
$25 and $50 per year, often apply. Other plans can requit®ns, eye examinations. Coverage for contact lenses is some-
the participant to pay a one-time deductible (like $50), rathewhat less extensive. To be included in the survey, vision
than a yearly deductible. Deductibles are common for replans must cover contact lenses for cosmetic reasons. Plans
storative services, and less common for preventive servicélsat provide coverage limited to medically necessary con-
and orthodontia. Plans frequently limit the amount of paytact lenses are not included in the survey.
ment each year by specifying an annual maximum benefit, Participants with vision care coverage generally have lim-
for example, $1,000 per year. Benefits for orthodontic serits placed on their benefits.Typically, coverage for eye-
vices often are subject to a separate lifetime maximum, congdlasses and contact lenses are subject to scheduled dollar
monly ranging between $1,000 and $1,500. allowances. For eyeware, other plans require an employee
As a cost containment technique, many dental particieopayment or offer a discount on the purchase of eyeglasses
pants are in plans that require participants to obtain author&and contact lenses at specified locations. Eye examinations
zation from the plan before undergoing expensive treatmerdre commonly subject to either a dollar maximum per visit,
Commonly, procedures costing $200 or more are subject tr the participant is required to pay a small copayment per-
advance authorization. visit.

Vision Care

Vision care coverage, when available, is typically pro-
vided through a fee-for-service plan. Vision benefits may
12 For more details on dental care benefits, see Rita S. Jain, “Employer- ' For more details on vision care benefits, see Rita S. Jain, “Employer-

Sponsored Dental Insamce Eases Thea®,” Monthly Labor Review ~ Sponsored Vision Care Brought Into Focusipnthly Labor Review
October 1988, pp. 18-23. September 1988, pp. 19-23.



Table 45. Medical care benefits: Requirements for employee contributions, by type of funding arrangement, full-time

employees, small private establishments, 1994

Professional, technical, Clerical and sales Blue-collar and service
All employees
and related employees employees employees
Contributory status
Non- Non- Non- Non-
pians | MO | G | pians | HMO | DE2 | plans | FVO | TR | pians | HMO | DR
plans plans plans plans
Number (in thousands) with
single coverage for medical
CANE oo 23,536| 18,951| 4,586| 5,262| 4,231| 1,031| 8,168| 6,611| 1,557| 10,106 8,109| 1,998
Number (in thousands) with
family coverage for medical
CANE v 20,997| 16,829 4,169| 4,602| 3,675 927| 7,195| 5,793| 1,401| 9,201| 7,361| 1,840
Percent
Single coverage
Total with single coverage
for medical care .............. 100 100 100 100 100 100 100 100 100 100 100 100
Employee contributions
not required ................ 46 46 44 48 49 44 43 43 40 47 47 47
Employee contributions
required .........cceevenen. 52 52 56 50 49 54 55 54 60 51 51 53
Not determinable .............. 2 2 1 3 3 3 2 2 (hH 2 2 -
Family coverage
Total with family coverage
for medical care .............. 100 100 100 100 100 100 100 100 100 100 100 100
Employee contributions
not required ................ 19 21 14 17 18 12 15 16 13 24 26 16
Employee contributions
required .........cceeevenene 75 73 79 76 75 80 79 78 83 70 69 75
Not determinable .............. 6 6 7 7 6 8 6 6 4 6 6 9

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 46. Medical care benefits: Amount and type of employee contribution for individual coverage,! full-time employees, small
private establishments, 1994

Professional, technical, Clerical and sales Blue-collar and service
All employees
and related employees employees employees
Type and amount of
contribution Non- Non- Non- Non-
plans | MO | | pians | HMO | DE2 | plans | FVO | TR | pians | HMO | DEr2
plans plans plans plans
Number (in thousands) with
contributory coverage ......... 12,318 9,765 2,553 2,621| 2,068 553| 4,510| 3,577 933| 5,188| 4,120| 1,068
Percent
Total with contributory
COVETaQE ..ovvvveereeeeenreeeenns 100 100 100 100 100 100 100 100 100 100 100 100
Flat monthly amount ............. 72 68 84 67 62 83 70 66 86 75 74 82
Less than $5.00 ................ 1 1 (?) (?) (%) 1 1 1 - 1 1 -
$5.00 - $9.99 ....cccciiiiiiine 3 4 1 2 2 1 2 3 1 5 6 (%)
$10.00 - $14.99 . 6 7 2 6 6 5 5 6 1 8 9 2
$15.00 - $19.99 . 6 6 4 4 4 2 4 4 5 8 9 3
$20.00 - $29.99 . 14 14 13 9 10 7 16 16 14 15 15 15
$30.00 - $39.99 . 13 13 11 13 13 14 12 13 9 13 14 10
$40.00 - $49.99 . 8 5 19 9 7 19 8 7 13 7 2 24
$50.00 - $59.99 . 8 8 11 8 8 10 10 8 17 7 8 5
$60.00 - $69.99 . 3 2 7 3 2 8 3 2 7 3 3 6
$70.00 - $79.99 . 2 1 6 3 1 9 3 2 4 2 1 7
$80.00 - $89.99 ... 1 (?) 4 1 1 2 1 (%) 4 1 (%) 6
$90.00 - $99.99 ... 2 1 2 3 3 4 1 1 2 1 1 1
$100.00 - $124.99 . 2 1 4 1 1 1 3 2 7 1 1 2
$125.00 or greater ............ 2 2 - 3 4 - 1 1 - 2 3 -
Composite rate3 .................... 10 11 7 11 13 5 11 13 4 8 8 9
Amount varies by employee
option4 ..o 9 11 4 11 13 5 10 11 5 7 8 1
Amount varies by earnings ... 1 1 2 1 (?) 2 (%) (?) 1 2 2 3
Other .....occcveiiiiiiieeeee 2 2 2 4 4 4 2 2 2 2 2 2
Contribution not
determinable ................... 6 7 2 6 7 1 6 7 2 5 6 3
Average>
Average flat monthly
contribution ..........ccoceeeeen. $40.97 | $38.52| $48.62| $46.83| $46.41| $47.99| $40.98| $37.77 | $50.43| $38.35| $35.77 | $47.31

1 Plans providing services or payments for services rendered in the hospital or by a physician. Excludes plans that provided only dental, vision or
prescription drug coverage.
Less than 0.5 percent.
A composite rate is a set contribution covering more than one benefit area, for example, health care and sickness and accident insurance. Cost data for
individual plans can not be determined.
4 Amount varies by options selected under a "cafeteria plan" or employer-sponsored reimbursement account.
5 The average is presented for all covered workers; averages exclude workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals. Where applicable, dash indicates no employees in this category.



Table 47. Medical care benefits: Amount and type of employee contribution for family coverage,! full-time employees, small
private establishments, 1994

All Professional, technical, Clerical and sales Blue-collar and service
employees
and related employees employees employees
Type and amount of
contribution Non- Non- Non- Non-
plans | MO | G | pians | HMO | DE2 | plans | FVO | TR | pians | HMO | DEr2
plans plans plans plans
Number (in thousands) with
contributory coverage ......... 17,821| 14,155| 3,666| 4,083 3,250 832 6,561 5,255 1,306 7,177 5,650 1,528
Percent
Total with contributory
COVETaQE ..ovvvveereeeenreeeenns 100 100 100 100 100 100 100 100 100 100 100 100
Flat monthly amount ............. 74 72 80 71 68 83 71 70 75 78 77 83
Less than $20.00 .............. 2 2 1 1 1 1 1 1 1 2 3 -
$20.00 - $29.99 ......cccv... 2 2 (%) 2 2 1 2 3 (?) 2 2 -
$30.00 - $39.99 . 3 4 1 1 2 (?) 2 2 3 5 6 (%)
$40.00 - $49.99 . 3 3 3 3 3 2 2 2 4 4 5 2
$50.00 - $59.99 . 2 3 1 2 3 (%) 1 2 (%) 3 3 3
$60.00 - $69.99 . 2 2 1 1 1 1 1 1 1 3 3 ( 2)
$70.00 - $79.99 . 5 5 4 2 2 3 6 6 4 5 5 4
$80.00 - $89.99 . 5 5 5 4 4 6 4 5 4 6 6 6
$90.00 - $99.99 .... 2 2 1 1 1 2 3 3 2 1 1 ( 2)
$100.00 - $124.99 8 7 10 8 8 6 9 8 12 7 6 11
$125.00 - $149.99 5 4 7 6 5 9 4 5 4 4 3 9
$150.00 - $174.99 8 9 4 4 4 4 9 10 5 9 10 3
$175.00 - $199.99 . 5 5 4 7 8 3 4 3 6 4 5 4
$200.00 - $224.99 ............ 4 4 4 6 6 6 3 4 3 4 5 3
$225.00 - $249.99 5 3 12 5 3 15 3 2 4 8 5 17
$250.00 - $274.99 . 4 4 5 4 4 5 4 4 6 3 3 4
$275.00 - $299.99 ........... 4 3 7 5 5 4 4 3 9 2 1 6
$300.00 or greater ............ 7 6 10 9 7 15 6 6 7 6 5 9
Composite rate3 .................... 8 9 7 8 10 4 10 10 10 7 7 6
Amount varies by employee
[o] o)1) 7 8 2 8 9 3 7 8 4 5 6 1
Amount varies by earnings ... 1 1 1 (%) (?) 1 (%) (%) (?) 2 2 2
Other .....oooeeeiiiiiee e 3 2 3 3 3 2 3 3 5 2 2 2
Contribution not
determinable .................. 8 8 6 9 10 6 8 9 6 7 7 5
Average>
Average flat monthly
contribution (dollars per
MONth) ..ooiiiiieieeeee 159.63| 151.00| 189.63| 180.73| 173.35| 204.31| 159.56| 154.76| 177.58| 148.84| 136.54| 190.92

1 Plans providing services or payments for services rendered in the hospital or by a physician. Excludes plans that provided only dental, vision or
prescription drug coverage. If the amount of contribution varied by either size or composition of family, the rate for an employee with a spouse and one child
was used. For a small percentage of employees, the employee contributes the same amount for single and family coverage.

2 | ess than 0.5 percent.

A composite rate is a set contribution covering more than one benefit area, for example, health care and sickness and accident insurance. Cost data for
individual plans can not be determined.

4 Amount varies by options selected under a "cafeteria plan" or employer-sponsored reimbursement account.

5 The average is presented for all covered workers; averages exclude workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals. Where applicable, dash indicates no employees in this category.



Table 48. Medical care benefits:1 Fee arrangement, full-time
employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
techni- collar
Al cal and and
Fee arrangement and financial | em- : sales .
. . and service
intermediary ploy- em-
related em-
ees ploy-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
medical care .........cccoeeueeene 23,536| 5,262| 8,168| 10,106
Percent
Total with medical care ............. 100 100 100 100
Traditional fee-for-service? ... 55 53 55 57
Preferred provider
organization3 ................. 24 27 24 23
Health maintenance
organization? .................. 19 20 19 20
Other5 1 (%) 2 1

1 Pplans providing services or payments for services rendered in the
hospital or by a physician. Excludes plans that provided only dental, vision,
or prescription drug coverage.

These plans pay for specific medical procedures as expenses are
incurred.

S A preferred provider organization (PPO) is a group of hospitals and
physicians that contracts to provide comprehensive medical services. To
encourage use of organization members, the health care plan limits
reimbursement rates when participants use nonmember services.

Includes federally qualified (those meeting standards of the Health
Maintenance Organization Act of 1973, as amended) and other HMO’s
delivering comprehensive health care on a prepayment rather than
fee-for-service basis.

Includes exclusive provider organizations, which are groups of hospitals
and physicians that contract to provide comprehensive medical services.
Participants are required to obtain services from members of the organization
in order to receive plan benefits.

6 Lessthan 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 49. Medical care benefits: Effect of retirement on
coverage,! full-time employees, small private establishments,
1994

Profes-
sional, Clerical Blue-
All techni- and collar
cal, and
) em- sales .
Retiree coverage and service
Ploy- | related | &™ em-
ees ploy-
em- ploy-
ees
ploy- ees
ees
Number (in thousands) with
medical care .......cccccoeeuerenne 23,536| 5,262| 8,168| 10,106
Percent
Total with medical care ............. 100 100 100 100
With retiree coverage ........... 22 20 22 22
Without retiree coverage ...... 73 76 73 72
Not determinable .................. 5 4 5 6

1 Plans providing services or payments for services rendered in the
hospital or by a physician. Excludes plans that provided only dental, vision,
or prescription drug coverage.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 50. Retiree medical care benefits: Source of plan funding,! full-time employees, small private

establishments, 1994

Professional, Clerical and sales Blue-collar and
All employees technical, and -
employees service employees
related employees
Item
Under |Age65or| Under |Age65or| Under |Age65or| Under |Age 65or
age 65 greater age 65 greater age 65 greater age 65 greater
Number (in thousands) with
medical care ........c.ccecenurenn. 23,536 23,536 5,262 5,262 8,168 8,168 10,106 10,106
Percent
Total with medical care ............. 100 100 100 100 100 100 100 100
Retiree coverage provided ... 21 19 20 18 21 19 21 19
Employer paid ... . 3 4 3 3 3 4 6
Jointly paid ..... . 11 8 10 8 11 9 10 6
Retiree paid .........cccceeenee 4 4 5 5 6 3 3
Cost unknown ................... 3 3 2 2 2 4 4
No retiree coverage .............. 73 75 76 78 73 75 72 74
Not determinable .................. 5 6 4 5 6 6 6

1 Plans providing services or payments for services rendered in
the hospital or by a physician. Excludes plans that provided only
dental, vision, or prescription drug coverage.

Table 51. Dental care benefits: Fee arrangement, full-time
employees, small private establishments, 1994

NOTE: Because of rounding, sums of individual items may not
equal totals. Where applicable, dash indicates no employees in
this category.

Table 52. Vision care benefits: Fee arrangement, full-time
employees, small private establishments, 1994

Profes- Profes-
sional, . Blue- sional, . Blue-
. | Clerical . | Clerical
techni- collar techni- collar
All and All and
cal, and cal, and
em- sales . em- sales .
Fee arrangement lov- and em. | Service Fee arrangement lov- and em. | Service
POY" | related em- POY" | related em-
ees ploy- ees ploy-
em- ces ploy- em- ces ploy-
ploy- ees ploy- ees
ees ees
Number (in thousands) with Number (in thousands) with
dental care .......cc.cccoeennnnenn. 10,135| 2,635| 3,644| 3,856 VISION Care ......cccvevveeeeeeeennns 3,651 723| 1,244| 1,683
Percent Percent
Total with dental care ............... 100 100 100 100 Total with vision care ................ 100 100 100 100
Traditional fee-for-servicel ... 84 84 82 85 Traditional fee-for-servicel ... 64 63 62 65
Preferred provider Preferred provider
organization? ................. 6 6 5 5 organization? .................. 8 8 8 8
Health maintenance Health maintenance
organizationd .................. 8 9 8 8 organizationd .................. 23 27 18 25
Other4 2 1 5 1 Other4 6 2 12 3

1 These plans pay for specific dental procedures as expenses are
incurred.

2 A preferred provider organization (PPO) is a group of hospitals and
dentists that contracts to provide comprehensive dental services. To
encourage use of organization members, the dental care plan limits
reimbursement rates when participants use nonmember services.

Includes federally qualified (those meeting standards of the Health
Maintenance Organization Act of 1973, as amended) and other HMO’s
delivering comprehensive health care on a prepayment rather than
fee-for-service basis.

4 Includes exclusive provider organizations, which are groups of hospitals
and dentists that contract to provide comprehensive dental services.
Participants are required to obtain services from members of the organization
in order to receive plan benefits.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

1 These plans pay for specific vision procedures as expenses are
incurred.

2 A preferred provider organization (PPO) is a group of hospitals and
physicians that contracts to provide comprehensive vision services. To
encourage use of organization members, the vision care plan limits
reimbursement rates when participants use nonmember services.

Includes federally qualified (those meeting standards of the Health
Maintenance Organization Act of 1973, as amended) and other HMO’s
delivering comprehensive health care on a prepayment rather than
fee-for-service basis.

4 Includes exclusive provider organizations, which are groups of hospitals
and physicians that contract to provide comprehensive vision services.
Participants are required to obtain services from members of the organization
in order to receive plan benefits.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Chapter 5. Life Insurance

Life insurance is provided to a majority of full-time a small percent of participants. These include: flat dollar
employees in small private establishments (tables 53-66amounts that increase as service increases; flat dollar
Most workers in small private establishments with life in-amounts that increase as wages increase; and multiple-of-
surance are covered by flat dollar amounts, often $10,00€arnings formulas that increase the multiple at higher sal-
to $15,000. Formulas based on earnings, such as multiplary levels.
of-earnings formulas, which commonly provide basic in-
surance of one or two times annual salary, cover many @overage for older active workers and retirees
the remaining life insurance plan participants. Multiple-of-  Many plans reduce benefits for older active workers.
earnings formulas are most prevalent in medium and largéoverage is reduced to minimize the increased cost of in-
private establishments. suring older worker® Plans that reduce coverage com-

Employers generally pay the entire cost of basic life in-monly make their first reduction at age 65 or 70. Rarely do
surance. When employee contributions are required, it iseductions occur before age 65.
frequently because life insurance benefits are being offered Many plans reduce coverage for older workers only once,
as part of a cafeteria plan or reimbursement account. (Feypically to 50 percent of the original life insurance amount.
definitions, see cler 8.) These plans allow workers to Other plans reduce coverage in several stages, such as a
choose from various benefit options depending on theireduction to 65 percent of original coverage at age 65, then
needs. In such cases, employees may have to contribute,50 percent at age 70.
often in the form of pretax dollars, to obtain the benefit In some instances, basic life insurance coverage contin-
package they desire. Another form of employee contribudes after retirement for full-time participants in small pri-
tion is a specified flat dollar amount per $1,000 of covervate estalishments. his coverage almost always contin-
age, such as 20 cents per $1,000 of coverage per month.ues for the rest of the retiree’s life, but the amount of the

benefit is usually reduced at least once during retirefhent.
Types and amounts of benefit formulas )

A flat dollar amount of insurance is the most prevalenfielated protection
means of providing life insurance protection for full-time Additional life insurance, supplementing basic coverage,
participants in small private establishments. Insuranc@ften is available. In virtually all cases, employees have to
amounts ranging from $5,000 to $25,000 are quite commadp@y the full premium for such beritsf Thetypical supple-
in such plans. Blue-collar and service workers are mucfental plan provides term life insurance in multiples of one
more likely to receive this type of benefit than professionalto three times annual pay, at the employee’s option. The
technical, and related workers or clerical and sales workergVailablity of supplemental coverage is more prevalent for
However, when provided, the flat-dollar amount of life in- €mployees who have their basic insurance determined by a
surance coverage is usually highest for the professional, techultiple-of-earnings formula than for those with a flat dol-
nical, and related workers. lar amount of coverage.

Basic coverage for most of the other full-time life insur- ~ Life insurance coverage for dependents also is available
ance participants is often linked to their earnings, enablinfp many participants. Workewsith this coverage are usu-
the level of protection to increase automatically with pay@lly required to pay the entire gmium. Themost preva-
The most common method of tying life insurance proteclent method used to provide dependent coverage is a flat
tion to earnings is to multiply the employee’s annual earndollar benefit. In such plans, spousal coverage typically pro-
ings by a factor of one or two and round the product to thaides benefits of $5,000 or more while coverage for chil-
next higher $1,000. For example, an employee earningren usually offers benefits of $1,000, $2,000, or $5,000
$22,700 would receive $46,000 of coverage under a pla€r child. Among other plans, the employee has the option
providing two times earnings ($22,700 x 2 = $45,400, whichC Select specific benefits.
rounds up to $46,000). Participants covered by these plans®Details on life insurance benefits for older workers are discussed by
may have a limit placed on the amount of coverage availMichael A. Miller in “Age-Related Reductions in Workers' Life Insurance,”

able. Such maximums usually range between $50,000 afpnthly Labor RevieySeptember 1985, pp. 29-34. .
$500 000 1For more information on retiree life insurance, see Margaret Simons

o o . and Cynthia Tiompson, “Life Insurance Benefits for Retired Workers,”
Other methods of providing life insurance protection covefonthly Labor Reviewseptember 1990, pp.17-21.



Service requirement Survivor income benefits
Life insurance participants often have to work a mini- A few full-time employees in small private establishments
mum period to qualify for the plan. The most prevalent serare covered by plans that provide a monthly income to sur-
vice requirements for such workers are 1 to 3 months. Howdving members of a deceased employee's family. These
ever, most of the other participant in life insurance plansurvivor income benefits are in addition to other benefits,
do not have to meet any qualifying service requirements. such as basic life insurance and survivor pension benefits.
Survivor income payments are generally a percentage of
Accident death and dismemberment the employee's pay or a flat dollas amount. Benefits usually
Accidental death and dismemberment insurance is avaitontinue for 24 months, although some continue until a spe-
able to about half of full-time employees in small privatecific event occurs, such as the surviving spouse remarries or
establishments. This insurance provides additional benefiteaches age 65, or surviving children reach a given age.
if a worker dies or loses an eye or a limb in an accident. The
accidental death and dismemberment benefit commonly? For more information on accidental death and dismemberment ben-
equals the basis life insurance benefits for accidental deatéfits, see Cynthia Thompson, "Compensation for Death and Dismember-
and a portion of that benefit for dismemberntént. ment,” Monthly Labor ReviewSeptember 1989, pp. 13-17.



Table 53. Life insurance: Summary of provisions, full-time

employees, small private establishments, 1994

Table 54. Life insurance: Method of determining basic

coverage, full-time employees, small private establishments,

Profes-
sional, . Blue-
techni- Clerical collar
All and
cal, and
em- sales .
Item ploy- and em. | Service
ces related ploy- em-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
basic life insurance ............. 21,955| 4,830| 7,904| 9,222
Percent
Total with basic life insurance ...| 100 100 100 100
Multiple of earnings benefit ... 32 38 39 22
Dollar amount benefit ........... 68 62 61 78
Benefits reduced for older
active workers ................. 27 29 32 21
Retiree coverage available ... 20 17 21 20
Supplemental coverage
available ...........ccccccceeee 29 29 34 25
Dependent coverage avail-
able ..o 31 31 33 29
Spouse coverage avail-
able ..o 31 31 33 29
Child coverage available .. 30 30 32 29
Required employee contri-
bution .....ccoeiiiiii 18 13 17 20

NOTE: Where applicable, dash indicates no employees in this category.

1994
Profes-
sional, Clerical Blue-
All techlnl- and collgr
em- cal sales an
Type and service
Ploy- | elated elm- em-
€S | em- | PY 1 poy-
ees
ploy- ees
ees
Number (in thousands) with
basic life insurance ............. 21,955| 4,830| 7,904| 9,222
Percent
Total with basic life insurance ...| 100 100 100 100
Multiple of earnings benefit 32 38 39 22
Fixed multiple of
earnings? ..........c....... 31 38 39 22
Multiple varies by
€arnings .......ocoee...... (&) () Y -
Multiple varies by
SEIVICE .oveveveriieirnne. H (Y Y H
Dollar amount benefit ......... 68 62 61 78
Flat dollar amount ........... 67 61 59 77
Dollar amount varies by
€arnings .........cceeeeens 1 1 1 1
Dollar amount varies by
SEIVICE .vvvieveeriiann, H (H H 1
Other ..ooveeievieiiee e Y (1) &) Y

1 Lessthan 0.5 percent.

2 Includes participants in plans in which insurance equaled a multiple of
earnings, plus or minus a specified amount.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 55. Life insurance: Flat dollar benefit amounts, full-time employees,
small private establishments, 1994

ProfeT- lerical | Blue-collar
_ Al sional, Clerica and
Amount of insurance technical, | and sales .
employees and related | employees service
employees
employees
Number (in thousands) with
dollar amount of basic life
iNSUranCe .........cccceeevvvveennnn. 14,947 2,987 4,784 7,176
Percent
Total with dollar amount of
basic life insurance ............. 100 100 100 100
Flat dollar amount ............. 98 98 98 98
Less than $5,000 .......... 4 1 2 6
$5,000 - $9,999 ............ 9 5 10 10
$10,000 - $14,999 ........ 41 35 40 44
$15,000 - $19,999 ........ 18 19 20 16
$20,000 - $24,999 ........ 10 14 10 9
$25,000 - $29,999 ........ 8 10 8 7
$30,000 - $49,999 ........ 5 7 6 4
$50,000 - $99,999 ........ 3 6 2 2
$100,000 and over ........ 1 3 1 H
Dollar amount varies by
€arnings ......coceveereeenns 1 1 2 1
Dollar amount varies by
SEIVICE .ovvvivevreriiaan, &) &) (Y 1
Average?
Average flat dollar amount of
basic life insurance ............. $15,935 $21,584 $15,693 $13,743

1 |essthan 0.5 percent.
The average is presented for all covered workers; averages exclude workers without the
plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals. Where
applicable, dash indicates no employees in this category.



Table 56. Life insurance: Multiple of earnings benefit amounts, full-time
employees, small private establishments, 1994

Profes- _ Blue-
sional, Clerical collar
All techni- and and
Formula em- cal, and sales service
ploy- related em- em-
ees em- ploy- |
ploy- ees ploy-
ees
ees
Number (in thousands) with
multiple of earnings basic
life insurance ............c.cc... 6,965 1,840 3,097 2,028
Percent
Total with multiple of earnings
formula .......ccooeviiiiii, 100 100 100 100
Flat multiple-of-earnings2 99 100 99 98
Lessthan 1.0 ................ 3 4 2 4
49 38 50 58
11 14 10 10
27 32 28 21
3 2 4 4
4 6 3 2
2 4 2 1
Multiple varies by
€arnings .........cccoveven... &) Y 1 -
Multiple varies by service 1 &) 1 2
Average3
Average flat multiple of
earnings formula ................. 15 1.7 15 1.4

1 Less than 0.5 percent.

2 Includes participants in plans in which insurance equaled a multiple of earnings, plus or

minus a specified amount.

3 The average is presented for all covered workers; averages exclude workers without the

plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals. Where

applicable, dash indicates no employees in this category.



Table 57. Life insurance: Maximum benefits placed on multiple of earnings

formulas, full-time employees, small private establishments, 1994

Profes- . Blue-collar
sional, Clerical
. All ) and
Maximum employees technical, | and sales service
and related | employees employees
employees
Number (in thousands) with
multiple of earnings
formula ......ccooeiiiiiii, 6,965 1,840 3,097 2,028
Percent
Total with multiple of earnings
formula .......cooeviiiiiiee, 100 100 100 100
With maximum benefit
amouNt ......ooevvvieiieeennns 57 65 63 40
Less than $50,000 ............ 1 &) 1 1
$50,000 - $99,999 . 20 19 22 19
$100,000 ...ooovveiiieiieiiiene 8 12 8 4
$100,001 - $249,999 ........ 11 15 12 5
$250,000 - $499,999 ........ 10 13 10 6
$500,000 ....oovieiiieiieiiene 4 4 5 4
$500,001 - $999,999 ........ 1 &) 1 Y
$1,000,000 or more .......... 3 2 4 1
No maximum specified ......... 34 26 27 53
Not determinable 9 10 10 7
Average?
Average maximum .................... $237,305| $217,830| $268,513| $190,133

1 | ess than 0.5 percent.

The average is presented for all covered workers; averages exclude workers without the

plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals. Where
applicable, dash indicates no employees in this category.



Table 58. Life insurance: Minimum benefits placed on multiple of earnings
formulas, full-time employees, small private establishments, 1994

Profes- . Blue-collar
sional, Clerical
- All ) and
Minimum technical, | and sales N
employees service
and related | employees
employees
employees
Number (in thousands) with
multiple of earnings
formula ................ 6,965 1,840 3,097 2,028
Percent
Total with multiple of earnings
formula ... 100 100 100 100
With minimum benefit
amount .......cceeevienieinine. 11 9 12 12
Less than $5,000 . 1 1 2 H
$5,000 - $9,999 ... 1 2 1 H
$10,000 - $24,999 .. 7 5 9 7
$25,000 - $49,999 .. 2 2 1 3
$50,000 - $74,999 ..... hH Y H &)
No minimum specified ... 76 75 74 78
Not determinable .................. 13 15 13 10
Average?
Average minimum ..........ccccceeeen $14,266 $14,268 $11,935 $17,976

1 | essthan 0.5 percent.

The average is presented for all covered workers; averages exclude workers without the

plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals. Where
applicable, dash indicates no employees in this category.

Table 59. Life insurance: Retiree coverage, full-time
employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
All techni- and collar
cal, and
em- sales .
Coverage and service
ploy- em-
ces related lov- em-
em- ploy ploy-
ees
ploy- ees
ees
Number (in thousands) with
basic life insurance ............. 21,955| 4,830| 7,904| 9,222
Percent
Total with basic life insurance ...| 100 100 100 100
With retiree coverage ......... 20 17 21 20
Employer paid .. 10 7 8 12
Retiree paid .. 8 8 10 6
Jointly paid 1 H 1 1
Source of payment
unknown ...........ce...... 1 2 2 1
No retiree coverage ............ 7 81 i 76
Not determinable ................ 3 2 2 4

1 Lessthan 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 60. Life insurance: Reductions in benefits for retirees,

full-time employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
All techni- and collar
. . em- cal, sales an_d
Reduction policy and service
ploy- em-
ces related ploy- em-
em- ploy-
ees
ploy- ees
ees
Number (in thousands) with
basic life insurance ............. 21,955| 4,830| 7,904| 9,222
Percent
Total with basic life insurance ...| 100 100 100 100
With retiree coverage ......... 20 17 21 20
No reductions ................. 4 2 5 3
With reductions
Reduced once .......... 8 7 8 10
Reduced more than
(o] 4 (o1 3 3 3 3
Reduction not
determinable ............. 4 5 5 4
No retiree coverage ............ 77 81 77 76
Not determinable ................ 3 2 2 4

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 61. Life insurance: Method of reducing benefits for
retirees, full-time employees, small private establishments,
1994

Profes-
sional, . Blue-
techni- Clerical collar
All and
em- cal, sales and
Method and service
ploy- em-
cos |TElated| o0 | em-
em- ploy ploy-
ees
ploy- ees
ees

Number (in thousands) with

retiree coverage .........c.c...... 4,317 840| 1,670| 1,807

Percent
Total with retiree coverage ....... 100 100 100 100
With reductions .............ccuvvee. 59 59 53 66
Percent of coverage ............. 9 14 10 7
Percent of coverage with
minimum and/or
mMaximum ..........ccceeuvvneen.. 2 2 1
Percent of salary ................. 1 (Y 1 1
Percent of salary with
minimum and/or
MaXimUM ..o 1 3 1 Y
Minimum and/or maximum
benefitonly ........cc.c.... 1 2 1 1
Flat amount ...........cccccvevvenn. 18 12 19 20
Other ....cccovveevieeeee s 1 1 1 -
Not determinable .................. 26 25 17 35
No reductions ........cccceeevveeennns 18 13 24 15
Reductions not determinable .... 23 28 23 19

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 62. Life insurance: Supplemental coverage, full-time
employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
All techni- and collar
cal, and
em- sales :
Coverage and service
ploy- em-
ces related lov- em-
em- ploy ploy-
ees
ploy- ees
ees
Number (in thousands) with
basic life insurance ............. 21,955| 4,830| 7,904| 9,222
Percent

Total with basic life insurance ...| 100 100 100 100

With supplemental coverage .... 29 29 34 25
Employee paid ..........cccceene 26 27 29 23
Jointly paid ........cccoovieriiiienne 1 1 2 1
Flexible benefits .................... 1 1 2 1
Composite rate ..................... Y 1 Y Y
Financing not available ......... H (H &) H

No supplemental coverage ....... 69 69 65 72

Not determinable ..................... 2 1 1 3

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.

Table 63. Life insurance: Availability of supplemental
coverage by method of determining basic coverage, full-time
employees, small private establishments, 1994

Profes-
sional, Clerical Blue-
All techni- and collar
cal, and
em- sales )
Type and service
ploy- em-
ces related lov- em-
em- ploy ploy-
ees
ploy- ees
ees
Number (in thousands) with
basic life insurance ............. 21,955| 4,830| 7,904| 9,222
Percent

Total with basic life insurance ...| 100 100 100 100

Multiple of earnings formula ..... 32 38 39 22
With supplemental benefits .. 15 15 20 10
Without supplemental

benefits ... 17 23 19 12
Not determinable .................. Y (Y &) Y

Flat dollar amount formula ........ 68 62 61 78
With supplemental benefits .. 14 14 14 15
Without supplemental

benefits ... 52 47 46 60
Not determinable .................. 2 1 1 3

Other formula ..........c.coovvveveenn H H Y H
With supplemental benefits ..| (1) (H M -
Without supplemental

benefits ........ccocovvveveen Y - - Y

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Table 65. Accidental death and dismemberment insurance:
Method and amount of coverage, full-time employees, small
Table 64. Life insurance: Dependent coverage, full-time private establishments, 1994
employees, small private establishments, 1994

Profes-
Profes- sional, . Blue-
sional . Blue- techni- Clerical collar
| Clerical All | and d
techni- collar ~ cal, an
All and em sales :
cal and Amount of coverage and service
em- y sales . ploy- lated | €™ N
Coverage and service relate lov- em
ploy- em- ees _ ploy lov-
ces related lov- em- em ees ploy
em- F;e); ploy- ploy- ees
ploy- ees ees
ees
Number (in thousands) with
Number (in thousands) with AD&D insurance ................. 17,178| 3,968| 6,087| 7,122
basic life insurance ............. 21,955| 4,830| 7,904| 9,222
Percent
Percent
Total with AD&D insurance ....... 100 100 100 100
Total with basic life insurance ... 100 100 100 100
Multiple of life insurance ....... 90 91 91 90
With dependent coverage ......... 31 31 33 29 Flatamount ...............c...cc.... 6 4 5 8
Employer paid ............... 8 8 6 9 Multiple of earnings .............. 3 3 3 2
Employee paid . 19 21 23 15 Other .....ooovvvvvieeiieeiiiiiiiieiiiins 1 2 1 1
Jointly paid ........cccooieiiiiiene 1 1 1 2
Source of payment unknown 1 H 1 1
Flexible benefits .................... 1 1 2 Y
Composite rate ............coc.cu... 1 1 1 2 NOTE: Because of rounding, sums of individual items may not
No dependent coverage ........... 67 68 65 69 equal totals. Where applicable, dash indicates no employees in this
Not determinable ...................... 2 1 2 3 category.
Table 66. Life insurance: Eligibility requirement, full-time
1 Less than 0.5 percent employees, small private establishments, 1994
NOTE: Because of rounding, sums of individual items may not equal totals. _
’ L e Profes
Where applicable, dash indicates no employees in this category. .
sional, . Blue-
. | Clerical
techni- collar
All and
cal, and
) . em- sales :
Length-of-service requirement and service
ploy- em-
related em-
ees ploy-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
basic life insurance ............. 21,955| 4,830 7,904| 9,222
Percent

Total with basic life insurance ...| 100 100 100 100

With service requirement .......... 54 46 54 59
1 month ..o 19 20 23 16
2months ....ccoocvveiiiiiencen 6 4 4 9
3 months ....ccooevviiiiiiiee 19 14 19 23
4-5months .....cccoovieeiiiinene 1 1 1 1
6 Months ......cocvevviiiieiecee, 6 3 5 8
7-11months .....covevveeenn. Y 1 Y 0
12 months .....coovveeiiiiieeieen. 3 2 2 3
Greater than 12 months ........ H - Y H

No service requirement ............ 22 25 23 20

Closed to new employees ........ H (H M H

Not determinable ...................... 23 30 23 20

Average?
Average service requirement
(in months) ......ccecvveeiiieens 3.1 2.8 3.0 3.3

1 Less than 0.5 percent.
The average is presented for all covered workers; averages exlude
workers without the plan provision.

NOTE: Because of rounding, sums of individual items may not equal totals.
Where applicable, dash indicates no employees in this category.



Chapter 6. Defined Benefit Plans

A defined benefit pension plabligates an employer to as the average over a 5-year period. Such formulas usually
provide retirement benefits calculated by a formula specidesignate the 5 con-secutive years with the highest earnings
fied in the plan. Benefits generally are based on salary, yeaosit of the last 10 years before retirement.
of service, oboth. Anemployer, however, ordinarily has  Participants in plans with terminal-earnings formulas fre-
considerable latitude in financing these benefits. Most fullquently have benefit formulas that vary according to ser-
time employees in small private establishments are not ofdce, earnings, or a combination of the two factors. As an
fered defined benefit pension plans. However, in recent yeaexample of variation by earnings, a terminal-earnings for-
defined contribution plans have become increasingly prevanula might credit an employee with 1 percent of earnings
lent. Defined contribution planswhich specify employer up to the first $12,000 in each year of service plus 1.5 per-
and—if applicable—employee contributions, but do notcent of the earnings exceeding that amount. If total earn-
guarantee a specific benefit, are discussed in the next chapgs were $40,000 and service was 30 years, the annual pen-
ter. sion payment would be computed as follows:

The Employee Benefits Survey captures data on a variety

of defined benefit pension plan provisions, such as: 1 percent times $12,000 ........ccceererrrierienieeeiee e $120
P P P 1.5 percent times $28,000........ccccevceveiiieeenieeee e $420
Total credits per year of service ..........cccccevvevieneen. $540

* Formulas for calculating benefits;

How benefits are coordinated with Social Security pay- Credits ($540) times 30 years = annual benefit..16,300

ments; Similarly, formulas based on career earnings can provide
participants with percentages that vary, usually by earnings.

The earnings used to compute pension benefits for earn-
Survivor annuities; ings-based formulas commonly include only “basic” earn-
ings, that is, straight-time edngs. WWhen additional earn-
ings are part of the benefit calculation, such earnings may
* Availability of supplements to normal and early retire-include overtime pay, shift differentials, bonuses, and com-

ment pension benefits; missions.

Most plans that do not use a percent-of-earnings benefit
formula specify aollar amountto be paid for each year of
* Vesting schedules; service; for example, a plan might pay $20 monthly for each
of an employee’s 30 years of service, thus yielding a pen-
sion of $600 a month. Although the dollar amount in these
Employee contributions; and formulas can vary with an employee’s earnings or service,
the usual method is to multiply a uniform (single) dollar
amount by years of service.

Benefit formulas The basis of pension payments can differ sharply by em-
Earnings-based formulaequently are used to deter- ployee group. Taditionally, white-collar participants are
mine retirement payments for employees covered by degsrovided earnings-based pensions. Although this basis also
fined benefit pension plans. Such formulas pay a flat peis used for blue-collar participants, dollar-amount formulas

cent of the employee’s annual earnings per year of serviage also common for them.

(for example, 1.5 percent of earnings times 30 years of ser-In addition, two other types of defined benefit pension

vice, or 45 percent of annual earnings), or a percent thdormulas are usedPercent-of-contribution formulaspecify

varies by service, earnings, or age. a periodic contribution by an employer, and occasionally
Approaches to calculating annual earnings and the ratey an employee, to a plan. Benefits are a percent of total

paid per year of service vary. For many participants witlcontributions, for example, 1 percent of total contributions

earnings-based formulas, pensions are based on earningp@r month; if career contributions totaled $40,000, then

the final years of employmerte¢minal-earnings formula ~ monthly pension benefits would equal $4@&sh account

for the remainder, an average of career earnings is caed ( pension formulaspecify an employer contribution and a

reer-earnings formulp Terminal earnings often are defined rate of interest on that contribution. Benefits are computed

Ceilings on benefit payments;

* Age and service requirements for retirement;

* Disability retirement benefits;

* Postretirement pension increases;

* Plan participation requirements.



as a percent of each employee’s account balance. Althoughange resulted frorhe Tax ReformAct of 1986, which

both percent-of-contribution and cash account pension foimposed new rules for pension plans that coordinate with

mulas resemble the formulas in defined contribution plansSocial Security benefits.

the Internal Revenue Service classifies these plans as de-

fined benefit plans because the employer guarantees a céfaximum and minimum benefit provisions

tain level of benefits. The Employee Retirement Income Security Act of 1974
In some pension plans, participants are eligible to receivERISA) and subsequent amendments place ceilings on the

benefits from either primary or alternative formulas, which-size of annual pensions from defined benefit plans. These

ever yields a greater beiteflternative formulas often are restrictions largely affect only highly compensated em-

included to provide a minimum level of benefits for persongployees. Many plans, however, have provisions that restrict

with short service or low earnings. For example, a plan magenefit levels for all participants. For example, some par-

have the two following formulas: a primary formula of 1.25ticipants are in plans that limit the number of years of ser-

percent of average career earnings times years of servigiEe included in benefit computations; maximums of 30 to

and an alternative formula of $15 a month (or $180 a yea#0 years are typical. For other participants, annual pensions

for each year of service. In this case, the alternative formul@usually including Social Security payments) can not ex-

provides a higher benefit for persons with average careeeed either a specified percent of average annual earnings,

earnings of less than $14,400 a year. or a specified dollar amount.
) ] ) ) In some pension plans, participants can be covered by a
Private benefits and Social Security payments provision for a minimum retirement benefit, regardless of

Regardless of whether they provide private retiremenjge or service. Such minimum benefits provide a level of

plans, all employers (except certain exempted ones) shaggotection, such as a flat amount of $100 a month, below
the cost of Social Security coverage equally with their emghich retirement benefits can not fall.

ployees. Because many plan sponsors feel that private pen-
sion and Social Security benefits should not be duplicativayiethods of payment

pension plans may contain Social Security integration pro- The penefit formulas just described are used to compute
visions. Such integration may take the form of an offsef strajght-life annuity that is, a periodic payment for the
provision, under which part of the Social Security benefit igife of the retiree, with no additional payments to survivors.
subtracted from the annuity, or a provision to calculate th@yefined benefit pension plans offer a variety of additional
pension at a lower rate for earnings below the Socighayment methods, although each is based on the straight-
Security taxable wage ba¢han for earnings above the |ife annuity. For married employees, the standard benefit
base. _ o ~prescribed by law ithe joint-and-survivor annuitywhich
Social Security offsets are usually applied immediately,oyides payments to a surviving spouse after a retiree dies.
upon retirement, whether or not the retiree is eligible fokg,ch employees may choose a straight-life annuity or some
Social Security benefits. The offset typically is specified a$ther form of benefit, but only upon written approval of
a small percentage of the Social Security payment, for eXoth the employee and spouse.

ample, 1 percent times years of service. Frequently there is opother optional method of payment is for the employee
a maximum offset, such as 50 percent of the Social Security receive some or all of the pension benefit lanap-sum
payment. ) _ payment. Tis lump sum provides the employee with the
Plans that apply lower pension benefit rates to aRctyarial equivalent of all or part of the annuity. Commonly,
employee’s earnings below a specified level and higher rat@shly a full lump-sum option is available. If a participant
above that level are known as “step-rate excess” plans. Fglects a full lump-sum distribution, he or she receives no
example, a plan may provide a benefit equal to 1 percent @firther benefits from the pension plan. Where a partial dis-
earnings up through the Social Security taxable wage baggpytion is available, the participant generally receives a

and _1.5 percent of earnings above the base for each year,gfjced annuity for the remainder of her or his life.
service.

Benefit formulas are often coordinated with Socialgyryvivor annuities

Security for pension plan participants. In 1989 and earlier gR|sa also requires defined benefit pension plans to
surveys in medium and large private establishments, theovide a spouse with at least 50 percent of the retiree’s
offset approach to coordinating private pension plans a”ﬂayments after the retiree’s deawhen this type of pen-

Social Security was more prevalent than the step-rate eXjon is paid, the employee will generally receive a lower

cess approach, especially among terminal-earnings-basgdnefit during retirement to account for the likely increase
plans. Since 1991, step-rate excess plans in all private sec-

tor EBS have been the most frequently observed method of**For a comprehensive analysis of pension benefit formulas integrated

; ; : ; _ ;with Social Securitysee Avy D. Gaham, “Coordinating Private Pension
coordlnatlng benefits for all earnings based plans. Thlgenefits with Social SecurityfMonthly Labor RevieyMarch 1984, pp. 35-

2The Social Security taxable wage base increases annually. In 199338.
was $57,600.



in the length of time the plan will have to make paymentsif elected. The employee normally pays this cost through a
When the retiree dies, a pension benefit will be payable fasmall deduction in the pension, ultimately payable to either
the life of the surviving spouse. All defined benefit pensiorthe employee or the surviving spouse.
plan participants have survivor annuity options available to Other participants have a preretirement survivor annuity
them?s calculated as a portion of their accrued benefit (the benefit

The prevalent type of survivor beneﬁts_joint-and-sur-eal’ned as of the date they died, without a joint-and-survivor
vivor annuities—provides a reduced benefit to the retireéeduction). If an active employee dies after completion of
and a percentage of that reduced benefit to the spouse ugbg vesting requirement, a typical survivor would receive
the retiree’s deth. The eduction may be a percent of the @n annuity equal to 50 percent of the employee’s accrued
benefit—for example, 10 percent—or may be actuariallyPenefit to date. Payments may be reduced by the early re-
determined based on the life expectancy of the retiree arftiement adjustment, and begin when the employee would
spouse. Although some participants have plans that offdlave reached early retirement age. If the employee lives to
0n|y one joint_and_survivor Option that pays a Survivingbecome el|g|b|e for eal’ly retirement, the survivor benefit in
spouse 50 percent of the retiree’s adjusted pension, mafijany cases switches to the equivalent of a 50-percent joint-
participants have a choice of two alternative percentages 8pd-survivor benefit calculated as if the employee had re-
more (for example, 50, 67, or 100 percent) to be continuetfed on the day of death. (When provisions change based
to the spouse, with corresponding reductions in the employ2n age of the employee, the earliest available preretirement
ees’ annuities. In some cases, when the spouse predecea®#¥ivor annuity is tabulated.)
the retiree, the retiree’s unreduced benefit may be restored.Some plans also provide lump-sum death benefits to the

Unlike joint-and-survivor annuities, survivor annuities survivors of employees who die before retirement. Payments
based on the retiree’s accrued benefit do not reduce tr@e in the form of a flat amount, such as $3,000, or the equiva-
employee’s pension to adjust for survivor bésefThe re- lent of a specified number of monthly retirement payments,
tiree receives the straight-life annuity; following the retiree’ssuch as 60.
death, the spouse receives a percent of that annuity—often )
50 percent. Normal retirement

Some pension plans provide a lump sum or installment Many of the defined benefit pension plan participants in
death benefit to the survivor of a deceased retiree. Paymerfi@all private establishments can retire before age 65 and
are in the form of a flat amount, such as $5,000, in additioftill receive full private pensions (normal retirement ben-
to the survivor annuitpr a certain number of month|y pay- EfltS) Participants who are required to be age 65 to receive
ments, such as 60 or 180, less payments already received $yreduced benefits usually do not have to satisfy a length-
the retiree. The latter usually occurs when the retiree arff-service requirement; however, some plans may require
the spouse do not elect to take the joint-and-survivor annyrorkers hired after age 60 to complete at least 5 years of
|ty Option_ service.

A few pension plans provide survivor benefits for chil- When plans permit normal retirement prior to age 65,
dren, usually after the retiree with no surviving spouse dieghey generally impose a minimum service requirement. For

Commonly, the payment is a monthly flat-dollar amount toexample, normal retirement at age 60 and 62 is available to
each child. a large number of participants, but these workers can also

have a service requirement, commonly 5 or 10 years. Par-
Preretirement survivor benefits ticipants who can retire with unreduced benefits prior to

The normal defined benefit pension plan offers survivoA9€ 60, including those Who_ can retire at any age, usually
benefits in case the employee dies before retirement. P:R?VE to work a Very long p_er_lod, such as, 30 years. )
ticipants usually have to be vested, thahise a perma- Plans that require combining a worker’s age and service
nent right to accrued pension benefits before plans WOU|H)_ reach a spe_zcmed sum, such as _80 or 85,_for retirement
make such benefits available. Very often, a surviving spous\é{'th full benefits cover SOme partlc_|p_ants. This typ_e _Of ar
would receive an annuity equivalent to the amount payabIEangement usgally specifies a minimum age. Minimum
if the employee had retired on the day prior to death with 5engths of Service are Iess_common.
joint-and-survivor form of payment in effect. Most survivor Afew pension plans prowd_e mor_1thly payments to supple-
pensions like these are based on an early retirement benehENt normal retwement pension betsef!'h_ese suppleme_nts
and, aside from the joint-and-survivor reduction, are pro?re usually found in plans where participants can retire be-

vided at no cost to the employee. For some participantéore age 62 and generally last until retirees are eligible for

however, preretirement joint-and-survivor protection maySOCIaI Security benefits.
involve an extra cost to the employee and is available onIE _
arly retirement

% Survivor benefits are discussed in more detail in Donald Bell and It 'S_ CommonI)_/ perm_|SS|bIe for emp_loyees participating
Avy Graham, “Surviving Spouse’s Benefits in Private Pension Plans,in defined benefit pension plans to retire before normal re-

Monthly Labor ReviewApril 1984, pp. 23-31. tirement age and receive an immediate, but reduced,



pension. Early retirement normally is solely at the em+etirement benefits are often greater than immediate pen-
ployee’s option; plans generally do not require employesion, primary because the time during which LTD benefits
approval for early retirement benefits. The amount of amre paid is typically added to an employee's length of ser-
early retirement pension is reduced because benefits begiite for computation of pension benefits. (See chapter 3 for
at an early age, and the retiree is expected to receive pldetails of LTD benefit plans.)
payments over a longer period. Eligibility for disability retirement benefits usually de-
Early retirement benefits are generally computed basepgends on length of service; often 10 years or more are re-
on the normal retirement formula. The benefit is then required. Some plans, however, have no age or service re-
duced by a percentage (factor) for each year between tly@irement or require participants to meet the qualifications
actual and normal retirement ages. If a plan’s normal retiresf their LTD plans, which usually impose service require-
ment age is 62, for example, and the reduction factor is Bients of 6 months or less.
percent, a person retiring at age 59 would receive 82 per-
cent of the normal formula amount (that is, the person losegesting
6 percent for every year under the normal retirement age). Even when an employee leaves an employer before be-
In addition to the 18-percent reduction for early retirementcoming eligible for either a normal, early, or disability re-
the annuity in this example would be based on fewer yeatgement benefit, a plan may ultimately pay a pension. If
of service and possibly lower earnings than at age 62. certain conditions are satisfied at the time of separation,
The reduction factor may be uniform or may vary by agavorkers have a vested interest in all or a portion of their
or service. For example, reduction factors may differ foraccrued pension benefits and may begin receiving benefits
each year of early retirement, based on the employee’s lifeears later.
expectancy at that age (actuarial reductions), or the reduc- Although all pension participants are entitled to vested
tion factor may differ for age brackets of several years inbenefits under ERISA, some variations exist as to when vest-
stead of changing each year. Many participants with earling occurs. As a result of the Tax Reform Act of 1986, how-
retirement opportunities have uniform reduction factors, foever, most plan sponsors have shortened their vesting sched-
example, 4 or 6 percent, for each year of early retirementles in the past few yeats.For example, participants in
In plans with a lower uniform reduction, such as 3 percentlefined benefit pension plans normally have to complete 5
per year, the employer subsidizes some of the early retirgears of service at any age before benefits are guaranteed
ment benefit by making the reduction less severe than {tliff vesting). Most of the remaining participants are in plans
benefits are computed actuarially. requiring 10 years of service. Participants not in plans with
A small number of pension plans provide additionalcliff vesting are covered by a graduated vesting provision,
monthly payments to supplement the early retirement perwhich increases the portion of guaranteed benefits as years
sion if employees retire after meeting a specified age aof service increase. Full vesting usually comes after 7 years.
length-of-service requirement generally higher than the Maost commonly, participants accrue years of vested ser-
minimum needed to retire. Plan sponsors include thesdce regardless of age, although a few can be affected by
supplementary benefits either to induce older workers tthe plan sponsor’s right to exclude years of service before a
retire or as a reward for long service. Supplements genespecified age in determining vesting eligibility.

ally last until Social Security benefits are payable. Unreduced vested pension payments begin at the plan’s
normal retirement age, based on the benefit formula in ef-
Disability retirement fect when the employee left the plan. As an alternative, ter-

A career-ending disability may entitle an employee to aninated and vested participants may receive a reduced pen-
pension before retirement age. If the disability satisfies theion prior to normal retirement age if the participant had
plan’s definition of total disability, pension benefits often satisfied the early retirement service requirement before leav-
begin immediately.When an employer provides other sourcdégg the plan.
of disability income, such as long-term disability insurance, For terminated and vested employees who wish to receive
the plan might defer disability retirement benefits until thea pension beginning prior to normal retirement age, ERISA
other forms of income have ceased. Most pension plan paiequires the benefit to be at least the actuarial equivalent of
ticipants are covered by some type of disability retirementhat would have been received starting at age 65. The actu-
provision. arial equivalent benefit is a reduced amount determined by

While blue-collar workers with disability retirement the life expectancy at the age that pension payments begin.
coverage are generally in plans with immediate benefitgAlthough under ERISA the reduction factor used in deter-
many white-collar workers are in plans that defer benefitgnining the pension for terminated and vested employees
Workers with deferred benefits often receive long-term discan be more severe than for early retirement, the
ability insurance (LTD) benefits that typically provide 50 same factor is used in plan covering many participants with
or 60 percent of earnings at the time of disability; this freportability provision. When reductions differ, it is common
quently exceeds the amount that pension plans with imme- pyitiemployer plans may continue to use 10-year vesting schedules
diate disability retirement provide. Furthermore, deferredpursuant to a collectively bargained agreement.



to provide actuarial reductions to deferred vested benefitsurvey. Ad hoc increases are usually more common than
eliminating the subsidy employers give to employees choosutomatic postretirement adjustments (usually annual ad-

ing early retirement’ justments based on CPI changes) in the private sector.
Because the survey captures the number of current em-
Portability ployees covered by defined benefit pension plans and not

When employees change employers, vested pension belfte number of retirees, the survey cannot specify the pro-
efits are frequently held by the employer until the employe®ortion of annuitants actually receiving postretirement pen-
reaches retirement age. Alternatively, a plan may include gjon increases. Thus, the following statements relate to the
portability provision, that is, the ability to transfer years ofProvisions for postretirement increases among active plan
credited service or accumulated benefits from one employdiarticipants.
to another. Current'y, it is not very common for emp|0yees Ad hoc pension increases are not direCtly linked to a cost-
with a defined benefit pension plan to be covered ipp#- of-living index. Instead, retirees’ current pensions usually
ability provision. Commonly, these participants are coveredncrease by a percent of the present benefit, commonly a
by either a multiemployer plan established by a union or &niform amount. For example, a plan may provide a 5-per-
single employer plan offered by an establishment that has@&nt pension increase to all individuals who retired prior to
reciprocity agreement with related establishments, such d8€ survey year. Other plans may provide greater pension
in the utilities industry. In these plans, if a vested employe#creases for individuals retired longer. For instance, a plan
moves to another employer, benefits from the prior employeiight grant a 5-percent pension increase if retired 10 years
usually in the form of years of credited service are transOr less, and a 10-percent increase if retired more than 10
ferred over to the new employer. Some participants covere(fars.
under a portability provision may have an option to cash Insome instances, formulas to compensate for increases

out vested pension benefits valued at greater than $3,500.the cost of living are based on changes in the BLS Con-
sumer Price Index. Adjustments can be restricted, however,

Postretirement pension increases by provisions that limit the benefit change to a portion of

Inflation can severely erode the purchasing power of §1& CPI change or by ceilings (generally 3 percent or less)

fixed pension over a worker’s retirement years. To guaréDn the periodic increase that can be applied. Plans provid-

against this, some pensions are adjusted on a discretionj%?n‘i(s)St'Of'“V'ng increases usually call for annual adjust-

basis, and others are subject to automatic increases sp <
fied in the pension plans. The Employee Benefits Surve I
mployee contributions

studies automatic increases and discretionary, or ad ho Th : i he full ¢ defined b

increases granted during the 5-year period prior to the surveé/_ € employer usuafly pays the fu cos_t or defined ben-
fit pension plans for private sector participants (table 6).
For employees who have to pay part of the cost, contribu-

” o . . . _
For additional details on plan vesting requirements, segjqng are most commonly expressed as a percent of earn-
Avy D. Graham, “How Has Vesting Changed Since Passage of Employee

Retirement Income Security ActMonthly Labor ReviewAugust 1988, ings. Most part|_0|pants in contributory plans pay a flat per-
pp.20-25. cent of all earnings, for example, 3 or 4 percent.



Chapter 7. Defined Contribution Plans

Defined contribution plans generally specify the level ofPlan types

employer contributions to a plan, but not the formula for Defined contribution plans may be classified by type of
determining eventual benefits as in a defined benefit plamlan (table 1). The survey provides data on the following
Instead, individual accounts are set up for participants, ariypes: Savings and thrift plans, deferred profit-sharing plans,
benefits depend on amounts credited to these accounts, plioney purchase pension plans, employee stock ownership
investment earnings. Although employers normally guaranplans (ESOP’s), and stock bonus pl&nSavings and thrift

tee they will make contributions, the employee bears thend money purchase pension plans are common among
risk of fluctuation in investment earnings. Full-time employ-white-collar workers, while deferred profit-sharing plans are
ees in small private establishments are more likely to beften common among both white-collar and blue-collar
covered by a defined contribution plan than a defined berworkers. Stock plans cover only a small portion of em-

efit plan. ployees.
This chapter examines details of defined contribution Participants in defined contribution plans often make
plans, including: contributions to their plans. In savings and thrift plans, par-
ticipants are required to make contributions as a condition
Types of defined contribution plans available; of joining the plan, with the employer matching some or all

Provisions, such as contributions and distributions,Of the _emp_loyee co_ntribution. _In contrast, nearly all _par'Fici-
. . pants in private defined benefit plans have all contributions
associated with several types of plans; and made by the employer.
Pretax arrangements, known as 401(k) plans, and  Employees may receive retirement benefits from defined
their unique features. benefit plans, defined contribution plans,bath. A large
number of participants are enrolled in more than one plan.
Since 1975, when the Employee Retirement Incom&vhen more than one plan is available, the employer most
Security Act (ERISA) became effective, the number of pareften provides a defined benefit plan and a savings and thrift
ticipants in private sector defined contribution plans has riseplan.
steadily, while the number of participants in defined benefit Another type of plan frequently encountered is a 401(k)
plans has increased only slightly. Most of the recent participlan (named after the applicable section of the Internal
pation growth in defined contribution plans is occurring inRevenue Code). Such plans, also known as cash or deferred
new plans, particularly in 401(k) type plans, which offerarrangements, are usually features of other defined contri-
cash or tax-deferred options on currently taxable comperbution plans that give employees the opportunity to defer
sation?® income and taxes into the future. The features of these plans
Defined contribution plans are primarily designed toare discussed in more detail at the end of this chapter.
provide retirement benefits. Most retirement plans do not
allow withdrawal of employer contributions until retirement Savings and thrift plans
age, death, disability, separation from service, agk 58r Savings and thrift plans enroll a large number of the de-
hardship. However, some plans may impose less stringefihed contribution plan participants in small private estab-
restrictions for withdrawal of employer contributions, for lishments. Under these plans, employees may contribute a
example, permitting one or two withdrawals per year, opredetermined portion of earnings (usually pretax) to an ac-
allowing withdrawal after 2 or 5 years of servitblever-  count, all or part of which the employer matches. Contribu-
theless, these defined contribution plans may also furnisfions are invested in various vehicles, such as stocks, bonds,
retirement income because withdrawals of the employer'asnd money market funds, as directed by the employee or
contributions are voluntary, not mandatory. For purposes afmployer, depending upon the provisions of the plan.
the Employee Benefits Survey, all defined contribution planglthough usually designed as a long-term savings vehicle,

are considered retirement plans. savings and thrift plans may allow withdrawals for speci-
28For more information on the growth of 401(k) plans, see U.S. Depart-

ment of Labor, Pension and Welfare Benefits Administrafuivate Pen %Plans that allow the purchase of company stock at below market value

sion Plan BulletinNo. 2, Summer 1993. (stock purchase plans) serve to accumulate financial assets and are consid-

2Such withdrawals, while permitted by the plan, may trigger current in-ered separate employee benefits in chapter 1. They are not included among
come tax liability and tax penalties for the recipient. the defined contribution plans designed for retirement purposes.



fied conditions (such as medical and educational expenseggntracts, government securities, money market funds, and
and may allow participants to borrow funds from their aciong-term interest bearing securities such as corporate bonds
count. Also many savings and thrift plans allow partici-and Treaury notes. The umber of choices in these plans
pants to transfer or “rollover” amounts received from a plan/aries from two to seven or more. Customarily, employees
of a former employer. Such a rollover continues the tax deare allowed to split their contributions among the various
ferral on money that had been sheltered from taxes by thﬁ)tions—typically in multiples of 10 or 25 percent. For ex-
employee’s former employer. ample, a participant may choose to invest 50 percent in com-
pany stock and 50 percent in government securities. In ad-
Employee contributionsSavings and thrift plans allow em- gition, plans often permit participants to change their in-
ployees to choose from a range of contribution rates. A plagestment choices periodically, such as 2 or 4 times per year.
for example, might allow employee contributions of any  Qverall, employees have less flexibility in how employer
amount from 5 to 20 percent of pay. Maximum contribu-contributions are invested. When no choice is allowed, plans

tions are commonly 10, 15, and 16 percent. typically specify that the matching contribution is invested
The ability to make employee contributions on a pretaXn company stock.

basis, known as salary reduction, has, after only a few years,

become a dominant feature of savings and thrift plansyjthdrawals and loansPrior to normal payout at retire-
Nearly all participants in savings and thrift plans are alment, disability, or termination of employment, many par-
lowed to make pretax contributions. ticipants in savings and thrift plans are allowed to withdraw
The provisions governing pretax contributions varya|| or a portion of employer contiitions. Aswithdrawal
widely. For example, many participants in plans featuringyrovisions are canceled or further restricted (typically due
pretax contributions are allowed to make only pretax cong the tax penalties associated with withdrawals), loan pro-
tributions; some have an option to make either pretax Qfisions (discussed later in this section) have become more
posttax contributions; and others must make at least somgailable.
of their contributions on a pretax basis. Many participants in plans permitting withdrawal of
The tax status of employee contributions is importanemployer contributions are only allowed access to funds for
not only because of the current deferral of income taxesardship reasons, such as medical or educational expenses.
but also because an employee may not withdraw pretax coTthe remaining participants can withdraw employer contri-
tributions from his or her account—except in limited circum-putions for any reason.
stances—without tax penalties. Withdrawals of employer contributions may also be sub-

. o L ject to a variety of other restrictions. For example, some
Employer-matching contribution&€mployers give incen- ‘o yicinants who are allowed to make withdrawals can only
tives for participating in a savings and thrift plan by matchy, .t qraw part of their employer's conttition. Addition-
ing all or a portion of the employee’s contribution (adding,, some who can make withdrawals are penalized if they
this amount to the employee’s account).,UsuaII_y the emMy5's5. common penalties involve suspending employee con-
ployer matches a portion of the employ?es contribution Ui tions, and employer matching contributions, for a given
to a specified percent of the employee’s earnings. FOr €Xjaring such as 6 months or 1 year. Other penalties include

ample, an employer may match half of the employee’s Conéuspending employer matching contributions only, or for-

tribution up to the first 6 percent of earnings. Assuming thefeiting nonvested employer contributions

employee contributes 8 percent of earnings, the employer Another method of accessing an employee’s account
would add 3 percent (half of the first 6 percent of theprior to final payout is a loan, the availability of which has
employee’s earnings) for a total contribution of 11 percengisen steadily in recent years. Loans usually have to be re-
to the employee’s account. In contrast with these straigtfaid within 5 years, but longer payment periods may apply
percentage matches, some participants receive matchif@ home purchase or renovation loans.
contribution rates varying by length of service, level of |nterest rates on employee loans are typically determined
employee contribution, or company profits. by a specific economic indicator (such as the prime rate or
In some savings and thrift plans, the employer may alsQ).S. Treasury bill rate), are at the discretion of the plan
provide discretionary profit-sharing contributions to thesponsor (employer, employer association, or union), or vary
employee’s account. by the reason for the loan. In the last case, loans for the

Investment decisionsParticipants in savings and thrift plans g?gg??j:ngf a home are often available at lower rates than

can often choose how they want their own contributions in-

vested. Investment vehicles offered by these plans includgjsyipution. At retirement, savings and thrift plans nor-
company stock, common stock funds, guaranteed INVeStMeRts|ly allow for payout in the form of a lump sum. Many

31For more information on savings and thrift contributions and benefitspar_tiCipants can ChO(_)SG_ from among a _Iump sum and other
see Michael Bucci, “Contributions to Savings and Thrift Pladspthly ~ options, such as a lifetime annuity or installments over a
Labor ReviewNovember 1990, pp. 28-36. specified period.



Participation requirementsMinimum age and/or service a small percent of full-time employees in small private es-
requirements are frequently imposed on new participants iestablishments, is a money puase pension plan. These
savings and thit plans. To beginaccumulating benefits, plans accumulate funds through a fixed contribution to ac-
savings and thrift plan participants frequently must comeounts set up for each employee. Typically, employer con-
plete a minimum amount of service, commonly 1 year, butributions are a percent of employee salary, such as 3 per-
usually are not required to be a designated minimum ageent per year. These contributions, plus earnings, are avail-

able at retirement. In general, employee contributions are
Vesting Saving and thrift plans are subject to the same veseither required nor allowed, employees do not participate
ing rules under the Employee Retirement Income Security, inyvestment decisions, and accounts may not be
Act as defined benefit plans. Vesting schedules vary signifigccessed by either withdrawal or loanprior to retirement.
cantly, however, between defined benefit and savings and These plans are referred to as pension plans because they
thrift plans. All vesting schedules apply to employer contri-gften provide a periodic payment to employees at retire-
butions; employee contributions (including pretax contri-ment. This is accomplished by using the funds accumulated
butions) always are 100-percent vested. in each employee’s account to purchase an annuifien

Immediate full vesting often is provided in savings andfrom an insurance companythat guarantees a periodic
thrift plans. In addition, graduated vesting, in which anpayment for life. Other payment arrangements may be avail-
employee’s nonforfeitable percentage increases over timghle, though, including a lump sum or series of installments.
until it reaches 100 percent, commonly after 5 or 7 years,
applies to many participants in savings and thrift plans. Stock plans
Two types of stock plans are considered defined contri-

Deferred profit-sharing plans bution plans_stock bonus plans and employee stock own-

Deferred profit-sharing plans, although not as commorership plang3A stock bonus plan specifies employer or em-
as savings and thrift plans in small private establishmentployee and employer contributions to a trust fund that in-
are available to a significant number of employees. Mostests in various securities. Employee stock ownership plans
deferred profit-sharing plans hold money in employee ac(ESOP’s), however, are generally wholly employer financed
counts until retirement or another condition stipulated byand must be designed to invest primarily in company stock.
the plan (for example, disability or death). In some plansESOP’s may be used as the means by which employees pur-
however, the employee may have a choice to receive a pathase their own company, with stock distributed to indi-
tion of the profits in cash, with the remainder placed in aidual employee accounts periodically as loans used to fi-
deferred accourit. nance the purchase are repaid.

Many participants in deferred profit-sharing plans have Both types of stock plans make benefit distributions in
employer contributions determined by a specified formulagither company stock or cash. Stock plans are found infre-
such as 4 percent of profits if annual sales were $2 millioguently among full-time employees in medium and large
to $5 million, and 8 percent if sales exceeded $5 millionprivate establishments.

The remaining participants are in plans in which the em-
ployer determines its contribution at its own discretion.  Simplified employee pension plans

Once the employer contribution is determined, the plan A simplified employee pension plan, or SEP, is a
may allocate it to individual participants in a number of‘super-IRA” type of employer-funded pension plan. Under
ways. A common method of allocation is as a proportion othis plan, an employer may make contributions to IRAs
salary. Other allocation methods include formulas based amaintained by empl@es.Although SEP’s are specifically
earnings and service, participants’ contributions as a pegesigned for small establishments of 25 employees or fewer
centage of total contributions, and equal allocations to allo create employee retirement accounts, they are rare be-
participants. cause they usually cover only the self-employed, who are

Deferred profit-sharing plans may allow employees to conéxcluded from the survey.
tribute to their plan as a means of increasing the value of
their account. However, it is uncommon for employees té&-ash or deferred arrangements
be required to contribute to such plans. Plans typically give Plans with a cash or deferred arrangement enroll many
employees only limited opportunities to make investmengMployees within the scope of the sureyhese arrange-

choices. Plan participation and vesting requirements terf@€nts, also known as 401(k) plans, allow participants to
to be similar to those found in saving and thrift plans. choose between receiving currently taxable income or de-

Money purchase pension plans 33Stock purchase plans are considered separate employee benefits and are
. . . . discussed in chapter 1.
Another type of defined contribution plan, available to™, For 401(k) plans with no employer contribution, participants are those
workers actually making pretax contributions. For other plans, participants
32Profit-sharing plans that pay benefits directly to the participants in cash aere those workers in plans offering cash or deferred arrangements, whether
not considered defined contribution plans; they are reported in chapter 1. or not workers actually made pretax contributions.



ferring taxation by placing the money in a retirementsions of 401(k) salary reduction plans that include employer
account. Cash or deferred arrangements usually take tk@entributions, including:
formof either salary reduction plans or deferrals of profit-

sharing allocations. _ * Maximum pretax employee contributions;
Salary reduction plans allow employees to contribute a o )
part of their earnings to a retirement plan, and defer income * Plan participation requirements;

taxes on those contributions and their earnings until distri-
bution. Such contributions are referred to as “employee elec-
tive deferrals” or “pretax contributions.” * Vesting schedules;

Salary reduction features, common among white-collar
employees, are available through several types of defined
contribution plans. A very commorekicle for salary re- * Availability of withdrawals and loans; and
duction is a savings and ttarplan. The emainder gener-
ally make salary reduction contributions through a profit-
sharing plan or a free standing plan, that is, a plan set up for The growth of 401(k) plans has helped to expand the de-
employee salary reduction with no employer contributionfined contribution plan as a savings vehicle for retirement.

Deferrals of profit-sharing allocations give employeesUnlike some defined contribution plans, such as money pur-
the choice of receiving an employer’s profit-sharing contri-chase plans, 401(k) plans generally require employee con-
bution immediately in cash, or deferring the contributiontributions as a condition of participation and then require
and postponing taxation until distribution. Such arrangethe individual employee to decide how much pay to save.
ments are not common. Finally, the participants determine where to invest the ag-

In addition to data on provisions of individual defined gregated funds, including matching employer contributions,
contribution plans, information is captured on the provi-to enhance retirement income.

Investment choices;

* Transfer or rollover of distribution;

Distributions at retirement.



Chapter 8. Flexible Benefits Plans
and Reimbursement Accounts

Employer traditionally have provided their workers number of full-time employees (usually white-collar) insmall
benefits in a number of areas, such as medical care, liferivate establishments. These accounts, also called flexible
insurance, and retirement. Employees may have a choigpending accounts, provide funds from which employees
from among a number of plans in a given benefit area. Fqray for expenses not covered by their regular benefits pack-
example, an employee may be able to choose betweenage. Reimbursement accounts are usually funded solely by
traditional fee-for-service medical plan and a health mainemployee pretax contributions, although some accounts may
tenance organization. In recent years, new approaches he partially funded by employers. Reimbursement accounts
offering benefits have emerged. BLS currently collects datanay be part of a flexible benefits plan, or they may stand
on two of these—flexible benefits plans and reimbursemerdlone.
accounts. Both arrangements are governed by Internal Rev- A large majority of employees eligible for reimburse-
enue Code section 125. ment accounts may allocate funds for health care deductibles,

Full-time employees in small private establishments argoinsurances, and the cost of services not covered by their
seldom offered flexible benefits plans (table 67), unlike thénedical care plan, such as dental expenses and vision ex-
growth rate of these plans in medium and large private e§ms (table 68). Eligible employees often may use money
tablishments. fiese plans, often called cafeteria plans, alffom these accounts to pay for dependent care expenses,
low employees to design individual benefit packages bgenerally both child care and care for elderly or disabled
choosing from among several types of benefits. In a flexibléelatives. Reimbursement account funds may also be allo-
benefits plan, employers provide each worker with an amourg@ted for the payment of the employees’ share of health
of “benefits credits.” These credits may equal a fixed dollagare premiums, and other insurance premiums, such as life
amount for each worker, or an amount that varies amoni§surance or a spouse’s insurance premiums.
workers according to earnings, length of service, size of Some accounts, known as premium conversion plans,
family, or other characteristics. The employee then choosés€ established solely to allow medical plan participants to
from various benefits and benefit levels, using credits t®ay required plan premiums with pretax dollars. Although
purchase the desired benefits. If the credits are not sufffuch arrangements differ from the usual reimbursement ac-

cient to pay for the benefit, employees may have the optiogounts, where employees are reimbursed with pretax money
to fund the difference with pretax contributions. after a payment is made, these arrangements nonetheless

Flexible benefits plans usually provide several options,meet the Internal Revenue Code requirements for a section
25 plan.

including various levels of life insurance, separate dentat L _ )
choices, participation in fee-for-service medical plans (with Nearly ‘_""” employees participating in fI_eX|bIe benef_lts
varying deductibles and out-of-pocket maximums) or in g/Plans or reimbursement accounts are required to contribute

ternative medical plans (such as health maintenance Orgté)_ward the cost of their benefits, or are allowed to contrib-

nizations and preferred provider organizations), varying levi(€ t0 obtain additional berisf These contributions usu-

els of accidental death and dismemberment insurance, aflly take the form of a salary reduction arrangement, which

long-term disability insurance coverage. Some employed&§Sults in lower income tax liabilities. _

covered by flexible benefits plans may receive cash in lieu ndividual benefit plans offered through a flexible ben-

of benefits or deposit unused credits into reimbursemerf/itS Plan are analyzed and included in the tabulations for

accounts. Or they may choose to purchase short-term diSPecific benefit areas in this bulletfn.

ability coverage, deposit credits in a 401(k) plan, or buy

and sell vacation days. Participants often are required to

purchase minimum levels of coverage, a basic level of _ _ _ _ , _ ,

lifeinsurance. for example. For_ information on flexible benef!ts plans in medlum gnd Iarge_ private
, establishments, see Joseph R. Meisenheimer and William J. Wiatrowski,

Reimbursement accounts are being offered to a growing':'e_xib'g Benegts igﬂtgsi Emli'?)géges Who Have a Choefithly Labor
eview becembper , PP. -295.



Table 67. Flexible benefits plans and reimbursement
accounts®: Type of plan, full-time employees, small private
establishments, 1994

Profes-
sional, . Blue-
techni- Clerical collar
All and
cal, and
Type of em- sales .
plan ploy- and em. | Service
ces related ploy- em-
em- ploy-
ees
ploy- ees
ees
Number (in thousands) with
flexible benefits plans and
reimbursement accounts ....| 6,952 1,830 2,806| 2,317
Percent
Total with flexible benefits
plans and reimbursement
ACCOUNtS ...ovvvvvveiiviiiiiiiiiieee 100 100 100 100
Flexible benefits plan with
reimbursement accounts 10 6 12 9
Flexible benefits plan
without reimbursement
F= (oTolo 11 ] o | N 4 1 7 4
Freestanding reimbursement
F=ToToTo 1V ] o | AR 86 93 81 87

1 Flexible benefits plans, also known as flexible compensation and
cafeteria plans, allow employees to choose between two or more benefits or
benefits options in determining their individual benefits packages.
Reimbursement (flexible spending) accounts, which are used to finance
benefits or expenses unpaid by insurance or benefit plans, may be part of a
flexible benefits program or stand alone (freestanding accounts). These
accounts may be financed by the employer, employee, or both. The
employee contribution is usually made through a salary reduction
arrangement.

NOTE: Because of rounding, sums of individual items may not equal totals.

Table 68. Reimbursement accounts: Expenses covered,
full-time employees, small private establishments, 1994

Profes-
sional, . Blue-
. | Clerical
techni- collar
All and
cal, and
em- sales .
Expenses and service
ploy- em-
ces related ploy- em-
em- ces ploy-
ploy- ees
ees
Number (in thousands) with
reimbursement account ...... 6,664 1,814| 2,620| 2,230
Percent
Total with reimbursement
accountl ..., 100 100 100 100
Health premiums .................. 7 79 74 78
Health premiums only ..... 38 39 31 45
Other health expenses ......... 50 51 57 42
Dependent care expenses .... 51 49 59 42
Legal expenses ..........cccocee.. 1 3 1 -
Expenses not determinable .. 1 1 1 2

1 Total is less than the sum of individual items because many plans allow
funds to be used for multiple purposes.

NOTE: Where applicable, dash indicates no employees in this category.



Chapter 9. Benefits by Selected
Characteristics

This chapter presents incidence of employee benefits for fina|ly, tables 79 and 80 present incidence of benefits for
five selected characteristics—small independent business%rt_time workers in small private establishmehtBart-
geographic region, major industry segment, union statugime workers within the scope of the Employee Benefits
and part-time employment. _ _ Survey were far less likely to be covered by benefit plans
The incidence of benefits for full-time employees inan full-time workers. Part-time workers account for about
small independent businesses, that is, wholly independentye_fourth of the 48.6 million employees in small private
owned small private establishments, presented in tables §2i5plishments.
and 70, was typically less than for workers in all small €s-  The incidence of employee benefits is explained for each
tablishments. Small independent businesses, such as 10gglkhese characteristics in the remainder of this chapter. Any
independent hardware or grocery stores, account for aboyierrelationships between characteristics that may effect

three-fourths of the total coverage of the small establistyenefit incidence are not discussed—the sample of report-
ments survey, which also includes small operating units gfg establishments is too small.

larger companies.
Tables 71 and 72 present the incidence of employee beRgnefits in small, independent businesses

efits for full-time employees in small private establishments |, 1994, the proportion of full-time employees in small
by four 99092?ph'c regions: Northeast, South, North Cenpdependent businesses who received specific employee ben-
tral, and Vést™ Employment of full-time workers among efits was typically less than that found among full-time
these establishments in the four regions was as follows: employees in all small establishments. For example, retire-

Northeast 7.7 million ment benefits were available to 42 percent of full-time em-
South 12.9 ployees in all small establishments and to 35 percent of such
North Central 8.6 employees in small independent businesses. This difference
West 6.7 was nearly equally attributed to the lower incidence of both

.. . . defined benefit and defined contribution plans in small in-
The incidence of most insurance and retirement bens P

efits provided to full-time workers in goods-producing in- dependent businesses.

; . . : . Paid vacations and holidays were the most prevalent ben-
dustries was slightly higher than that provided to workers in_.. : . Y : P
efits available to full-time employees in small independent

service-producing industries and noticeably higher for blue; = . . :
collar and service workef$(See tables 73-76.) Service-pro- businesses in 1994, covering 80 and 86 percent of workers,

respectively. Paid jury-duty leave, provided to 51 percent of

ducing industries accounted for about three-fourths of those S :
o workers, paid sick leave, to 44 percent, and paid funeral
employed full time in 1994.

leave, to 42 percent were also commonly provided paid leave

In general, full-time employees covered by collective bar'beneﬁts. Other paid time-off benefits were less prevalent.

aining agreements were more likely to receive insurance . . )
9 9ag y Just over three-fifths of the full-time workers in small

and retirement coverage than nonunion workers. About 2.2 . . . .
independent businesses patrticipated in medical care plans

million full-time employees in small private establishments.

. . in 1994; slightly more than one-half had life insurance pro-
were covered by collective bargaining egments. Tables ; : .
tection. Other insurance coverage was much less prevalent:

77 and 78 show incidence of employee benefits for full- . : .
. . dental care and sickness and accident insurance plans each
time workers by union statds.

covered about one-fourth of full-time employees in small

% Geographic regions are defined as follows: Northeast—Connecticuﬁ,ndependent businesses in 1994, while about an eighth had

Maine, Massachusetts, New Hampshire, New Jersey, New York, Pennsylvg- _ ; i :
nia, Rhode Island, Vermont; South—Alabama, Arkansas, Delawareijong term disability insurance protection. Coverage for these

District of Columbia, Florida, Georgia, Kentucky, Louisiana, Maryland, D€nefits averaged about 5 percentage points less than the

Mississippi, North Carolina, Oklahoma, South Carolina, Tennessee, Texamcidence in all small private establishments.

Virginia, West Virgnia; North Central—lllinois, Indiana, lowa, Kansas,

Michigan, Minnesota, Missouri, Nebraska, North Dakota, Ohio, South 35 occupations are categorized as union or nonunion at the time of data

Dakota,Wisconsin; West—Alaska, Arlzqna, California, Colorado, Hawa"'collection. To be categorized as union, the occupations must meet the fol-

Idaho, Montana, Nevada, New Mexico, Oregon, Utah, VVa‘Shmgtontowing criteria: 1) A labor organization must be recognized as the bargain-

V‘gom'”g- L L . . ing agent for workers in the occupation; 2) wage and salary rates must be
quds-producmg |ndl_Jstr|_es |nc|_ude_ manufacturing, mining, and CONgetermined through collective bargaining or negotiations; and, 3) settlement

struction. Service-producing industries include transportation, COMMmMUNICas, . ms must be embodied in a signed, mutually-binding collective bargain-

tions, electric, gas and sanitary services; wholesale trade; retail trade; kg agreement. '

nance, insurance, and real estate; andcgex. See Appendix A for addi- 3Employees are classified as full time or part time in accordance with the

tional information on survey scope. practices of surveyed establishments.



Among other benefits studied, the most prevalent availvaried considerably between union and nonunion workers.
able to full-time employees in small independent businessdsour-fifths of union workers with retirement benefits re-
was nonproduction bonuses—53 percent of such workersived a defined benefit pension plan, while about two-fifths
received these bonuses, compared to 47 percent in all smedceived a defined contribution plan. However, only three-
establishments. Twenty-four percent of employees in smatenths of nonunion workers with retirement benefits received
independent businesses were eligible for eldercare and 8&fined benefits plans, while nearly nine-tenths had a de-
percent were eligible for job-related educational assistancéined contribution plan. Some employees patrticipated in both
compared to 33 and 37 percent, respectively, for workers itypes of plans.
all small establishments. Few of the other items studied were Nonunion workers were more likely to be eligible for most
widespread even among full-time workers in all small esother benefits such as nonproduction bonuses, job-related
tablishments. In small, independent businesses, these besducation assistance, and reimbursement accounts. Eldecare
efits, for the most part, were even less prominent. and employee assistance programs, however, were more

commonly provided to union workers.
Benefits by geographic region

The incidence of paid holidays and vacations varied littleBenefits for part-time employees
by geographic regn. Workers inthe Northeast were more  Few part-time workers within the scope of this survey
likely to receive most other types of paid leave. Overallreceived benefits usually provided to full-time worker, such
there was little variation in the incidence of insurance anés medical care, life insurance, private retirement plans, or
retirement coverage, although workers in the Northeast gemmnpaid family leave. Full-time employees in small private
erally had a slight edge. Notably, workers in the South werestablishments were about 10 times as likely as part-time
less likely to be covered by reginent plans. Thsignifi- employees to have medical care and life insurance, 4 times
cantly higher incidence of short-term disability benefits,as likely to be covered by retirement plans, and 2 or 3 times
specifically sickness and accident insurance, in the Northas likely to receive most leave benefits and short-term dis-
east is due to State mandated coverage in New York arability protection. Sickness and accident insurance was avail-
New Jersey (see chapter 3). The incidence of other benefihle to just under one-fifth of part-time workers. Retire-
such as child care, employee assistance programs, and reent plans, life insurance, medical care, dental care, and
imbursement accounts showed no particular regional pateng-term disability insurance were available to one-tenth

terns. or fewer of part-time workers.
Because of both the limited sample size and incidence of
Benefits by industry benefits among part-time workers, plan provisions could not

The incidence of all paid leave benefits provided to full-be examined to the same extent as for full-time workers.
time workers in service-producing industries was higher thaPaid time-off was the most prevalent type of benefit pro-
in goods-producing industries. Workers in service-producgram available to the part-time workforce. About one-fourth
ing industries were also more likely to receive unpaid famef all part-time employees were eligible for paid vacations,
ily leave. paid holidays, and paid jury duty leave. Other types of leave

Workers in goods-producing industries were more likelywere less common. Just under one-tenth of part-time em-
to be covered by most insurance and retirement benefitgployees were eligible for paid sick leave. Paid time-off was
except for long-term disability insurance. Nearly twice ascommonly prorated based on the work schedule of the part-
many workers in service-producing industries had long-ternime employee. For example, an employee working 4 hours
disability insurance compared to workers in goods-producper day would receive 4 hours of pay for each vacation day
ing industries. Incidence among other benefits was highegranted. Unpaid family leave was provided to about three-
for workers in service-producing industries, with the exceptenths of part-time workers.
tion of nonproduction bonuses, which were more commonly Paid time-off benefits for part-time employees were sig-
provided to workers in goods-producing industries, and finificantly lower than the benefits for full-time employees.
nancial counseling benefits that were rare in both sectorsFor example, part-time employees received an average of 6

paid holidays per year, while full-time workers received pay

Benefits by union status for 8 holideys. Additionally, part-time employees received

Nearly 9 in 10 union workers received medical care, refewer paid vacation days than full-time workers. Part-time
tirement, and life insurance coverage, a much greater incemployees eligible for paid vacations were granted an aver-
dence of coverage than for nonunion workers. Union workage of 10 days at 5 years of service, compared to 12 days
ers were also more likely to receive most other benefitdor full-time workers. At 20 years of service, part-time em-
Nonunion workers, however, were more commonly providegloyees averaged 12 days, while full-time employees aver-
paid holidays, vacations, and sick leave as well as longaged 15 days.
term disability insurance coverage. The incidence of other benefits, such as eldercare,

The method for proving retirement income coveragenonproduction bonuses, and job-related education assistance

was also less common than for full-time workers.



Table 69. Summary: Participationlin selected employee benefit programs, full-time employees, small independent businesses, 1994
(in percent)

Professional, technical, Cleri
) erical and sales Blue-collar and
Benefit All employees and -
employees service employees
related employees
Paid time off:

HOlIAYS ... 80 92 88 72

Vacations ........... . 86 93 93 80

Personal leave ... 11 18 16 6

Funeral leave ..... 42 51 45 36

Jury duty leave .. . 51 70 58 41

Military 1eave ........cccocvveiiiieiiieee e 11 15 12 8

Family [eave ........cccocoiiiiiini s 2 5 2 1

Unpaid family leave ........c.ccoccviieiieiieniiciieens 37 45 36 36
Disability benefits:

Short-term disability protection .. . 56 73 64 45
Paid sick leave ..........ccccceeevneenne . 44 66 55 30
Sickness and accident insurance ............... 24 26 24 24

Long-term disability insurance ...................... 14 32 19 5

Survivor benefits:

Life iNSUranCe .........ccocveveiniienicnec e 54 69 60 46

Accidental death and dismemberment 42 57 47 34

Survivor income benefits ................. (%) (?) (%) (?)

Health care benefits:

Medical care ... 62 78 67 53

Dental care . 23 35 25 18

VISION CAre ....ooiviiiiieiieieeee e 9 11 9 9

Outpatient prescription drug coverage ......... 56 72 61 47

Retirement income benefits:

All retirement3 .......ccocveeevveienr e 35 48 38 29
Defined benefit ......... 9 10 9 9
Defined contribution .... . 29 42 33 23

Savings and thrift ........... . 12 19 13 9
Deferred profit sharing .........ccccoeeeeninen. 13 17 16 10
Employee stock ownership ................... 1 (%) (%) 1
Money purchase pension . 5 9 5 4
Simplified money purchase ..................... 1 1 1 1
Cash or deferred arrangements:
With employer contributions ..............c...... 15 25 16 11
Salary reduction ................... . 15 25 16 11
Savings and thrift .......... . 12 19 13 9
Deferred profit sharing ........ . 3 4 2 2
Money purchase pension ......... ) 1 2 1 (%)
Deferral of profit sharing allocation ......... (%) (%) (%) -
OhEI? ..o (?) (?) &) (?)
No employer contributions ............c..ccec.... 2 3 2 1
Other benefits:

StOCK PUICNASE ... &) - &) (%)

Cash profit-sharing only (?) (®) (?) (?)

1 participants are workers covered by a paid time off, insurance, or retirement 2 |essthan 0.5 percent.

plan. Employees subject to a minimum service requirement before they are 3 Includes defined benefit pension plans and defined contribution retirement
eligible for benefit coverage are counted as participants even if they have not met plans. The total is less than the sum of the individual items because many
the requirement at the time of the survey. If employees are required to pay part employees participated in both types of plans.

of the cost of a benefit, only those who elect the coverage and pay their share are 4 Includes required contributions made to plans on a pretax basis.

counted as participants. Benefits for which the employee must pay the full

premium are outside the scope of the survey. Only current employees are NOTE: Because of rounding, sums of individual items may not equal totals.

counted as participants; retirees are excluded. Where applicable, dash indicates no employees in this category.



Table 70. Other benefits: Eligibility for specified benefits, full-time employees, small
independent businesses, 1994
(in percent)

Profes§|onal, Clerical and | Blue-collar
Benefit /ﬁ" tedChn:cal’ d sales and service
employees | and relate employees employees
employees
Income continuation plans:
SEVEranCe PAY .....cveeervreeriireeniiieeennneas 12 20 17
Supplemental unemployment benefits (Y H Y Y
Family benefits:

Employer assistance for child care ....... 1 2 1 1
Employer-provided funds ................... H 1 1 &)
On-site child care .......c.cc.oceevevrevennn. 1 1 H 1
Off-site child care .........c..ccceevevrvnnnn. H - &) &)

Eldercare 24 29 23 22

Long-term care insurance (Y 1 &) (Y

Health promotion programs:
Wellness programs .........ccccceeeeerveennnene 3 5 4 1
Employee assistance programs 8 12 8 7
Miscellaneous benefits:
Employer-subsidized recreation
facilities ......cccoeveeeeiiieeee e 4 6 4 4
Job-related travel accident insurance ... 7 10 7 6
Nonproduction bonuses 53 53 57 51
Financial counseling ........ 2 3 1 2
Subsidized commuting . 1 2 Y (&)
Sabbatical leave ........... 1 2 Y 1
Education assistance:

Job-related .........ccooeviiiiiniiiii, 31 45 40 22

Not job-related ...........ccoceveviiniinnenn. 4 7 6 2
Flexible benefits plans ...........cccccoceeeninen. 1 1 2 1
Reimbursement accounts ...........c..ccceceenne 11 22 13 7

1 |ess than 0.5 percent. items may not equal totals. Where applicable, dash

indicates no employees in this category.
NOTE: Because of rounding, sums of individual



Table 71. Summary: Participationl in selected employee benefit programs, full-time employees, by

geographic region, small private establishments, 1994
(In percent)

Benefit Northeast South North Central West
Paid time off:

HOlIAYS .....ovevieiicieece 88 83 82 75

Vacations ........... 89 88 89 85

Personal leave ... 26 9 12 6

Funeral leave ..... . 62 48 49 42

Jury duty leave .......c..ccoeeveiiiniieiienn, 72 61 54 43

Military leave .........cccocoeeeiiieiiiiice e 21 17 15 13

Family leave ........ccccoveiiiiicniiiiicic 2 2 3 1

Unpaid time off:
Family leave ........ccccoviiiiiiiiienieen 55 43 44 52
Disability benefits:

Short-term disability protection ............. 83 55 56 54
Paid sick [eave .........cccocccveiviiieiiiinnns 57 49 46 50
Sickness and accident insurance ....... 65 15 21 8

Long-term disability insurance .............. 17 21 21 22

Survivor benefits:
Life INSUrance ........ccoccceveeveeeiiieee i 62 64 63 53
Accidental death and
dismemberment .... . 48 51 48 41
Survivor income benefits ..................... 1 1 1 (%)
Health care benefits:

Medical care .........cccoovvieiiieiiiiieeeeenn 69 65 65 65

Dental care ......ccccceeeviieeiiiee e 30 25 26 36

ViSION CAre ....oovvieiieiiiiceceeeee e 15 6 7 17

Outpatient prescription drug

COVEIAZE ...ooviiiiiiiiiiie e 62 60 60 57
Retirement income benefits:

All retirement3 ........ccccceevvveieiieie s 48 37 43 45
Defined benefit ... . 20 12 12 20
Defined contribution ...........cccccoceeien. 36 31 35 35

Savings and thrift ..o, 15 16 18 20
Deferred profit sharing ... 13 13 15 13
Employee stock ownership . 2 2 1 (?)
Money purchase pension ................ 9 3 5 5

Cash or deferred arrangements:

With employer contributions ............. 19 18 22 22
No employer contributions ................ 2 2 4 2

1 Participants are workers covered by a paid time off,
insurance, or retirement plan. Employees subject to a minimum
service requirement before they are eligible for benefit coverage
are counted as participants even if they have not met the
requirement at the time of the survey. If employees are required
to pay part of the cost of a benefit, only those who elect the
coverage and pay their share are counted as participants.

Pmmmfibn £ cdaial dlan mmalanima ik mmns dlan Lol mvmanleian

outside the scope of the survey. Only current employees are
counted as participants; retirees are excluded.
Less than 0.5 percent.

3 Includes defined benefit pension plans and defined
contribution retirement plans. The total is less than the sum of
the individual items because many employees participated in
both types of plans.



Table 72. Other benefits: Eligibility for specified benefits, full-time employees, by geographic region, small
private establishments, 1994

Benefit Northeast South North Central West
Income continuation plans:
SEVEranCe PaY ....coevvvvvrrieeeiiiiiriieeeeeannns 21 15 14 11
Supplemental unemployment benefits &) Y (1 1
Family benefits:

Employer assistance for child care ....... 2 H 2 1
Employer-provided funds .............. 1 H 1 1
On-site child care ............ 1 H 1 (H
Off-site child care ... &) &) H -

Eldercare .......ccccocovevrnienns 42 34 35 16

Long-term care iNSUrance ..................... 1 H 1 H

Health promotion programs:
Wellness programs .........ccccceeveerneennnens 7 5 7 3
Employee assistance programs .. 13 15 13 20
Miscellaneous benefits:
Employer-subsidized recreation
facilities ... 4 5 5 4

Job-related travel accident insurance ... 12 14 11 13

Nonproduction bonuses .............ccccee... 49 52 45 38

Financial counseling ..........cccoccceeviieeenne 2 2 2 1

Subsidized commuting ... 1 (&) &) 1

Sabbatical leave ..........ccccoeeeiiiieininen. 2 2 1 1

Education assistance:

Job-related .........ccccveiiiiiiiii 32 37 40 41
Not job-related .........ccccceevviiiiinnenne. 5 7 4 4
Flexible benefits plans ...........cccccovveiiene 2 2 3 5
Reimbursement accounts ...........c..cceeeene 16 22 18 16

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals. Where applicable, dash indicates no employees in this
category.



Table 73. Summary: Participationlin selected employee benefit programs, full-time employees in goods-producing industries, small
private establishments, 1994
(In percent)

Professional, technical, .
) Clerical and sales Blue-collar and
Benefit All employees and -
employees service employees
related employees
Paid time off:

HOlIAYS ....eveeeicieecc e 79 100 93 73

Vacations .......... 80 95 94 76

Personal leave .. 9 19 15 6

Funeral leave ....... 42 55 51 38

Jury duty [eave ........ccceviiiiiniiie 48 75 64 41

Military 1eave ........cccocveeiiiiiiiiie e 11 15 16 10

Family leave ........ccocviiiiiiiiiicnciiccees 1 2 - 1

Unpaid family [eave ..........cccooviiiieiiiiiceiieene 41 54 44 39
Disability benefits:

Short-term disability protection ..................... 46 63 55 42
Paid sick [eave ..........ccooiiiiiiiiiiiieee 28 51 43 21
Sickness and accident insurance ............... 29 39 30 27

Long-term disability insurance ...................... 12 30 20 8

Survivor benefits:

Life iNSUrancCe .........ccocveveenieenieiiee e 61 80 69 56

Accidental death and dismemberment ......... 46 64 51 42

Survivor income benefits ... 1 4 1 1

Health care benefits:

Medical Care .......cccvvveeiiieeenii e 67 85 73 63

Dental Care .......ccceeveieeeiee et 26 45 23 23

VISION CAre ...oooviiieieee e 10 7 7 11

Outpatient prescription drug coverage ......... 59 76 67 55

Retirement income benefits:

All retirement2 ........ccceoveveeeene e 44 62 43 42
Defined benefit ... 18 18 11 19
Defined contribution ..........cc.ccoeiiiiiiinicnne. 33 53 38 28

Savings and thrift ... 13 26 9 11
Deferred profit sharing .........cccccoeeeeninen. 16 26 26 13
Employee stock ownership . 1 3 - 1
Money purchase pension ..........cc.ccccceene. 6 3 2 6
Simplified money purchase ...........c......... 1 1 1 1
Cash or deferred arrangements:
With employer contributions ...................... 16 30 12 14
Salary reduction ..........ccceeveveiiiniiiniiennen, 16 30 12 14
Savings and thrift .........cccccoviiiiinieeeen. 12 25 8 11
Deferred profit sharing .........ccccceeveeenne 4 6 4 3
Money purchase pension ...................... ®) - - ®)
No employer contributions ...............cccec..... 2 3 3 1
Other benefits:
Cash profit-sharing only ...............ccccveenennne. 1 - 2 (®)
1 Pparticipants are workers covered by a paid time off, insurance, or retirement 2 Includes defined benefit pension plans and defined contribution retirement
plan. Employees subject to a minimum service requirement before they are plans. The total is less than the sum of the individual items because many
eligible for benefit coverage are counted as participants even if they have not met emgloyees participated in both types of plans.

the requirement at the time of the survey. If employees are required to pay part
of the cost of a benefit, only those who elect the coverage and pay their share are
counted as participants. Benefits for which the employee must pay the full NOTE: Because of rounding, sums of individual items may not equal totals.
premium are outside the scope of the survey. Only current employees are Where applicable, dash indicates no employees in this category.

Less than 0.5 percent.



Table 74. Other benefits: Eligibility for specified benefits, full-time employees in

goods-producing industries, small private establishments, 1994

(In percent)

Profes§|onal, Clerical and | Blue-collar
Benefit Al technical, sales and service
employees | and related
employees employees
employees
Income continuation plans:
SEVEranCe PAY ...cocvveeervreerniireeniiieeenneeas 10 22 26 6
Supplemental unemployment benefits 1 Y - 1
Family benefits:
Employer assistance for child care ....... €] - - Y
On-site child care .. (Y - - &)
Eldercare ........cccccvveeiieiiieniiiccneee 29 40 33 27
Long-term care iNSUrance ..................... H 2 1 )
Health promotion programs:
Wellness programs .........cccocceeevneeeenns 4 7 8 3
Employee assistance programs ........... 13 18 11 13
Miscellaneous benefits:
Employer-subsidized recreation
facilities ......ccccevveeniiiccec e 3 3 7 3
Job-related travel accident insurance ... 11 20 14 9
Nonproduction bonuses ...............ccoc..... 60 60 64 59
Financial counseling ........ 3 8 1 3
Subsidized commuting ... . 1 4 1 H
Sabbatical [EAVE ..........cccoeevrveererieians H 1 - &)
Education assistance:
Job-related .........ccoveiiieiii 33 42 a7 29
Not job-related 5 2 9 5
Flexible benefits plans ..........cccoccvveeiiene 1 2 1 1
Reimbursement accounts ...............ccc...... 15 35 17 11

1 Lessthan 0.5 percent.

NOTE: Because of rounding, sums of individual items

may not equal totals.

indicates no employees in

this

Where applicable, dash

category.



Table 75. Summary: Participationlin selected employee benefit programs, full-time employees in service-producing industries, small
private establishments, 1994
(In percent)

Professional, technical, .
) Clerical and sales Blue-collar and
Benefit All employees and employees service employees
related employees ploy ploy
Paid time off:

HOlIAYS ... 83 89 88 76

Vacations ........... 91 92 93 87

Personal leave ... 14 22 17 7

Funeral leave ..... 53 58 55 49

Jury duty leave ........cccocceiiiiiiine, 62 74 66 52

Military 1eave ........cccocveeiiiieeiiee s 19 24 20 15

Family leave ........ccociiiniiiiiicecce 3 5 3 1

Unpaid family [eave ..........ccccoviiiieiiiiieeniieene 49 53 51 46
Disability benefits:

Short-term disability protection ..................... 66 78 71 55
Paid sick [eave .........cccoceeiiiiiiiiiiiieieee 57 72 63 45
Sickness and accident insurance ............... 25 25 26 24

Long-term disability insurance ............ccc...... 23 38 27 12

Survivor benefits:

Life INSUranCe ........coccoeeviieeiniiieeiee e 61 72 68 50

Accidental death and dismemberment ......... 48 60 52 39

Survivor income benefits .............coeveveennen. () (%) (%) 1

Health care benefits:

Medical Care .......cccovvveeeiiiee e 65 79 70 54

Dental Care ......ccceveeveienii e 29 39 32 21

VISION CAre ...ooveiiieiiiie e 10 12 11 9

Outpatient prescription drug coverage ......... 60 75 64 49

Retirement income benefits:

All retirement3 .........ocooeieciececeee e 41 51 48 31
Defined benefit ......... 14 13 16 12
Defined contribution .... 34 43 39 25

Savings and thrift .........cccccciiiiiiiens 18 22 21 14
Deferred profit sharing ..........c.ccccoevviiene 12 14 16 9
Employee stock ownership .. 1 1 2 1
Money purchase pension ............c.cccocue... 5 10 5 2
Simplified money purchase ..................... 1 2 1 1
Cash or deferred arrangements:
With employer contributions ...................... 21 27 24 15
Salary reduction ................... 21 27 24 15
Savings and thrift ....... 18 22 20 14
Deferred profit sharing ........ 2 3 2 1
Money purchase pension ............cc........ 1 2 1 (?)
Deferral of profit sharing allocation ......... &) (%) &) -
Other4 () () (?) (?)
No employer contributions ..............ccccec.... 3 5 3 2
Other benefits:

Stock option ....... (%) (%) (%) (%)

Stock purchase .............. () &) 1 (?)

Cash profit-sharing only ...........cccccceeerevervenene. &) (%) (%) (%)

1 Participants are workers covered by a paid time off, insurance, or retirement 2 Less than 0.5 percent.

plan. Employees subject to a minimum service requirement before they are 3 Includes defined benefit pension plans and defined contribution retirement
eligible for benefit coverage are counted as participants even if they have not met plans. The total is less than the sum of the individual items because many
the requirement at the time of the survey. If employees are required to pay part employees participated in both types of plans.

of the cost of a benefit, only those who elect the coverage and pay their share are 4 Includes required contributions made to plans on a pretax basis.

counted as participants. Benefits for which the employee must pay the full

premium are outside the scope of the survey. Only current employees are NOTE: Because of rounding, sums of individual items may not equal totals.

counted as participants; retirees are excluded. Where applicable, dash indicates no employees in this category.



Table 76. Other benefits: Eligibility for specified benefits, full-time employees in
service-producing industries, small private establishments, 1994
(In percent)

Profes§|onal, Clerical and | Blue-collar
Benefit /ﬁ" tedChn:cal’ d sales and service
employees | and relate employees employees
employees
Income continuation plans:
SEVEranCe PAY .....cveeervreeriireeniiieeennneas 17 24 22
Supplemental unemployment benefits (Y H Y Y
Family benefits:

Employer assistance for child care ....... 2 2 2 1
Employer-provided funds ................... 1 2 1 1
On-site child care .......c.cccccevevrevennne. 1 1 H 1
Off-site child care .........c..ccceevevrvnnnn. H - &) &)

Eldercare 34 38 36 30

Long-term care insurance 1 1 1 (Y

Health promotion programs:
Wellness programs .........ccccceeeeerveennnene 6 8 8 4
Employee assistance programs 15 19 19 10
Miscellaneous benefits:
Employer-subsidized recreation
facilities ......cccoeveeeeiiieeee e 5 8 5 4

Job-related travel accident insurance ... 13 18 14 10

Nonproduction bonuses 43 45 48 38

Financial counseling ........ 2 2 2 1

Subsidized commuting . 1 1 &) (&)

Sabbatical leave ........... 2 3 1 2

Education assistance:
Job-related .........ccoeeviiiiniie, 39 50 46 27
Not job-related ..........cccocevevviniiiinienn. 6 8 7 3
Flexible benefits plans ..........cccccoeieninen. 3 2 5 2
Reimbursement accounts ...........c..cccceenne 20 26 23 14

1 |ess than 0.5 percent. may not equal totals. Where applicable, dash indicates

no employees in this category.

NOTE: Because of rounding, sums of individual items



Table 77. Summary: Participationl in selected employee benefit
programs, full-time employees, by union status, small private
establishments, 1994

(In percent)

Benefit Union Nonunion
Paid time off:

HONAAYS ..ooeoiieieeeeee e 73 83

VacCatioNS .....ccovuviieiiiiieeieie e 76 89

Personal leave 16 12

Funeral leave ..... 57 50

Jury duty leave .. 59 58

Military leave ... 13 17

Family leave ........ccccooiiiieniiiiiciee, 2 2

Unpaid Family leave ........cccocceevnenne. 61 a7

Disability benefits:

Short-term disability protection ............. 79 60
Paid sick l[eave ..........ccccceeviieiiiieenne 44 50
Sickness and accident insurance ....... 61 24

Long-term disability insurance .............. 13 21

Survivor benefits:

Life iInsurance ........cccoceevvvveeiiiieenineene 86 59

Accidental death and dismemberment 68 47

Survivor income benefits ..o 1 1

Health care benefits:

Medical Care ........ccceceeeiiiieeiiieeeseeens 94 64

Dental care .......cccoveeveeiiieenieeieese 57 26

VISION CAre ...ooovueiieiiiiieeiiee e 46 8

Outpatient prescription drug coverage 88 58

Retirement income benefits:

All retirement2 ........ccccceeveiieeveeeeseeens 85 39
Defined benefit ........cccceeveveiiieeenen. 72 12
Defined contribution ............cccceevnee. 32 34

Savings and thrift ..........ccccceniiene 11 17
Deferred profit sharing ..... 1 14
Employee stock ownership . - 1
Money purchase pension ................ 20 4

Cash or deferred arrangements:

With employer contributions ............. 12 20
No employer contributions - 3

1 Participants are workers covered by a paid time off, insurance, or retirement plan.
Employees subject to a minimum service requirement before they are eligible for benefit
coverage are counted as participants even if they have not met the requirement at the time
of the survey. If employees are required to pay part of the cost of a benefit, only those who
elect the coverage and pay their share are counted as participants. Benefits for which the
employee must pay the full premium are outside the scope of the survey. Only current
emgloyees are counted as participants; retirees are excluded.

Includes defined benefit pension plans and defined contribution retirement plans. The
total is less than the sum of the individual items because many employees participated in
both types of plans.

NOTE: Because of rounding, sums of individual items may not equal totals. Where
applicable, dash indicates no employees in this category.



Table 78. Other benefits: Percent of full-time employees eligible for
specified benefits, by union status, small private establishments, 1994

Benefit Union Nonunion
Income continuation plans:
SEVEranCe PaY ......cccvvvveeeeeeiiiiieeeeeennaens 16 15
Supplemental unemployment benefits 3 (Y
Family benefits:
Employer assistance for child care . 1 1
Eldercare .......ccccoevvviiicninnnn. 47 32
Long-term care insurance 1 1
Health promotion programs:
Wellness programs .........cccceeeveeneennens 6 6
Employee assistance programs ........... 21 15
Miscellaneous benefits:
Employer-subsidized recreation
facilities ......ccceevveeiiieeeeee 2 5
Job-related travel accident insurance ... 12 13
Nonproduction bonuses 38 48
Financial counseling .........c.cccoeeeviieene 1 2
Subsidized commuting .........cccocveeiene - 1
Sabbatical leave ..........cccccceviiiiennenns 1 1
Education assistance:
Job-related .........ccoeviiiiiinii 33 38
Not job-related ..........ccceevveiiivrniennn. 6 6
Flexible benefits plans ..........cccccoienneen. 1 3
Reimbursement accounts ...........c.cceceee 9 19

1 Less than 0.5 percent.

NOTE: Because of rounding, sums of individual items may not equal totals. Where
applicable, dash indicates no employees in this category.



Table 79. Summary: Participationlin selected employee benefit programs, part-time employees, small private establishments, 1994
(In percent)

Professional, technical, .
) Clerical and sales Blue-collar and
Benefit All employees and -
employees service employees
related employees
Paid time off:

HONAAYS ..oooieiiieiiee e 26 29 40 18

AV o7 Vi (o] T S 31 31 44 24

Personal leave .........ccccceeiiiiiiiiiic e 4 2 7 3

Funeral leave ... 15 19 21 11

Jury duty leave .......ccccoceveeiiiiieieee 25 17 27 25

Military leave ........ccoeeveeiiiiiieicce e 3 4 6 2

Family [aVE ........covveveeeieeieeeeseeeee s (%) - 1 (%)

Unpaid family leave ........c.ccoccviieiieiiiinicieens 28 17 33 27
Disability benefits:

Short-term disability protection .... 24 30 27 21
Paid sick leave ..........ccccccveviiinenns 9 14 12 7
Sickness and accident insurance 17 20 18 16

Long-term disability insurance ...................... 1 3 1 (?)

Survivor benefits:
Life INSUraNCe ......coocvveeiiiieeiiee e 6 4 11 4
Accidental death and dismemberment ......... 4 4 7 3
Health care benefits:

Medical Care ........ccocevveveiiiiiiesieeee e 7 11 9 5

Dental care .... 3 2 5 2

Vision care 2 1 3 1

Outpatient prescription drug coverage ......... 5 11 6 4

Retirement income benefits:

All retirement3 .......c.cocovevieeiiece e 10 9 17 7
Defined benefit .........ccocvviiiiiiiii 5 2 8 3
Defined contribution ...........ccccceeiiiieeniinenn. 6 7 11 4

Savings and thrift ...........c.cccoeiniiiennn. 3 1 5 1
Deferred profit sharing ..........ccccccvevvieene 3 2 5 2
Employee stock ownership ..................... (%) (%) (%) -
Money purchase pension .............cccccuene. 1 3 1 1
Simplified money purchase ...........cc........ (%) - 1 -
Cash or deferred arrangements:
With employer contributions ...................... 3 2 5 1
Salary reduction ........c.cccoeeeeviiiniiniiennen. 3 2 5 1
Savings and thrift ..........cccccoeiiiniiinnn. 3 1 5 1
Deferred profit Sharing ...........c.cccoeveene. (%) 1 (%) (%)
Other? ..ot (2) (2) - (2)
No employer contributions .............cccceeee 1 4 1 (%)
Other benefits:

StOCK PUICNASE .voeveeecececceeeee e &) - 1 (%)

Cash profit-sharing only ..........cc.ccccevevurnnnnn. (%) - (%) -

1 Participants are workers covered by a paid time off, insurance, or retirement 2 Less than 0.5 percent.

plan. Employees subject to a minimum service requirement before they are 3 Includes defined benefit pension plans and defined contribution retirement
eligible for benefit coverage are counted as participants even if they have not met plans. The total is less than the sum of the individual items because many
the requirement at the time of the survey. If employees are required to pay part employees participated in both types of plans.

of the cost of a benefit, only those who elect the coverage and pay their share are 4 Includes required contributions made to plans on a pretax basis.

counted as participants. Benefits for which the employee must pay the full

premium are outside the scope of the survey. Only current employees are NOTE: Because of rounding, sums of individual items may not equal totals.

counted as participants; retirees are excluded. Where applicable, dash indicates no employees in this category.



Table 80. Other benefits: Eligibility for specified benefits, part-time employees, small private

establishments, 1994
(in percent)

Profes§|onal, Clerical and | Blue-collar
) All technical, )
Benefit sales and service
employees | and related employees employees
employees
Income continuation plans:
SEVEranCe PAY «....cvveervreerrrreersireeennneas 4 3 8 2
Supplemental unemployment benefits 1 - M 1
Family benefits:

Employer assistance for child care ....... 1 3 1 1
Employer-provided funds .. (Y H ) &)
On-site child care .........cc.coccevevevernen. 1 4 Y 1

Eldercare ........ccccoveeniiiiieniiceneee 22 16 26 20

Long-term care iNSUrance ..................... H 2 - &)

Health promotion programs:
Wellness programs .........cccceeveeeeenveeenns 2 1 3 1
Employee assistance programs ........... 7 10 11 5
Miscellaneous benefits:
Employer-subsidized recreation
facilities ......cccccevveeniiiccce 3 9 2 3

Job-related travel accident insurance ... 4 4 7 3

Nonproduction bonuses 22 35 27 17

Financial counseling ........ 1 2 1 ()

Subsidized commuting . . (Y - Y (Y

Sabbatical [8aVE ..........ccccevrvriererinnan &) H M (H

Education assistance:
Job-related ..o 15 28 13 15
Not job-related .........cccooeveriieeniiieenns 3 1 2 4
Flexible benefits plans ..........cccccccevevennn. (Y - 1 &)
Reimbursement accounts ...........c..cceveene 5 3 4 6

1 |ess than 0.5 percent.

NOTE: Because of rounding, sums of individual

items may not equal totals.

indicates no  employees in

this

Where applicable, dash

category.



Appendix A: Technical Note

Scope of survey
The Employee Benefits Survey (EB$he Bureau of Occupational groups
Labor Statistics (BLS) survey of the incidence and charac- Each of the narrowly defined occupations selected for

teristics of employee benefit plars conducted jointly with  study is classified into one of the following three broad oc-
the Bureau’s Employment Cost Index (ECI). The portion ofupational groups:

the sample from which the small establishment EBS esti- ) _ )
mates are made covers all private-sector establishirients Professional, technical, and relatebhcludes professional,
the United States employing fewer than 100 workers at ti@chnical, executive, administrative, managerial, and related

time of sample selectidh.All private-sector industries are 9¢cupations.

covered in the survey with the exception of farms and prierical and salesincludes clerical, administrative support,

vate households. _ _ and sales occupations.
The industrial and establishment size coverage of the sur-

vey varies on a rotimg basis.All surveys cover full-time Blue-collar and servicdncludes precision production, craft,
and part-time workers in all 50 States and the District ¢ind repair occupations; machine operators and inspectors;
Columbia. In even-numbered years, EBS data are collect#@nsportation and moving occupations; handlers, equipment
for small private establishments (those employing fewer thateaners, helpers, and laborers; and service occupations.

100 workers) and State and local governments of all SizeS'Echuded from the survev are self-emploved persons. bro
In odd-numbered years, data are collected for medium and y ployedp P

: . . eprletors, major stockholders, members of a corporate board
large private establishments (those employing 100 work r% . . :
or more). who are not otherwise officers of the corporation, volun-

. . : : tﬁgrs, unpaid workers, family members who are paid token

The industrial coverage, establishment size coverage, a . . .
geographic coverage for the survey were different prior wages, the permanently disabled, partners in unincorporated
1990. From 1979 to 1986, the surveys covered only mée-ms: and U.S. citizens working overseas.

dium and large private establishments and excluded mOStEspfnefit areas

the service industries. Establishments that employed at le8St . .
ploy BLS requests that sampled establishments provide data

50, 100, or 250 workers, depending on the industry, We¥e

included. The survey conducted in 1987 consisted of Stag 2 sample of their occupations on work schedules and

and local governments with 50 or more employees. The s rQtails of plans in each of the following benefit areas: Paid
]

veys carried out in 1988 and 1989 included a olidays, paid vacations, paid personal leave, paid funeral

private-sector establishments that employed 100 or morg. <’ paid military leave, paid jury-duty leave, paid and

employees. All surveys conducted from 1979 to 1989 eX_unpald family leave, paid sick leave, sickness and accident

cluded part-time employees and efisfiments in Alaska insurance, I(_)ng-term o_Ilsa_bllltylnsurancg, medical care, d_en-
and Hawaii. tal care, vision care, life insurance, defined benefit pension

Data in appendix B indicate the estimated number &Jans, defined contribution plans, flexible benefits plans,

full- and part-time employees within the scope of the suf’”’fn.d
vey, the number of responding sample establishments, arﬁclgmursement accounts. I :
ata are also collected on the incidence of the following

the number of sampled (and responding) occupational

qguotes within those establishments that are actually stu&dd'tlonal benefits: Severance pay, supplemental unemploy-

. S - ment benefits, travel accident insurance, nonproduction cash
ied for each major industry division. : :
bonuses, child care, eldercare, long-term care insurance,
1BLS defines an establishment as an economic unit that produces good¥ellness programs, recreation facilities, job-related and non-
or services (such as a factory or a store) at a singlédncén establish- job-related educational assistance, emp|0yee assistance pro-

menthis not necessarily a firm; it may be a branch plant, for example, or @rams financial counseling subsidized Commuting sabbati-
warehouse. ’ ? !

2The establishments included in this survey had to be determined in accal leave, stock option plans, stock purchase plans, and cash
vance of the actual collection because BLS only surveyed the smaller estapfofit-sharing plans_
lishments. BLS classified establishments by size as of the reference date of
the samplying frame. All establishments of fewer than 100 employees that .
were sampled are included in the survey, even if they employed more workeg@mple design

at the time of data collection. The State Unemployment Insurance (Ul) reports for the

3Data are collected individually for narrowly defined occupations that ares gtates and the District of Columbia comprise the list of
sampled within establishments. All of the employees in the detailed occupa- P

tion selected may not be surveyed. Data for a group (manageable numb@gtablishments from which the sample is selected (called

of employees in the detailed occupation that included the selected employ¢he sampling frame). The sample design for this survey and
position are collected. This group is called a quote.



the Employment Cost Index (ECI) is a 2-stage probability provide documents describing their flexible benefits plans;
sample of detailed occugians. The first stage acdample reimbursement accounts; defined benefit pensions; defined
selection is a probability sample of establishments; the seccontribution plans; medical, dental, and vision care plans;
ond stage is a probability sample of occupations within thoseand insurance plans. BLS analyzes these plans in Washing-
establishments. ton to garner the required data on plan provisions. Data on
The sample of establishments is a subset of the ECI samplpaid leave benefits generally are obtained directly from the
that covers establishments having fewer than 100 employ-employer at the time of the visit.
ees at the time of selection. The ECI sample is updated over
a 4-year cycle. Each year, new sample establishments ar®ata calculation
introduced into the survey in selected industries, replacing  Tabulations in this bulletin show the percent of all em-
previously selected sample units in those same industriesployees who receive specified benefits, such as paid holi-
Using this procedure, the entire sample is replaced approxi-days or medical care, as well as information on the provi-
mately every 4 years. sions of many of these benefits. Tabulations of specific pro-
To ensure that the sample is representative of all estabvisions generally indicate the percent of all employees re-
lishments that began business after the various industryceiving a benefit (participants) who are covered by speci-
samples were selected, a sample of “births” (newly openedfied features. For example, a tabulation may show the per-
establishments) is added to the existing sample each yearcent of workers with medical care benefits who are covered
The sample of establishments is selected by first stratify-by a health maintenance organization.
ing the sampling frame by industry group, and then by re- The majority of tables in the bulletin indicate the percent
gion and establishment emploent. Theindustry groups  of employees covered by a particular benefit plan or provi-
usually consist of 3-digit Standard Industrial Classification sion. In addition, average benefit provisionsuch as the
groups, as defined by the Office of Management and Bud-average number of paid holidays per yeare presented.
get. In some cases, tabulations indicate both the percent of em-
The number of sample establishments allocated to eactployees with a given provision and the average value of that
stratum (defined by industry) reflects the ratio of employ- provision. For example, EBS tabulations indicate the per-
ment in the stratum to employment in all sampling frame cent of employees in fee-for-service medical care plans who
estallishments. Thus, a stratum thaintains 1 percent of  must pay selected deductibles (such as $100, $150, and $200
the total employment within the scope of the survey receivesper year), as well as the average deductible. (All tabulations
approximately 1 percent of the total sample establishmentsof averages include only those employees actually covered
Some industries are sampled at a higher rate than other inby the provision being averaged.)
dustries because of publication requirements or highly vari- Most tables in this bulletin also include the number of
able data. employees receiving the beitefThis provides the reader
Each sampled establishment within an industry group with additional information on the prevalence of various
(stratum) has a probability of selection proportional to its benefit plans and provisions.
employment. For example, consider two establishments, A
and B, with respective employment of 5,000 and 1,000. Es-Survey estimation methods
tablishment A is five times more likely to be selected than  The survey design uses an estimator that assigns the in-
establishment B. verse of each sample unit’'s probability of selection as a
At the beginning of each visit by a Bureau field econo- weight to the unit's data at each of the two stages of sample
mist to a sampled establishment, a second-stage probabilitgelection. Three aight-adjustment factors are applied to
sample of occupations is selected from the establishmentthe establishment t&a The first &ctor is introduced to ac-
Data are then collected for these sampled occupations. Theount for establishment non-response, a second factor for
number of occupations selected from an establishment isoccupational non-response, and a third poststratification
four or six, depending on the employment size of the estab-factor is introduced to adjust the estimated employment to-
lishment. The pradbility of an occupation being selected tals to actual counts of the employment by industry for the
is proportional to its employment size within the establish- survey reference date.
ment.
The narrowly defined occupations are based on the Stan The general form of the estimator for a population total
dard Occupational Classification (SOC) system comp|led
by the Department of Commerce. They are then classified f2,f 1. 9 f

into the three occupational groups shown in this bulletin. Y = z IP
1= =1 j

Data collection

Bureau field economists visit or contact sampled estab-
lishments by telephone to collect data for the survey. To
reduce the reporting burden, respondents are asked to N’ =number of responding sample establishments;

where,



0j = occupation sample size selected from thestab-
lishment;

Yjj= value for the characteristics of tHB gelected oc-
cupation in theth selected establishment;

Pi =the probability of including théM establishment
in the sample;

Pij =the probability of includin thetr] occupation in
the sample of occupations from th@ éstablishment;

f1; =weight adjustment factor for nonresponse for the
it establishment;

h fij = weight adjustment factor for nonresponse for the
jt occupation in the'i establishment;

f2; :Wei%ht adjustment factor for poststratification to-
tals for the i establishment.

Appropriate employment or establishment totals are used
to calculate the proportion, mean, or percentage that is de-
sired.

Reliability of estimates

The statistics in this bulletin are estimates derived from a
sample of usable occupation quotes selected from the re-
sponding establishments. They are not tabulations based on
data from all employees in small establishments within scope
of the survey. Consequently, the data are subject to sam-
pling and nonsampling errors.

Sampling errorare the differences that can arise between
results derived from a sample and those computed from
observations of all units in the population being studied.
When probability techniques are used to select a sample, as
in the Employee Benefits Survey, statistical measures

called“standard errors” can be calculated to measure pos-
sible sampling errors.

This evaluation of survey results involves forming confi-
dence intervals that can be interpreted in the following man-
ner: Assume that repeated random samples of the same size
were drawn from a given population and an estimate of some
value, such as a mean or percentage, was made from each
sample. Then, the intervals described by one standard error
below each sample’s estimate and one standard error above
the estimate would include the population’s value for 68
percent of the sample. Confidence rises to 90 percent if the
intervals surrounding the sample estimates are widened to
plus and minus 1.6 standard errors, and to 95 percent if the
intervals are increased to plus and minus 2 standard errors.

Nonsampling errorsalso affect survey results. They can
be attributed to many sources: Inability to obtain informa-
tion about all establishments in the sample; definitional dif-
ficulties; differences in the interpretation of questions; in-
ability or unwillingness of respondents to provide correct
information; mistakes in recording or coding the data; and
other errors of collection, response, processing, coverage,
and estimation for missing data.

Computer edits of the data and professional review of
both individual and summarized data reduce the non- sam-
pling errors in recording, coding, and processing the data.
However, to the extent that the characteristics of non-
respondents are not the same as those of respondents,
nonsampling errors are introduced in the development of
estimates. Because the influence of these limitations on the
EBS estimates is unknown, reliability measurements are
incomplete.



Appendix B: Survey Response

Information on 1994 survey response retirement plan participants; and 12 percent of life insur-
Data for the 1994 Employee Benefits Survey in smalfnce plan participants. Imputations were done for less than
private establishments were collected from November 1993 percent of the participants in paid leave plans.) The rates
to October 1994, reflecting an average reference period & nonresponse for detailed plan provisions in the health
June 1994. Asample of 4,611 establishments was chose@nd retirement benefit areas precludes publishing most esti-
from Unemployment Insurance reports with reference date®ates of their plan features.
from 1986 to 1992; also included wi “birth” sample, For establishments that refuse, or are unable to provide
which represents establishments beginning operatiorf§€ minimum amount of usable data, a weight adjustment is
through 1993. (A description of sampling procedures apmade using the sample unit empteent. This technique
pears in appendix A.) Respondents were asked for inform&ssumes that the mean value of the nonrespondents equals

tion as of the time of the data collection contact. the mean value of the respondentsamne “detailed” cell
The following summary is a composite of establishmentevel. These cells are defined in a manner that groups estab-
responses to the survey: lishments together that are homogeneous with respect to

the characteristics of interest. In most cases, these cells are
the same as those used for sample selection.

Establishments Number For establishments that refuse, or are unable to provide

data for a specific occupation, a similar cell approach is
In sample 4,611 used to make adjustments to the sampled occupation weights
Out of business and out of scope 1,519 in responding estéibhments. The chacteristics of inter-
Refusing to respond 975 est include the major occupation group of the unreported
Responding fully or partially 2,135 occupations.

The survey data do not relate to 6 percent of the esti-
. . mated 51.9 million employees in the universe of small pri-
The 2,135 responding establishments I@ai\1-A2) . proy P
: . . ._vate establishments. Of the excluded employees, about 1
yielded 6,489 occupational observations (quotes) for Whlcr(])ut of 4 were not within the valid occupation scope of the
data were collected. L
. .. survey (e.g., owner-emplegs). Theemaining 3 out of 4
There were four procedures used to adjust for missingere in sampled occupations that were discontinued in their
data from partial and full refusals. First, imputations for theeporting establishments after participation in the survey
number of plan participants are made for cases in whicGegan. No replacement occupations were selected, nor were

this number is not reported (approximately 7 percent of parygjustments made to the survey estimates to reflect these
ticipants in health plans, 10 percent in retirement plans, angdissing data.

less than 1 percent of participants in all other types of plans).
Each of these participant values is imputed by selecting &;,ndard errors

similar plqn from _ano_ther establlshmen_t _W'th similar em- - cpart ag provides standard errors for use in evaluating
ployment ina similar industry. The participant rate from the estimates in the tables shown in chapters 1-9 of this
this selected plan is then used to approximate the number gfilletin containing percentage estimates. For example, table
participants for the plan that is missing a participation valuel shows that 34 percent of all employees participated in
Second, imputations for plan provisions were made whefefined contribution retirement plans in 1994. Chart A-1

they are not available in a responding establishment. Theg@ows a standard error of approximately 2.6 percent for this
plan provisions are imputed by selecting a plan from anestimate. Thus, at the 95-percent level, the confidence in-
other establishment with similar characteristics. Provisiongerval for this estimate is 28.8 percent to 39.2 percent (34
from this selected plan are then used to represent the migsercent plus and minus 2 times 2.6 percent).

ing data. (This was necessary for about 15 percent of the Standard errors for tables 9, 15, 24, and 26 could not be
participants in sickness and accident insurance plans; ¥presented graphically. They are presented dsstal8-
percent of flexible benefits plan participants; 51 peragnt A6. For example, the first entry in table 24 shows an aver-
medical, dental, and vision care participants; 36 percent @fge of 8.2 days of paid sick leave annually after 1 year of
long- term disability insurance participants; 69 percent ofervice. The standard error for this estimate is 0.54 days.



Charting estimates and generalized standard errors where:

Each estimate used in the production of the tables in this g _ ionqard error
bulletin has an approximately normal d|st_r|but|on. P = percentage estimate from the bulletin
Standard errors for the_z percentage estimates were com- o _ exponental function
puted from a representative portion of the 1994 survey e_st|- In = natural logarithm function.
mates using a method called “balanced repeated replica-
tion.” Estimates are produced for each of 64 half-sample For the 1994 Employee Benefits Survey,
replicates, and the variability or standard error is calculated
from these estimates. To simplify their presentation, a curve a=-51.50706094, b = 10.037344835,
was fitted to the standard error estimates using regression € =11.034774295, and d = -2.21323579.

techniques (chart A-1).
These are regression coefficients. The curve fits the data

o with RZ = 0.83549 and no definite pattern in the residuals.
The curve’s equation is: The equation of the curve was obtained empirically, us-

S= pla+t{|n( '%] + §In(200- B} + dIn( Pin(100- 5}] ing the following equation:
i s=aP (100-P° .



Chart A-1. (Generalized standard errors, small private establishments, 1994
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Table A.1: Number of establishments and full-time occupational quotes studied and estimated number of full-time
workers within scope of survey, small private establishments, United States, 1994

Number of occupational quotes studied?

Number of
Industry divisiont establishments Professional, .
studied Total technical, and re- Clerical and Blue-coll_ar and
' sales service
lated
All industries .........cccoocveveeniennns 2,135 5,320 1,205 2,019 2,096
Manufacturing ..........cc.ceeeueee 132 447 72 66 309
Nonmanufacturing ................ 2,003 4,873 1,133 1,953 1,787
Mining 11 40 5 4 31
Construction ........cc.ccc.e.... 208 514 71 60 383
Transportaion,
communications,
electric, gas, and
sanitary services ......... 130 352 81 107 164
Wholesale Trade .... 294 908 151 449 308
Retail Trade .......ccccevvvveenne 448 858 62 451 345
Finance, insurance, and
real estate ................... 329 875 247 552 76
SEIVICES ..vvevvieiiiieiiieeieeie. 583 1,326 516 330 480
Estimated number of full-time workers within scope of survey
Allindustries .........cccocveveeniiennns 35,909,558 6,571,919 11,629,051 17,708,589
Manufacturing ..........ccoceeueene 4,903,795 722,782 673,070 3,507,942
Nonmanufacturing ................ 31,005,763 5,849,137 10,955,980 14,200,646
MiNING ..eeeiieiieeee e 298,316 29,619 23,958 244,738
Construction ........c..ccccue.... 3,686,660 375,772 326,693 2,984,195
Transportaion,
communications,
electric, gas, and
sanitary services ......... 2,038,634 352,640 581,110 1,104,884
Wholesale Trade .............. 4,216,450 593,674 2,057,800 1,564,975
Retail Trade .......cccccceevneene 7,287,770 520,799 3,239,814 3,527,157
Finance, insurance, and
real estate ................... 3,121,870 802,174 1,868,565 451,132
SEIVICES ..oovviieiiiieiieeieeie 10,356,064 3,174,458 2,858,040 4,323,565

1 As defined in the 1987 edition of the Standard Industrial
Classification Manual, U.S. Office of Management and Budget.

Indusry data are shown for informational purposes only and are

subject to larger than normal sample error. See section on reliability

of estimates.

These figures refer to all respondents to the survey, whether or

totals.
category.

not they provided data for all items studied. See the section
survey response.

NOTE: Because of rounding, sums of individual items may not equal
Where applicable, dash indicates no employees in this



Table A.2: Number of establishments and part-time occupational quotes studied and estimated number of part-time
workers within scope of survey, small private establishments, United States, 1994

Number of occupational quotes studied?
Number of
Industry division! establishments Professional, .
studied Total technical, and re- Clerical and Blue-collar and
' sales service
lated
All industries ........ccccoccveveeninenns 2,135 1,169 127 480 562
Manufacturing ..........cc.cceeeueee 132 32 1 10 21
Nonmanufacturing ................ 2,003 1,137 126 470 541
Mining . 11 1 - 1 -
Construction ........cc.cc........ 208 29 2 12 15
Transportaion,
communications,
electric, gas, and
sanitary services ......... 130 53 17 21 15
Wholesale Trade . 294 99 4 47 48
Retail Trade .......ccccevvveenne 448 490 3 235 252
Finance, insurance, and
real estate ................... 329 92 5 66 21
SErVICES ....ooovviieiiiieeeiienn 583 373 95 88 190
Estimated number of part-time workers within scope of survey
Allindustries .........cccocvevieenieennns 12,716,611 914,998 4,153,849 7,647,764
Manufacturing ..........ccceeveee. 534,359 9,512 193,714 331,133
Nonmanufacturing ................ 12,182,252 905,486 3,960,135 7,316,631
MINING .veeeiiiieeeeeee 3,399 - 3,399 -
Construction ..........cccccue.... 216,232 10,522 60,947 144,763
Transportaion,
communications,
electric, gas, and
sanitary services ......... 525,780 122,068 103,911 299,801
Wholesale Trade .............. 427,390 17,252 228,723 181,415
Retail Trade .......ccccevveeene 7,470,681 25,776 2,358,024 5,086,881
Finance, insurance, and
real estate ................... 433,837 11,997 286,603 135,238
SerViCeS ...ccoovieeiiiieeeinen. 3,104,933 717,871 918,529 1,468,534
1 As defined in the 1987 edition of the Standard Industrial not they provided data for all items studied. See the section on
Classification Manual, U.S. Office of Management and Budget. survey response.
Indusry data are shown for informational purposes only and are
subject to larger than normal sample error. See section on reliability NOTE: Because of rounding, sums of individual items may not equal
of estimates. totals. Where applicable, dash indicates no employees in this

These figures refer to all respondents to the survey, whether or category.



Table A-3. Standard errors for table 9--Paid holidays and
vacations: Average number of days for full-time employees,
small private establishments, 1994

Profes-
sional, Clerical Blue-
techni- collar
All and
cal, and
em- sales .
Item ploy- and em. | service
ces | Elated ploy- | &M
em- ploy-
ees
ploy- ees
ees
Paid holidays .........cccccveeuvennne. 0.09 0.14 0.09 0.16
Paid vacation by minimum
length-of-service
requirement:
After 1 year 12 .22 17 A7
After 3 years .... A1 17 .13 .16
After 5years .......cccceeeeeene. 13 .19 .18 17
After 10 years 16 24 .20 23
After 15 years 21 .30 .27 27
After 20 years 21 .30 .29 .29
After 25 years .24 11 31 .32

Table A-4. Standard errors for table 15 -- Paid vacations: Average number of days by length of service and
cash-in/carryover provisions, full-time employees, small private establishments, 1994

Vacation days by minimum Cash-in, Carryover . Cash-in and | No cash-in or
length-of-service requirement All plans carryover, onl Cash-in only carryover carryover
9 q or both y Y y
After 1 year 1.18 0.20 0.36 0.25 0.59 0.15
After 3 years 1.10 17 .28 .26 .70 .16
After 5 years 1.32 .22 .29 .57 .56 .20
After 10 years 1.62 .26 .32 .53 .73 .24
After 15 years ... 2.09 .33 42 .57 .33 .30
After 20 years ... 2.08 .36 A7 .60 .39 .31
After 25 years ... 2.38 .38 46 51 .37 .35




Table A-5. Standard errors for table 24 -- Paid annual sick

leave: Average number of days at full pay for full-time

employees, small private establishments, 1994

Table A-6. Standard errors for table 26 -- Paid annual sick

leave: Average number of days at full pay for full-time

employees by accumulation policy, small private

establishments, 1994

Profes-
sional, Clerical Blue-
techni- collar
All and
cal, and
. . em- sales .
Sick leave policy lov- and em. | Service
PIOY" 1 related em-
ees em- | Ploy- lov-
ees ploy
ploy- ees
ees
Paid annual sick leave days
by minimum length-of-
service requirement:
After 1 year of service ......... 0.54 0.44 0.31 1.52
After 3 years of service ....... .57 .80 .54 1.48
After 5 years of service ....... .69 .98 .84 1.64
After 10 years of service ..... .90 1.19 1.24 1.81
After 15 years of service ..... 1.03 1.31 1.32 1.98
After 20 years of service ..... 1.13 1.43 1.40 2.13
After 25 years of service ..... 1.15 1.49 1.44 2.13

Profes-
S|ona!, Clerical Blue-
techni- collar
All and
cal, and
. . em- sales .
Sick leave policy lov- and em. | Service
PIOY" | related em-
ees ploy-
em- ploy-
ees
ploy- ees
ees
Sick leave days by minimum
length-of-service
requirement
After 1 year of service:
Cumulative plan .............. 0.25 0.35 0.21 0.42
Noncumulative plan ........ .88 .84 .50 241
After 3 years of service:
Cumulative plan .............. .25 .35 .25 42
Noncumulative plan ........ .96 1.61 91 2.38
After 5 years of service:
Cumulative plan .............. .33 .36 .61 44
Noncumulative plan ... 1.16 1.93 1.32 2.67
After 10 years of service:
Cumulative plan .............. .38 .38 .70 49
Noncumulative plan ........ 1.50 2.35 1.99 2.94
After 15 years of service:
Cumulative plan .............. 43 .38 .79 .59
Noncumulative plan ........ 1.72 2.61 2.11 3.24
After 20 years of service:
Cumulative plan .............. .46 .39 .86 .65
Noncumulative plan ........ 1.86 2.82 2.22 3.48
After 25 years of service:
Cumulative plan .............. A7 .40 .87 71
Noncumulative plan ........ 1.91 2.94 2.29 3.47
Data not available ............... A7 .40 .86 71




Appendix C. Availability of
Survey Data

The tables published in this bulletin present the major  Graham, Avy D. “Coordinating Private Pension Benefits

findings of the Employee Benefits Survey of small privatewith Social Security,Monthly Labor RevieywMarch 1994,
establishments. Survey data are also available in researgp. 35-38.

articles, special bulletins and reports, short publications, and

electronic media. Wiatrowski, William J. “Employee Benefits for Union

Articles based on Employee Benefits Survey data are pubs,q Nomnion Workers,Monthly Labor ReviewFebruary
lished periodically in the Bureauldonthly Labor Review 1994 pp. 34-37.

and Compensation and Working Conditiofifie following

is a list of recent articles: - :
Williams, Arthur C.“Health Care Plans Covering Out-

Bucci, Michael and Grant, Robert B. “Employer-spon- patient X-ray and Lab TestsVlonthly Labor Review
sored Health Insurance: What's Offered, What's Chosen?August 1993, pp. 44-47.
Monthly Labor ReviepOctober 1995, pp. 38-44.

Thompson, Jerline. “Incidence and Type of Disability

Wiatrowski, William J. “Methods of Providing Child- |nsyrance Benefits, 1958-90\lonthly Labor Reviepduly
care Benefits to EmployeesCompenston and Woking 1993, pp. 51-53.

Conditions May 1995, pp. 5-6.

_ _ Bucci, Michael. “Lump-sum Benefs Available from
Kramer, Natalie. “Employee Benefits f@ider Work-  Savings and Thit Plans,” Monthly Labor ReviewJune
ers,” Monthly Labor ReviewApril 1995, pp. 21-27. 1993, pp. 57-60.

Kymn, Christine. “AIDS Provisions in Health Insurance,”  \yjatrowski, William J. “Factors Affecting Retirement

Compenston and Woking Conditions August 1994, pp.  |ncome,”Monthly Labor ReviepMarch 1993, pp. 25-35.
4-7.

Williams, Dolphene F. “Employer-Provided Retiree
Health Care BenefitslCompenston and Woking Condi-
tions, August 1993, pp. 1-4.

Bucci, Michael and Grant, Robert B. “Health Insurance:
Employer Offerings and Employee Choices in Small Pri-
vate EstablishmentsCompensaon and Woking Condi-

tions, August 1994, pp. 1-3. ) . . .
Special bulletins and reports focus on a single topic or

. . combine related themes. Recent publications include:
Foster, Ann C. “Employee Benefits in the United States, P

1991-92,"Compensation and Working Conditipdaly 1994,
pp. 1-6. Employee Benefits for Union and Noion Workers

1991-92, Summary 94-7, July 1994.
Foster, Ann C. “Portability of Pension Benefits Among
Jobs,”"Monthly Labor ReviepwJuly 1994, pp. 45-50. Health Insurance: Employer Offering and Employee
Choice in State and Local Governmerit892, Summary
Wiatrowski, William J. “On the Disparity Between Pri- 94-12, September 1994.
vate and Public Pensiondylonthly Labor ReviewApril
1994, pp. 3-9. Payouts from Employee Benefit PlaBulletin 2436,
December 1993.
Scofea, Laura A. “The Development and Growth of Em-

ployer-Provided Health Insurancéfonthly Labor Review Employee Benefits in the United Sta®smmary 93-4,
March 1994, pp. 3-10. June 1993.



Employee Benefits in a Changing EconoyBLS Recent reports on employee benefits include:
Chartbook, Bulletin 2394, September 1992.
Parental Leave Benefits Provided by Employ&sm-
Substance Abuse Provisions in Employee Benefit Plans mary 93-1, March 1993.
Bulletin 2412, August 1992. Health Care Benefits Under Close Scrutiny
Summary 93-2, March 1993.
To meet the needs of data users interested in specific ben-
efit topics, Employee Benefits Survey data are used to pre- The public may access a wide range of Bureau of Labor
pare three series of short publicatiddaderstanding Em-  Statistics data and information, including Employee Ben-
ployee Benefitss a popularly written series of flyers cover- efits Survey data, through the Bureau’s Worlid&/Web

ing benefits. Recent topics include: site at:http://stats.bls.gov/blshome.html

Bureau of Labor Statistics data are also accessible on
The Employee Benefits Survey the Internet though Anonymous FTP or Gopher at:
The Health Care Puzzle stats.bls.gov
Retirement and Gatal Accumulation Electronic data are also available through the BLS
Employee Benefits in Small Establishments LABSTAT on-line data service; users may access Employee
Benefits for the Family Benefits Survey news releases and historical data on major
Employee Benefits for Teachers in the Public Sector benefit incidences and provisions.
Mental Health and Substance Ude Treatment More information may be obtained by writing to:
Benefits Employee Benefits Survey, Bureau of Labor Statistics, 2

Massabusetts Avenud\E., Room 4160, Washington, DC
Issues in Labor Statistids one of a series of BLS occa- 20212-0001. Public information is also available by tele-
sional reports that present information of current interesphone at (202) 606-6222.
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