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First:  A Workforce Observation
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Most Leaving the DC Plans Are Quitting; 
DB Plans See Mostly Retirements
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Strategies to Produce Stable Costs and 
Risk-Sharing Observations
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Cost Stability Strategies and 
Observations on Other States
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Effectiveness of Risk-Sharing Provisions 
Changes as a Plan Matures
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Conditional PRPAs Have Greater Impact 
in More Mature Plans

National Institute on Retirement Security 6



Assuming a Larger Conditional PRPA Has 
a Greater Impact on Risk-Sharing
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Key Takeaways on Risk-Sharing

• Risk-sharing generally becomes more important as a tier matures. 

• Risk-sharing through conditional PRPAs grows more effective as as a 
tier matures. Cost-sharing grows less effective. 

• The inflation adjustment assumption is important, with a higher 
assumption meaning stronger risk-sharing. 

• Conditional PRPAs must be pre-funded (or assumed to be provided) 
for risk-sharing to work.

• The bill before you will align stakeholder interests.  Workers, retirees 
the State, and employers have an incentive to keep plan on track.
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IN, SD & WI Have Kept Contribution 
Rates Stable Over Past Two Decades
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Questions
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Conclusion

• Employer benefits are provided so workers perceive the 
employer as a good place to work. 

• Many states had similar debates about retirement offerings, 
but few plans followed your lead*. 

• Retention of teachers and PERS members is problematic in 
the DC plans, compared to both the DB plans and plans in other 
states. Workers in the DC plan are where the focus should be to 
improve retention, too. 
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Conclusion, Continued

• There are important choices about how benefits are 
designed and how they are funded, beyond DB versus DC. 
The tools and examples are available. 

• A strong case can be made that reopening the DB plans 
would help in honoring the obligations that already exist in the 
legacy plans. 
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Key Findings

• Turnover is significantly higher in the DC plans; efforts to
improve retention should focus on those in the defined
contribution plan.

• Other states have not followed Alaska in moving away from
offering a pension. (*North Dakota)

• Improved retention would increase teacher effectiveness.

• There are many important considerations beyond just

offering a DB or not, including plan design, funding strategies,

and the use of a reserve fund. All are viable options.
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Key Findings (Continued)
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• Plan demographics and cashflows may impact decision-

making as the TRS and PERS plans move toward a spend-

down stage.

• Pensions are more efficient at delivering benefits per dollar of

cost.



Most States 
Still Offer 
Educators a DB 
Pension Plan
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PERS DC Turnover also Higher
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PERS DB Also Retaining Workers Better
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Similar Trend for Females in PERS 
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Peace Officer DC Turnover Much Higher

National Institute on Retirement Security 19



Male Peace Officer Retention is Much 
Lower in the DC Plan
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Female Peace Officer Retention is Also 
Lower in the DC Plan
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The Role of Plan Demographics: A 
Warning from Multiemployer Systems
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Funded Percentages of Private Sector 
Multiemployer Plans Have Diverged
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market value of assets at plan year end. Plans are grouped by 2021 zone status. 



Investment Returns Among Private 
Multiemployer Plans Have Been Similar
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Multiemployer Plans Facing Greatest 
Challenges Have Increased Contributions 
Most
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Plan Demographics Have Had the 
Greatest Impact on Multiemployer Plans
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to active participants at plan year end. Plans are grouped by 2021 zone status. 



Plan Demographics for the Two AK Plans 
Have Diverged from Other Public Plans
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Negative Cashflows Grow in Closed Plans
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Quick Comparison of Retention in Other 
States
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Years of Alaska TRS CalSTRS
Montana 

TRS Washington TRS Oregon Schools

Service Female Male | Female Male | Full Time | Plan 1/2 | Female Male

1 31.0% 28.0% | 11.3% 12.3% | 28.0% | 12.0% | 13.5% 16.6%

2 21.0% 28.0% | 7.0% 8.5% | 16.0% | 8.0% | 12.5% 14.3%

3 18.0% 19.0% | 5.5% 6.8% | 12.0% | 6.5% | 10.5% 11.5%

4 13.0% 17.0% | 4.3% 5.4% | 9.0% | 5.0% | 9.1% 9.5%

5 13.0% 13.0% | 3.3% 3.8% | 7.0% | 5.0% | 8.1% 7.9%

Number of 
Original 100 

Remaining @     
5 Years

34 30 | 72 68 | 45 | 68 | 57 53
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