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University of Washington 
Faculty Council on Benefits and Retirement 

January 23rd, 2017 
2:30 pm – 4:00 pm 

Gerberding 26 
 
Meeting synopsis: 

 
1. Call to order 
2. Review of the minutes from November 28th, 2016 
3. Taping of Council meetings 
4. Parental Leave 

a. Chart 
b. Academic Personnel 

5. Comparison of Peer Benefits 
a. Retirement plans 
b. Tuition support (waivers) 

6. University of Washington Retirement Association (UWRA) - Patricia Dougherty, Executive Director 
7. Contributions to the UWRP – Katy Dwyer - Age 50+ (optional) - your contribution is 10%, UW will 

contribute 10%, giving you a total UWRP contribution of 20% 
8. Tuition waivers – UW - Carol Diem, Director of Institutional Analysis, Office of Planning and 

Budgeting 
9. Legislative update - Katy Dwyer 
10. Good of the order 
11. Adjourn 
_____________________________________________________________________________________
 
1) Call to order 
 
Chamberlin called the meeting to order at 2:30 p.m. 
 
2) Review of the minutes from November 28th, 2016 
 
The minutes from November 28th, 2016 were approved as written.  
 
3) Taping of Council meetings 
 
Burgess (Council Support Analyst) explained faculty councils will no longer supplement meeting minutes 
with recorded audio as the pilot to do so has ended.  
 
4) Parental Leave (Exhibit 1) 
 
Amy Hawkins (Director, WorkLife and Childcare Development, Human Resources) was present to give 
some information on parental leave at the UW.  
 
She explained that as of January 1st, 2017, 30 days of sick leave may be used by professional staff and 
classified non-union staff if they are a new parent or birth mother. Four months total parental leave is 
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available to new parents, while birth mothers may also take 6-8 weeks of postpartum recovery time. She 
presented a handout with more information (Exhibit 1).  
 
Chamberlin noted Cheryl Cameron (Vice Provost for Academic Personnel, Office of the Provost) will join 
the council in February to discuss parental leave for faculty. The council thanked Hawkins for presenting 
the information.  
 
5) Comparison of Peer Benefits (Exhibit 2)  

 
The council reviewed a comparison of benefits data across institutions compiled by chair Stephan Siegel 
(Exhibit 2).  
 

Retirement plans 
 

Relating to the metric of “average retirement plan expenditure per covered employee” (Exhibit 2, page 
1), it was noted the number does not translate well across institutions, and does not seem to be a useful 
metric. There was a question of the intention of highlighting the metric. After some discussion, it was 
noted an interesting question to pose to Cheryl Cameron would be the average age of new academic 
personnel employees when they join the university.   
 
Relating to retirement plans listed in the exhibit, it was noted the 401(a) and 401(k) plans are not 
available at the UW as these are primarily used in private corporations. Plan 403(b) is the similar plan for 
government agencies.  
 
After review of the retirement data, the council agreed the UW compares favorably to peers.  
 

Tuition support (waivers) 
 
Chamberlin explained that Siegel, while compiling the tuition support data, was unable to identify what 
tuition support is available at the UW (page 3, Exhibit 2). Members of the council noted the UW does 
offer full‐time employees tuition assistance for courses taken at the institution, and employees are 
allowed to attend classes during normal working hours in certain offices/scenarios. It was noted the UW 
also supports tuition benefits for employees that pays partially or fully for courses taken at other 
institutions (questions listed in the spreadsheet).   
 
The council noted for all questions listed under “Spouses” and “Children,” all answers are “no.”  
There was some discussion of UW self-sustaining programs, which are not eligible for tuition 
exemptions.  
 
Chamberlin noted the council would hear more about tuition exemptions later in the meeting.  
 
6) University of Washington Retirement Association (UWRA) - Patricia Dougherty, Executive 

Director, UWRA (Exhibit 3) 
 
Patricia Dougherty (Director, UW Retiree Relations) was present to discuss the role of retirees in the 
university community and to give information on the UW Retirement Association (UWRA). She explained 
the UWRA began in 1975 as a path to improving the retirement package for faculty, and is a 501(c)(3) 
tax-exempt nonprofit organization. Current and retired UW faculty and staff are welcome and 
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encouraged to join the organization. UWRA outreach programs are designed to inform, connect, and 
engage all UW retirees with the university. Dougherty presented a handout showing numbers of 
participants in UWRA events (Exhibit 3).  
 
Dougherty explained the UW has nearly 600 retirees each year, and that number is likely to rise as more 
employees in the baby boomer generation go through retirement. She noted faculty and staff currently 
retiring at the institution exhibit a high interest in staying involved in their fields of research, and/or 
reengaging with the university. Chamberlin explained there is conclusive evidence showing that faculty 
and staff who continue to stay engaged after retirement are larger donators to the university, which is 
an added benefit. Mittler mentioned the faculty rehire program is an effective pay-based way to get 
people involved.  
 
Miceal Vaughan (Professor Emeritus, English) noted the UWRA website is difficult to locate in online 
searches, specifically, if one does not type “UWRA” into the searchbar. It was noted Mary Gresch (Chief 
Marketing & Communications Officer, University Marketing & Communications) is likely able to help 
with the issue. Vaughan’s final point was that faculty retirements should be addressed via organization 
under the Provost’s Office, instead of under University Faculty Advancement.  
 
Dougherty noted the UWRA is interested in the question of how the UW uses its retirees to enhance the 
mission of the university, explaining the FCBR might contribute to this discussion. She noted she would 
report back to the council on the workings of the UWRA as it addresses the question.  
 
7) Contributions to the UWRP – Katy Dwyer - Age 50+ (optional) - your contribution is 10%, UW will 

contribute 10%, giving you a total UWRP contribution of 20% (Exhibit 4) 
 
Chamberlin noted the council remains interested in the discussion of a change in policy enacting an opt-
out 10% contribution to UWRP at age 50 and above. A handout was shown displaying data on UWRP 
participation (Exhibit 4).  
 
It was noted the employees eligible for 10% contribution currently contributing under 10% are a fairly 
consistent group of employees. There was some discussion of a cost-analysis, which took place several 
years back, wherein the findings were that the cost to enact an “opt-out” policy (faculty must manually 
object to a 10% contribution rate at age 50 in order to not be included) would be approximately 1 
million dollars. A member noted it has long been the consensus of the FCBR that an opt-out policy is the 
better policy option.  
 
The new HR/Workday system was mentioned (to be implemented summer 2017). It was noted with the 
major HR system overhaul looming, it would be very hard to implement the policy change, as well as 
receive legal counsel on the subject in a timely a manner. A member suggested faculty themselves must 
be the leaders when it comes to communicating the benefits of an 10% contribution at age 50+. 
 
After discussion, Chamberlin explained himself, Mittler, and Winger would author a draft motion 
concerning an opt-out policy at age 50+ and return it to the council for feedback in a later meeting.  
 
8) Tuition waivers – UW - Carol Diem, Director of Institutional Analysis, Office of Planning and 

Budgeting (Exhibit 5)  
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Carol Diem (Director of Institutional Analysis, Office of Planning and Budgeting) explained she has joined 
the council upon request to discuss expansion of tuition exemptions for spouses, partners, and children, 
and specifically, to speak to the costs of such a proposal.  
 
Diem noted the UW does provide a waiver for non-resident children of faculty and staff (a child could be 
granted a waiver for non-resident differential tuition costs) – a metric which is not accounted for in the 
data set the council previously assessed in the meeting.  
 
Diem handed out an approximate cost analysis of a waiver program for family members of faculty or 
faculty and staff (Exhibit 5). She explained this kind of cost-analysis have been done in the past, 
however, since that time the institution has implemented an Activity-based Budgeting (ABB) funding 
model, which means the waiver program represents a loss of revenue from student credit hours to 
academic units (73% of total net operating revenue for UW Seattle comes from the undergraduate 
student population). The analysis only includes tuition-based undergraduate programs. Diem explained 
if all faculty/staff offspring of college-going age received a tuition waiver, the cost would be roughly 4.9 
million dollars for faculty, 4.8 million dollars for professional staff, and 2.7 million dollars for classified 
staff. She noted in this analysis, she assumed 1100-1200 offspring would be potentially eligible for a 
waiver.  
 
There was some discussion of other universities charging tuition exemptions to their “benefit load,” as 
well as discussion of a potential employee retention policy before the benefit could be applied. It was 
clarified the UW Medical Center and Harborview Hospital were not included in the analysis. The UW 
Medical School was included in the analysis.   
 
It was noted this analysis does not take into account how many students would meet the criteria to be 
accepted to attend the UW. Diem explained an analysis of offspring of faculty and staff that are 
currently enrolled at the UW might be a more insightful cost-analysis.  
 
The council thanked for Diem for presenting, and she left the meeting.  
 
9) Legislative update - Katy Dwyer 
 
Katy Dwyer (Executive Director of Benefits, Benefits Office) gave an update on the legislative session of 
the Washington State Legislature as it relates to benefits policy affecting the UW. Bills are being 
considered relating to group long-term disability products, funeral costs, and funeral planning.  
 
There was some discussion of impact of federal health care changes under a new presidency.  
 
10) Good of the order 
 
Nothing was stated for the good of the order.  
 
11) Adjourn 

 
Chamberlin adjourned the meeting at 4:00 p.m.  
_____________________________________________________________________________________ 
Minutes by Joey Burgess, jmbg@uw.edu, council support analyst  
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Present:  Faculty: Russell Fernandes, John Mittler, Mary O’Neil, Jason Wright 
   Ex-officio reps: Iva Loukanova, Erick Winger, Charles Chamberlin 
   President’s designee: Mindy Kornberg 
   Guests: Katy Dwyer, Carol Diem, Amy Hawkins, Patricia Dougherty  
 

Absent:   Faculty: Gowri Shankar, Stephan Siegel, Iulia Metzner 
   Ex-officio reps: Laura Lillard  
 

Exhibits 

Exhibit 1 – parentalleave_info_fcbr_winter2017.pdf 
Exhibit 2 – Benefits Comparison Retirement and Tuition v20170118_winter2017.pdf 
Exhibit 3 – uwra_participation_fcbr_winter2017 
Exhibit 4 – UWRP 10% vs 7.5% age 50 and over 2017-01-23.pdf 
Exhibit 5 – tuitionwavers_offspring_costanalysis_fcbr_winter2017 
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TABLE 63 
 401(k) Defined Contribution Plans 

% indicating new employees eligible to participate 
in 401(k) plan  

Exempt/Prof:  100% 
NE/Support:  100% 
Faculty: 92% 

% indicating participation in 401(k) plan mandatory 
upon hire or after “x” years  

Exempt/Prof:  16% 
NE/Support:  16% 
Faculty: 12% 

% indicating 401(k) plan is a primary 
retirement plan 

Exempt/Prof:  30% 
NE/Support:  30% 
Faculty: 29% 

% indicating there is normally a waiting period to 
participate in 401(k) plan 

 18% 

- If waiting period, median number of months  3 months 

% indicating employee contribution to 401(k) plan 
mandatory 

 4% 

-  If mandatory, % of salary required (median)  5% 

% indicating institution contributes to 401(k) plan   50% 

- If institution contributes, % with immediate 
vesting 

 46% 

- If vesting not immediate, vesting period in years 
(median) 

 4 years 

If applicable, maximum % of annual salary 
institution contributes to employee 401(k) plan 

  

- Employees <30  5% 

- Employees 30-50  5% 

- Employees >50  5% 
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Summary Tables - Tuition Benefits 
TABLE 53 

Tuition Benefits for Courses Taken at Own Institution  
 

 Full-Time 
Employees  

Employee 
Spouse 

Employee 
Same Sex 

Partner 

Employee 
Opposite 

Sex Partner 

Employee 
Children 

% providing tuition benefit 97% 85% 74% 47% 89% 

% with waiting period 50% 60% 62% 

Median length of waiting 
period in months  

12 months 12 months 12 months 

% limiting number of credit 
hours available per calendar 
year for assistance   

50% 50% 50% 

Median number of hours 
available for assistance   

15 18 23 

% allowing employees to 
attend classes during regular 
working hours   

68% 

% providing assistance by 
waiving/discounting some or 
all of tuition   

80% 

% paying or reimbursing a 
percentage of the tuition 

6% 

% pay or reimburse a specific 
dollar amount  

4% 

TABLE 54 
 Tuition Benefits for Courses Taken at Other Institutions 

% of institutions with tuition benefit that pays 
partially or fully for course(s) taken at other 
institutions (current plan for new employees) 

53% 

 

TABLE 55 
 % of Employees and Dependents Currently Receiving Tuition Benefits,  

by Employee Type 
Full-time employees receiving tuition benefits for either self or family 12% 

  % of exempt employees currently receiving tuition benefits  62% 

  % of non-exempt employees currently receiving tuition benefits  40% 

  % of exempt employee dependents currently receiving tuition benefits  67% 

  % of non-exempt employee dependents currently receiving tuition benefits  32% 
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Environment Year UW (MSA)
Median UW (%‐ile)

Overall Livability (AARP) 2016 57.42 51.30 93%
Neighborhood 56.58 49.49 82%
Housing 54.03 48.39 82%
Environment 63.21 53.29 97%
Health 64.53 56.83 76%
Transportation 52.54 51.46 65%
Opportunity  57.99 52.20 73%
Engagement 53.07 52.10 63%

Cost of Living (Multiple Sources) 2016
Required pre‐tax income (family of 4) (MIT) 67,758      62,558             69%
Max state income tax in % (Tax Foundation) 0.00% 5.75% 0%
Sales tax % (TaxRate.com) 9.22% 7.00% 100%
Median sf price single family home (Zillow) 247.4 162.6 69%

25 Peers:
U California‐Berkeley
U California‐Los Angeles
U Virginia
U Michigan‐Ann Arbor
U North Carolina‐Chapel Hill
Georgia Inst Tech
U California‐Santa Barbara
U California‐Irvine
U California‐San Diego
U Wisconsin‐Madison
U Illinois‐Urbana‐Champaign
U California‐Davis
U Florida
Penn St U‐Main
U Texas‐Austin
Ohio St U‐Main
U Maryland‐College Park
U Connecticut
Purdue U‐Main
Clemson U
U Georgia
U Pittsburgh‐Pittsburgh
U Minnesota‐Twin Cities
Texas A&M U
Virginia Tech

25 Peers (MSA)
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