
BENEFITS ADVISORY COMMITTEE 
MINUTES OF MEETING 
DECEMER 4, 2008 
 
 [In these minutes:  Open Enrollment, Graduate Assistant Medical Plan RFP, Proposed 
Changes to the Short and Long-Term Disability Programs] 
 
[These minutes reflect discussion and debate at a meeting of a committee of the 
University Senate; none of the comments, conclusions, or actions reported in these 
minutes represent the view of, nor are they binding on the Senate, the Administration, or 
the Board of Regents.] 
 
PRESENT:  Gavin Watt (chair), William Roberts, Dale Swanson, Rhonda Jennen, Nancy 
Fulton, Carla Volkman-Lien, Carl Anderson, Amos Deinard, Judith Garrard, Richard 
McGehee, Michael O’Reilly, Theodor Litman, Rodney Loper, Dann Chapman 
  
REGRETS:  Tina Falkner, Karen Wolterstorff, Jody Ebert, Jennifer Imsande, Sandi 
Sherman, Joseph Jameson, Michael Marotteck, George Green, Fred Morrison, Kathy 
Pouliot 
 
ABSENT:  Sara Parcells, Carol Carrier, Frank Cerra, Keith Dunder 
 
OTHERS ATTENDING:  Linda Blake, Ted Butler, Karen Chapin, Kathy Donahue, Betty 
Gilchrist, Stephen Schondelmeyer, Kelly Schrotberger, Jackie Singer, Sheri Stone, Curt 
Swenson 
 
I).  Gavin Watt called the meeting to order and welcomed those present. 
 
II).  Employee Benefits' Announcements: 

• Dann Chapman reported that open enrollment was very successful this year with 
one caveat, the on-line enrollment for employees with same sex domestic partners 
(SSDP) experienced problems.  Employee Benefits technical staff is looking into 
this problem so it can be resolved going forward. 

 
Employee Benefits increased the amount of outreach it did in order to assist 
employees without computer access and/or who are not computer savvy.  Among 
other things, Employee Benefits' staff attended early morning and late night 
Facilities Management (FM) staff meetings, held computer labs, and extended 
Benefit Fair hours. 
 
Enrollment numbers are slightly lower this year as compared to previous non-
event years.  On-line enrollment numbers were down by approximately 2,000 
from last year.  A spreadsheet detailing open enrollment statistics was distributed 
to members for their review.  A more detailed report will be shared with the 
committee in January. 
 



Ted Butler reported that the HSA benefit design was improved for 2009.  Having 
said this, HSA enrollment increased from 111 to 178 participants.  In addition, 
enrollment in HealthPartners declined by approximately 250 participants. 
 

• Mr. Chapman reported that Shirley Kuehn, support services manager, Employee 
Benefits, gave birth to a healthy baby girl, Savannah Joy.   

 
• Karen Chapin announced that a committee has been formed to work on the 

Graduate Assistant Medical Plan RFP.  It is anticipated that this RFP will be 
issued on January 12, 2009. 

 
III).  Jackie Singer provided the committee with background information concerning a 
proposed change to the University's Voluntary Disability Programs. Civil Service and 
Bargaining Unit staff are eligible to purchase this coverage.  The current plan uses a flat 
dollar amount monthly benefit; this type of plan design is uncommon, and only the 
University and the State of Minnesota are known to have this plan design.  Industry 
standard bases the monthly benefit on a percentage of monthly covered salary.  Ms. 
Singer turned members' attention to a chart comparing the University with the standard 
comparison group for Civil Service and Bargaining Unit employees (State of Minnesota, 
Ramsey County, Hennepin County, City of Minneapolis, City of St. Paul). 
 
The proposed change to the University's Short Term Voluntary Disability Program 
would replace the current design with a percentage of pay benefit.  Two options are being 
proposed: 

1. Sixty-six and two thirds (66 2/3%) percentage of pay benefit. 
2. Fifty (50%) percentage of pay benefit. 

Both options would cap monthly benefits at a maximum of $5,000.  In addition, for the 
initial transition year only, a 35% option would be available. 
 
The proposed change to the University's Long Term Voluntary Disability Program would 
also replace the current design with a percentage of pay benefit.  The two options that are 
being proposed include: 

1. A 60% of pay benefit. 
2. A 50% of pay benefit. 

Both options would cap monthly benefits at a maximum of $5,000.  Again, for those who 
enroll during the initial transition year only, a 35% option would be available.  (Long-
term disability insurance tends to replace a lower percentage of one's salary because, 
from a design perspective, it is a long-term benefit, and work-related and other similar 
expenses tend to be reduced over the long term). 
 
Ms. Singer noted that the initial transition year 35% option was being made available, in 
part, because the percentage of pay option can be more expensive than the current 
monthly flat dollar amount benefit for some individuals, and the reason the percentage of 
pay option is more expensive is because it automatically inflates as salaries of employees 
increase.  In addition, the 35% option is only going to be available for those who enroll 
during the first year because, on an on-going basis, this would not be a truly robust 



benefit amount.  Members were directed to charts which illustrated the impact of 
changing coverage from a flat dollar amount to a percentage of pay benefit using 
different scenarios. 
 
Mr. Watt asked whether someone who elected the 35% option in the first year would 
have to purchase a higher amount of coverage in future years.  Ms. Singer stated that 
individuals who elect the 35% option the first year can continue to purchase this amount 
of coverage in future years.  They can also elect to purchase higher amounts of coverage 
(subject to underwriting).  After the first year, the 35% option would no longer be 
available for purchase. 
 
Does the employee pay the total cost for their short and/or long term disability insurance 
coverage asked a member?  If so, why is there a monthly cap on coverage?  Yes, stated 
Ms. Singer, employees pay the total cost of this benefit.  Without a cap, the premiums 
would be so high that an underwriter would not underwrite the product design and would 
refuse to offer the coverage. 
 
Is short and long-term disability coverage taxable asked a member?  No, stated Ms. 
Singer, because the premium is paid with after-tax payroll contributions, the benefits are 
not subject to FICA, federal, and state taxes. 
  
A member asked whether an individual could purchase additional private disability 
coverage to supplement the coverage they purchase through the University.  Yes, noted 
Ms. Singer, individuals can purchase private disability coverage, which can be used to 
supplement their University coverage. 
 
Is the University self-insuring its voluntary disability insurance products asked a member.  
No, stated Ms. Singer, these are fully insured products. 
 
A member asked whether employees could purchase this coverage for their dependents.  
No, stated Ms. Singer, only employees are eligible to purchase this coverage for 
themselves. 
 
Next, Ms. Singer outlined the advantages of moving to a percentage of pay option for 
short and long-term disability coverage.  These advantages include: 

• Underwriting could be waived if offered during open enrollment.  
• Given the automatic inflation feature of this product, individuals get an automatic 

benefit increase when their salary increases without underwriting. 
• A more comprehensive benefit. 
• A more competitive benefit. 

 
Disadvantages of percent of pay coverage includes: 

• The percentage of pay benefit is less flexible for individuals with significant 
amounts of sick time in terms of coordinating/structuring their short/long-term 
disability benefit and their sick time balance. 

• More expensive for some individuals. 



• More complicated to administer and communicate, especially during the 
transition. 

• Individuals previously declined coverage due to a medical condition, guarantee-
issue percentage of pay coverage will not be available (impacts approximately 
150 employees as of September 2008). 

 
A member asked how income is defined as it relates to the percentage of pay coverage.  
Salary is calculated on an individual's base pay, noted Ms. Singer, before any deductions 
are taken out. 
 
Please explain the difference between short-term and long-term coverage asked a 
member.  Ms. Singer explained that short-term disability coverage is paid from the first 
day of a disability due to an accident, or the eighth day of a disability due to an illness or 
pregnancy. The maximum benefit duration is 26 weeks.  Long-term disability, on the 
other hand, provides individuals who are continuously and totally disabled for more than 
six months (180 days).  Coverage continues as long as the individual is certified disabled 
or until he/she reaches normal retirement age, as defined by Social Security. 
 
A member asked whether the disability benefit is paid in lieu of sick time.  Ms. Singer 
stated that sick time is paid in addition to disability benefits. 
 
If the University moves to percentage of pay disability coverage, will it be possible to 
eliminate underwriting for a specified period of time asked a member.  Ms. Singer stated 
that this question is a great segue into another option.  Before discussing this alternative 
option, Ms. Singer asked members for their input on whether the University should move 
to percentage of pay disability coverage.  Mr. Chapman noted that given this proposed 
benefit change impacts Civil Service and Bargaining Unit employees, any change to 
Bargaining Unit employee benefits is subject to bargaining.  In addition, he noted that the 
University does not have a position on this benefit change.  The purpose for bringing this 
forward for consideration is because the University sees value principally in the built-in 
inflationary protection aspect of the benefit.  After some discussion, overall members 
voiced their approval of moving from a flat dollar amount monthly benefit to a 
percentage of pay benefit. 
 
Regardless of whether the University decides to change its short and long-term disability 
benefit from a flat monthly dollar amount to a percentage of pay, the University could 
still change its short-term disability program so that employees can increase or add 
coverage at any time without evidence of insurability.  Currently, any newly eligible 
employee can enroll with evidence of insurability and without penalty within the first 60 
days of employment.  After this time, employees must provide evidence of good health 
for any increases or new enrollments.  This proposed change to the current short-term 
disability program would impose a late enrollment penalty that would apply to the first 12 
months of coverage.  Thereafter, for increased amounts of coverage only, if a claim is 
filed within 12 months following approval for coverage, employees would not receive the 
additional benefit amount for the first 60 days of the 180-day benefit period, even though 
the employee has been paying premiums for the entire monthly benefit amount.  If the 



employee continues to be disabled after 60 days, the higher benefit amount is paid.  Ms. 
Singer shared a specific example with the committee. 
 
Naturally, there are pros and cons as it relates to the late enrollment penalty as an 
alternative to evidence of insurability.  The pros include: 

• Guarantee issue means that participants cannot be declined, which is a real benefit 
for those with health conditions. 

• No private information to disclose. 
• Easy to administer.  No complicated forms or websites for employees to navigate. 
• Penalty period limited to 12 months. 
• Maintains the flexibility of the current system as it could be implemented without 

implementing a percentage of pay benefit. 
 
Cons as it relates to the late enrollment penalty option include: 

• Cost in terms of employees may be paying for a benefit that has limited access for 
the first 12 months. 

• Anyone who has had coverage denied by Standard Insurance Company would not 
be eligible for additional coverage (approximately 150 employees as of 
September 2008). 

• Not an automatic inflationary benefit.  Employees would need to increase 
coverage as compensation increases. 

 
Ms. Singer spent the remaining few minutes of the meeting clarifying how the proposed 
late enrollment penalty would work.  Mr. Watt reiterated that the proposed changes to the 
short and long-term disability programs discussed today are bargainable.  He went on to 
thank Ms. Singer for her presentation. 
 
IV).  Hearing no further business, Mr. Watt adjourned the meeting. 
 
        Renee Dempsey 
        University Senate 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 



 
 


