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l. INTRODUCTION

The Colorado Public Employees’ Retirement Association (PERA), respectfully submits this report titled, Report on
Working After Retirement Without Retirement Benefit Reduction Pursuant to C.R.S. § 24-51-1101(1.8), (1.9), and (5),
to the House and Senate Finance and Education committees of the Colorado General Assembly pursuant to the
following statute:

COLORADO REVISED STATUTES (C.R.S.) § 24-51-1101(6)

(@) On or before December 1, 2025, and on or before December 1 of each fifth year thereafter, the association
shall submit a report to the finance and education committees of the house of representatives and the
senate, or any successor committees, regarding the employment after service retirement provisions of
subsections (1.8), (1.9), and (5) of this section. Notwithstanding the requirement in section 24-1-136 (11)(a)(1),
the requirement to submit the report required by this subsection (6) continues indefinitely.

(b) The employers in the school division of the association that employ a service retiree pursuant to subsection
(1.8), (1.9), or (5) of this section shall provide information requested by the association for the purposes of the
report.

(c) The report must include:

(I) The number of service retirees who have been employed after service retirement pursuant to
subsections (1.8), (1.9), and (5) of this section as of the date of the report;

(1) The extent to which subsection (1.8), (1.9), or (5) of this section have helped employers in the school
division address shortages;

(1) The costs, if any, to the association as a result of subsection (1.8), (1.9), or (5) of this section; and

(IV) Any other information deemed relevant by the association.

Please note that the provisions under C.R.S. § 24-51-1101 subsections (1.8), (1.9), and (5), the associated
participation data, and resulting actuarial cost analyses were produced for the School and DPS Division
Trust Funds and are reflected in this report. Pursuant to the reporting requirements within statute, this
report does not include any analysis for the State Division Trust Fund related to service retirees of higher
education employers participating in 140-day designation provisions under subsection (1.8).
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Under current law, pursuant to C.R.S. § 24-51-1101, Colorado PERA benefits are temporarily reduced when a
PERA service retiree works for a PERA employer for more than 110 days/720 hours in a calendar year under
subsection (1). Legislation enacted over the period from 2017 through 2024 has expanded the ability of PERA
service retirees to return to work without a reduction to their retirement benefits, under certain circumstances
and conditions, as described below.

SUBSECTION (1.8)—140-DAY DESIGNATION PROVISIONS

The provisions of subsection (1.8) commonly are referred to as a “140-day” designations, as it allows State
Colleges, Universities, and employers in the School and Denver Public Schools (DPS) Divisions to hire up to 10
PERA service retirees, not subject to subsection (1.3), (1.9), or (5) of C.R.S. § 24-51-1101, to work up to 140 days/916
hours in a calendar year without reduction to benefits. Simply put, for these (possible) 10 designees, the more
typical 110-day working after retirement provisions in subsection (1) of C.R.S. § 24-51-1101 all hold true, but with an
expanded working limitation of 140 days/916 hours worked within a calendar year. On April 19, 2024, House Bill
(HB) 24-1044 was signed into law which modified the PERA working after retirement provisions for certain PERA
service retirees, pursuant to C.R.S. § 24-51-1101 (1.8).

140-Day Designation Provisions - Expanded

The enactment of HB 24-1044 further expanded the provisions under subsection (1.8) for the School and DPS
Divisions as follows:

»  Expanded the number of 140-day designations, depending on student enrollment, and defined the number of
consecutive years a PERA service retiree is allowed to participate in these provisions, pursuant to
C.R.S. § 24-51-1101 (1.8)(b.5):

+ In addition to the ten service retirees allowed under subsection (1.8)(b), an employer in the School
or DPS Division with a student enrollment greater than 10,000 as of the prior year's “pupil enrollment
count day’, as defined in C.R.S. § 22-54-103 (10.5), may hire one additional service retiree for each 1,000
enrolled students above 10,000.

+ A participating service retiree designated under the 140-day designation provisions is limited to six
consecutive years of participation from the first effective year of participation.

»  Allows the 140-day designations, to be based on “need’, rather “critical shortage™ as required under the
provisions of subsection (1.9) and (5) of C.R.S. § 24-51-1107;

»  Extended the program reporting deadline to September 1, of the applicable year;

»  Consolidated the reporting requirements pertaining to subsections (1.8), (1.9), and (5) of C.R.S. § 24-51-1101
into one report, due December 1, 2025, and every fifth year thereafter.

A PERA service retiree who meets these criteria under subsection (1.8) of C.R.S. § 24-51-1101, would not be subject
to a reduction in his or her benéefit if the retiree works beyond the current working after retirement limits as long as
the retiree does not work for a PERA employer during the effective month of retirement. The employer is required
to make full payment of all PERA employer contributions, disbursements, and working retiree contributions during
the time of employment, which may not exceed six consecutive years, and notify PERA of any service retiree hired
under these provisions each calendar year by or before September 1. A working PERA service retiree may continue
to participate in PERACare and receive a health care premium subsidy during their return to employment.

1 Critical teacher shortage (or “critical shortage”) - is defined as “A grade level or content area in which a local education provider
(LEP) determines there is a severe need and impact on students and in which an LEP has been unable to place an appropriately
licensed teacher in the vacant position(s) despite reasonable attempts to fill the position.; pursuant to the Colorado Department of
Education (CDE) Rules, 1 CCR 301-37 at 201(17).
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SUBSECTION (1.9) AND (5)—CRITICAL SHORTAGE PROVISIONS

On June 6, 2017, HB 17-1176 was signed into law which modified the PERA working after retirement provisions for
certain retirees hired by an employer in the School Division, pursuant to C.R.S. § 24-51-1101 (1.9), based on the
determination of critical shortage. See the prior report titled, Rural School District PERA Employee Retiree (“Critical
Shortage”) Report HB17-1176, produced and distributed in December 2020, for an analysis of the impact and
utilization of the critical shortage program from 2017 through 2020, pursuant to subsection (1.9) of C.R.S. § 24-51-1101.

Rural’ and Small Rural® School Districts and Boards of Cooperative Services’ (BOCES)

Over the years since 2017, leading up to the production of this report, exceptions to the requirement to reduce
retirement benefits for retirees that return to employment, based on the determination of critical shortage, were
expanded under the following legislation:

»  OnJuly 13,2020, HB 20-1127 was signed into law, expanding the critical shortage provisions to BOCES
rehiring PERA service retirees to service two or more rural school districts, under the newly created
subsection (5) of C.R.S. § 24-51-1101, including a reporting requirement as of December 2023, and a July 1,
2025, sunset provision. Provisions were incorporated in this subsection (5) that mirror subsection (1.9), such
as program participants

+ Do not qualify for a health care premium subsidy,
+ Are eligible to participate in the health plan offered by the participating employer,

+ Are limited in the number of consecutive years allowed to participate [five years, rather than six years as
is applicable in subsection (1.9)], and

+ Are held to a two-year waiting period if retired under early (reduced) retirement eligibility before
allowed reemployment under this program, if returning to the employer from which they retired.

Unlike subsection (1.9), additional guardrails also were incorporated into the bill to help ensure this provision
would not have an adverse financial impact on PERA, including implementation of

+ A maximum number (40) of PERA service retirees that can be hired by BOCES under these provisions
prior to sunset, and

+ Arequired additional employer contribution of 2.0% of the salary paid to PERA on behalf of each of the
PERA service retirees returning to work under these provisions.

See the prior report titled, Boards of Cooperative Services (BOCES) (“Critical Shortage”) Report HB20-1127,
produced and distributed in December 2023, for an analysis of the impact and utilization of the critical shortage
program from 2020 through 2023, pursuant to subsection (5) of C.R.S. § 24-51-1101.

»  On March 17, 2022, HB 22-1101 was signed into law, expanding qualifying job positions within rural school
districts to include school nurse and paraprofessional® under the critical shortage provisions pursuant
to subsection (1.9) of C.R.S. § 24-51-1101, incorporating parallel qualifying job positions within BOCES and
charter schools® within a rural school district, and removing the original July 1, 2023, sunset provision
applicable to subsection (1.9).

2 As defined in C.R.S. § 22-60.3-201, a "rural school district" means a school district in Colorado that the department of education
determines is rural, based on the geographic size of the school district and the distance of the school district from the nearest
large, urbanized area, and the total student enroliment is 6,500 or fewer students. A "small rural school district", generally meets
the same criteria as a rural school district but has a student population of fewer than 1,000 students. For simplification of reference,
rural and small rural school districts are identified as "rural school districts" throughout this report.

3 Boards of Cooperative Services as defined in C.R.S. § 22-5-103(2).
4 Paraprofessional as defined in C.R.S. § 22-60.3-201(5.5).

5 Charter School as defined in C.R.S. § 22-5-119(3)(d), that is located within a rural or small rural school district, as defined in
C.R.S. § 22-60.3-201.
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»  On April 11, 2024, Senate Bill (SB) 24-099, was signed into law, further expanding qualifying job positions to
include superintendent and principal under the critical shortage provisions pursuant to subsection (1.9)
of C.R.S. § 24-51-1101. The legislation also extended the sunset provision to July 1, 2030, for BOCES under
subsection (5), extended the program reporting deadline to September 1, of the applicable year, for both
subsections (1.9) and (5), and consolidated the reporting requirements pertaining to subsections (1.8), (1.9),
and (5) into one report, due December 1, 2025, and every fifth year thereafter.

The revised plan provisions of subsections (1.9) and (5) of C.R.S. § 24-51-1101, as detailed above, are effective if the
following conditions are met, as defined below by subsection:

Applicable to Subsection (1.9):

»  The employer in the School Division that hires the PERA service retiree is a rural school district (as
determined by the Colorado Department of Education), a BOCES, or a charter school located within a rural
school district;

»  The school district, BOCES, or charter school, hires the PERA service retiree to provide classroom
instruction, school bus transportation, or as a superintendent, a principal, a school food services cook, a
school nurse, or a paraprofessional; and

»  The school district, BOCES, or charter school determines that there is a critical shortage of qualified
superintendents, principals, teachers, school bus drivers, school food services cooks, school nurses, or
paraprofessionals, and that the PERA service retiree has specific experience, skills, or qualifications that
would benefit the district, BOCES, or charter school.

Applicable to Subsection (5):

»  The BOCES hires the PERA service retiree to provide services in two or more rural school districts (as
determined by the Colorado Department of Education);

»  The BOCES hires the PERA service retiree to provide special services to students enrolled in the school
districts served by the BOCES; and

»  The BOCES determines that there is a critical shortage of qualified special service providers and that the
PERA service retiree has specific experience, skills, or qualifications that would benefit the students in the
school districts served by the BOCES.

A PERA service retiree who meets these criteria under subsection (1.9) or (5) of C.R.S. § 24-51-1101, would not be
subject to a reduction in their benéefit if the retiree works beyond the current working after retirement limits as
long as the retiree does not work for a PERA employer during the effective month of retirement. The employer

is required to make full payment of all PERA employer contributions, disbursements, and working retiree
contributions during the time of employment, which may not exceed six consecutive years under subsection
(1.9), and five consecutive years under subsection (5), and notify PERA of any service retiree hired under these
provisions each calendar year by or before September 1. A working PERA service retiree may not receive a health
care premium subsidy during their return to employment but may participate in the health plan offered by the
School Division employer. A teacher, school bus driver, school food services cook, school nurse, superintendent,
principal, or qualified paraprofessional who retires before they have met the age and service credit requirements
for full retirement may not be employed by the employer in the School Division that was the individual's last
employer until two years after their retirement.
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MEMBERSHIP DATA—WORKING AFTER RETIREMENT WITHOUT RETIREMENT BENEFIT
REDUCTION

The active membership data of the School and DPS Divisions as of December 31, 2024, and the active
membership data representing the qualifying employer groups impacted by the 140-day designation and critical
shortage provisions pursuant to C.R.S. § 24-51-1101, subsections (1.8), (1.9), and (5) are shown in the tables below.

School Division Members Subject to Subsection (1.8)

Members School Division
Total Subject to Members NOT Subject Total
School Division Subsections to Subsections DPS Division
Members (1.9) and (5) (1.9) or (5) Members

IITETCIL e 134,080 27329 106,751 16,207
Members
Average Age 445 448 444 413
Average Service 9.0 8.2 9.1 7.7
ﬁg;:j: SR $6,743,066,460 $1114.739,639 $5,628,326,821 $888,094,403
WERERIEDITED $50,291 $40,790 $52.724 $54797
Payroll

School Division | school Division Members Subject to Subsection (1.9) by Category

Members
Sub]ec? to Rural School BOCES Charter Schools in
Subsections Districts (also Subsection (5)) | Rural School Districts
(1.9) and (5)
Number of Active 27329 25,499 856 974
Members
Average Age 448 448 45] 449
Average Service 8.2 8.2 9.3 6.9
Annual R
Pg;‘:jl eported $1,114,739,639 $1,035,300,357 $42,035,147 $37,404,135
Average Reported $40790 $40,602 $49106 $38,403
Payroll

6 Working after retirement participation data collected for purposes of this report was captured by PERA as of September 29, 2025.
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The number of qualifying service retirees filling the 140-day designations, is shown over the effective study
period (2021 through 2025) of the program, by first effective year and division, in the following table. Note
that the first effective year shown indicates the initial year of designation for each service retiree included in
the summary.

Subsection (1.8)

Non-Rural School Districts

First Effective Year School Division DPS Division

D
(=2]

2021 66 0

2022 13 1 114
2023 114 1 115
2024 156 1 157
2025 142 16 158
Total 591 19 610

The number of qualifying service retirees filling the designated critical shortage positions, is shown over the
effective study period (2021 through 2025) of the program, by first effective year and job position, in the following
table. Note that the first effective year shown indicates the initial year of designation for each service retiree
included in the summary.

Subsection (1.9) -

Rural School Districts, BOCES, Charter Schools in Rural School Districts
First 00 S:::: | Para- Superin-
Effective | Teacher | Bus | o oo professional | tendent
Year Driver Cook
2021 49 13 4 0 0 0 0 66
2022 80 13 5 0 7 0 0 105
2023 100 16 6 0 8 0 0 130
2024 99 18 8 1 8 4 3 1M
2025 103 17 7 2 15 1 1 146
Total 431 77 30 3 38 5 4 588
First Effective Year
2021 1
2022 1
2023 2
2024 1
2025 1
Total 6
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The data collected specifically for purposes of this report contains a number of service retirees who have been
designated under the working after retirement provisions over multiple years during the effective period of the
legislation. Each year the qualifying employers under subsections (1.8), (1.9), and (5) of C.R.S. § 24-51-1101, must
meet the criteria prior to designating a position or re-designating a position. Therefore, the participating service
retirees summarized in the table above have filled multiple positions within the effective study period of these
working after retirement programs. Provided below are similar tables detailing the number of qualifying positions
these same service retirees have filled over the effective study period (2021-2025).

Subsection (1.8)

Non-Rural School Districts

Effective Year School Division DPS Division
66 0 66

2021

2022 155 1 156
2023 192 1 193
2024 267 2 269
2025 257 19 276
Total 937 23 960

Subsection (1.9) -
Rural School Districts, BOCES, Charter Schools in Rural School Districts

School
School
. Teacher Bus Food Para- Super-
Effective Driver Services professional | intendent
Year Cook
49

2021 14 4 0 0 0 0 67
2022 19 21 9 0 7 0 0 156
2023 193 45 12 0 10 0 0 260
2024 251 44 14 3 28 4 3 347
2025 294 53 15 3 31 1 2 399
Total 906 177 54 6 76 5 5 1,229

Subsection (5)

Effective Year BOCES

2021 1
2022 2
2023 4
2024 5
2025 5

Total 17



V. ACTUARIAL ANALYSIS OF COSTS

Working after retirement provisions which allow retirees to continue to work after retirement without a reduction
in their retirement benefit are likely to encourage a greater number of retirements at earlier ages than expected,
as individuals typically make decisions based on their own financial interests. Plan provisions which encourage
and trigger this type of behavior, generally create a “cost” to the plan or rather an unexpected liability loss. The
additional costs generally are driven by actual shorter accumulation periods regarding employer and member
contributions and longer payout-periods of retirement benefits granted to retirees and beneficiaries when
compared to the actuarial expectations of those metrics. The exact cost varies by individual and is largely due to
behavioral choices of individual members, which are difficult to anticipate and quantify.

To assist with assessing the potential actuarial impact of the working after retirement provisions requiring no
reduction to retirement benefits under C.R.S. § 24-51-1101, subsections (1.8), (1.9), and (5), PERA staff requested
the PERA Board of Trustees' external actuarial service provider, Segal, to analyze the 140-day designation
provisions, critical shortage provisions, and associated participation data’ regarding both the pension and other
postemployment benefit (OPEB) plans. Based upon this information Segal was asked to supply an estimate

of actuarial costs for the entire program to date and further extrapolate the observed experience to project

the potential actuarial impact over the next five years leading up to the subsequent anticipated working after
retirement study.

Summaries of Segal's findings are provided below. In addition, Segal’s full analysis and report is provided in
Appendix A of this report for convenience and transparency.

SUBSECTION (1.8)—140-DAY DESIGNATION PROVISION DATA AND ESTIMATED IMPACT®

In order to complete this analysis, PERA provided Segal with a 140-day designation data file that contained 914
service retiree records in the School Division and 48 service retiree records in the DPS Division that have been
actively employed after service retirement, with a first year of 140-day designation ranging from 2021 through
2025. Under the 140-day designation provisions, the service retiree is required to be designated each year in
the program, regardless of previous participation. Therefore, among the 914 School Division records and 48
DPS Division records, there were records for individuals who were designated under the 140-day designation
provisions over multiple years.

After excluding the service retirees who retired prior to 2021, there were 591 remaining School Division service
retiree records and 19 remaining DPS Division service retiree records who were initially rehired under the 140-
day designation provisions from 2021 through 2025, as shown in the table below.

Subsection (1.8)—140-Day Designation Provisions

Service Retiree Participation 2021-2025

First Effective Year
EREEEAEREEREN
School 66 13 14 156 142 591

DPS 0 1 1 1 16 19

7 Working after retirement participation data collected for purposes of this report was captured by PERA as of September 29, 2025,
and provided to Segal.

8 The 140-day designation and critical shortage provisions, data, and resulting impact estimates were produced for the School and
DPS Divisions and do not include any analysis for the State Division related to service retirees of higher education employers
participating in 140-day designation provisions under subsection (1.8).
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Because most of the anticipated actuarial cost increases likely stem from a situation where the retirement
patterns were influenced by the working after retirement provisions, Segal focused their analysis on the service
retirees who retired and were rehired within the same year. Within the 140-day designation data, there were
218 service retirees in the School Division and three service retirees in the DPS Division who retired and were
rehired under the 140-day designation provisions during the same year. The table below shows this observed
activity, by year, from 2021 through 2025.

Subsection (1.8)—140-Day Designation Provisions

Service Retiree Participation 2021-2025
(Retired/Rehired in Same Year)

First Effective Year
EEEAECEEINECREIN
School 66 38 28 39 47 218

DPS 0 1 0 0 2 3

Estimated Current and Projected Actuarial Impact to Pension Liabilities

To estimate the pension cost of the 140-day designation provisions under subsection (1.8) for the School Division,
Segal used the December 31, 2024, data of the 39 School Division service retirees from the 2024 retirements and
calculated the increase in total pension liability due to their retirements. The resulting average pension cost is
estimated to be $85,000 per service retiree. Extending this analysis to 449 School Division service retirees who
may have retired early and returned to work under the 140-day designation provisions between 2021 and 2024,
Segal estimated a total pension cost of approximately $36.86 million.

To estimate the pension cost of the 140-day designation provisions under subsection (1.8) for the DPS Division,
Segal used the December 31, 2024, data for five DPS Division service retirees who retired in 2024 and were
rehired under the 140-day designation provisions in 2025 and calculated the increase in total pension liability
due to their retirements. The resulting average pension cost is estimated to be $100,000 per service retiree.
Extending this analysis to three DPS Division service retirees who may have retired early and returned to work
under the 140-day designation provisions between 2021 and 2024, Segal estimated a total pension cost of
approximately $0.29 million.

The actual participation data and estimated pension costs as of December 31, 2024, for the School and DPS
Divisions, are used to further extrapolate projected program participation and pension costs of the 140-day
designation provisions for years 2025 through 2029, assuming the observed 2025 program participation levels
remain constant over the next four years, as reflected in the tables below.

Actual Participation and Estimated Pension Costs
For the Subsection (1.8)—140-Day Designation Provisions

Service Retirees

Retired/Rehired in Estlmrflted Average Participating Estimated Pension
Pension Cost per . . Cost as of
. eh s Service Retiree SED GO I Dec 31,2024
Division (Rehired in 2025 for (S in dollars) 2021-2024 (Si i )
Trust Fund DPS) in dollars in millions
School 39 $85,000 449 $36.86
DPS 5 $100,000 3 $0.29
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Projected Participation and Pension Costs
For the Subsection (1.8)—140-Day Designation Provisions

Participation of Estimated Pension Pal;l;?::?c;‘tai(:] Projected Pension
Division Service Retirees in Cost for 2025 ticipating Cost for 2025-2029
Trust Fund 2025 ($ in millions) L e ($ in millions)
rustrun 2025-2029
School 142 $12.43 710 $66.00
DPS 16 $1.65 80 $8.75

Over the next five-year study period, assuming program participation similar to 2025, the additional pension
costs related to the subsection (1.8) 140-day designation provisions for the School and DPS Divisions are
projected to be approximately $66.00 million and $8.75 million, respectively.

All pension estimates assume immediate recognition of the increased pension liability and incorporate an annual
payroll growth rate of 3%.

Estimated Current and Projected Actuarial Impact OPEB Liabilities

Similarly, to estimate the OPEB cost of the 140-day designation provisions under subsection (1.8) for the HCTF,
Segal used the December 31, 2024, data of the 39 School Division service retirees from the 2024 retirements and
calculated the increase in total OPEB liability due to their retirements applying participation rates as detailed in
the Actuarial Valuation Review as of December 31, 2024, for the Health Care Trust Funds. The resulting average
OPEB cost is estimated to be $2,200 per service retiree. Since the service retirees returning to work under the
140-day designation provisions are allowed to continue participation in PERACare and to receive the health care
subsidy, there is no offset to the OPEB liability for these individuals.

Extending this analysis to 449 School Division service retirees who may have retired early and returned to
work under the 140-day designation provisions between 2021 and 2024, Segal estimated a total OPEB cost of
approximately $0.99 million.

To estimate the OPEB cost of the 140-day designation provisions under subsection (1.8) for the DPS HCTF, Segal
used the December 31, 2024, data for five DPS Division service retirees who retired in 2024 and were rehired
under the 140-day designation provisions in 2025 and calculated the increase in total OPEB liability due to their
retirements applying participation rates as detailed in the Actuarial Valuation Review as of December 31, 2024,
for the Health Care Trust Funds. The resulting average OPEB cost is estimated to be $3,700 per service retiree.
Since the service retirees returning to work under the 140-day designation provisions are allowed to continue
participation in PERACare and to receive the health care subsidy, there is no offset to the OPEB liability for these
individuals.

Extending this analysis to three DPS Division service retirees who may have retired early and returned to work
under the subsection (1.8) 140-day designation provisions between 2021 and 2024, Segal estimated a total OPEB
cost of approximately $0.01 million.

The actual participation data for the School and DPS Division and the estimated OPEB costs for the HCTF

and DPS HCTF as of December 31, 2024, are used to further extrapolate projected program participation and
OPEB costs of the subsection (1.8) 140-day designation provisions for years 2025 through 2029, assuming the
observed 2025 program participation levels remain constant over the next four years, as reflected in the tables
on the next page.
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Actual Participation and Estimated OPEB Costs
For the Subsection (1.8)—140-Day Designation Provisions

Service Retirees

. o Estimated Average N Estimated
Retired/Rehired in OPEB Cost per Par.tlclpat_lng OPEB Cost as of
2024 Service Retiree IR Dec 31,2024
(Rehired in 2025 for . 2021-2024 L
Trust Fund DPS) (Sindollars) ($ in millions)
HCTF 39 $2,200 449 $0.99
DPS HCTF 5 $3,700 3 $0.01

Projected Participation and OPEB Costs
For the Subsection (1.8)—140-Day Designation Provisions

Estimated OPEB Projected Projected
Participation of S
Service Retirees in Cost Participating OPEB Cost for
2025 for 2025 Service Retirees 2025-2029
Trust Fund ($ in millions) 2025-2029 ($ in millions)
HCTF 142 $0.31 710 $1.56
DPS HCTF 16 $0.06 80 $0.30

Over the next five-year study period, assuming program participation similar to 2025, the additional OPEB costs
related to the subsection (1.8) 140-day designation provisions for the HCTF and DPS HCTF are projected to be
approximately $1.56 million and $0.30 million, respectively.

SUBSECTION (1.9)—CRITICAL SHORTAGE PROVISION DATA AND ESTIMATED IMPACT

In order to complete this analysis, PERA provided Segal with a critical shortage data file that contained 691
records in the School Division that have been actively employed after service retirement, with a first year critical
shortage designation ranging from 2021 through 2025. Under the subsection (1.9) critical shortage provisions,
the service retiree is required to be designated each year in the program, regardless of previous participation.
Therefore, among the 691 records, there were multiple records for individuals who were designated under the
critical provisions over multiple years.

After excluding the service retirees who retired prior to June 7, 2017, the date when these provisions were first
adopted, there were 588 remaining service retiree records in the School Division who were initially rehired under the
subsection (1.9) critical shortage provisions from 2021 through 2025 in the job positions, as shown in the table on the
next page.

11
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Subsection (1.9)—Critical Shortage Provisions

Service Retiree Participation 2021-2025

First Effective Year

49 80 100 99 103 431

Teacher

Bus Driver 13 13 16 18 7 77
Food Service Worker 4 5 6 8 7 30
Nurse 0 0 0 1 2 3
Paraprofessional 0 7 8 8 15 38
Superintendent 0 0 0 4 1 5
Principal 0 0 0 3 1 4
Total 66 105 130 14 146 588

Because most of the anticipated actuarial cost increases likely stem from a situation where the retirement
patterns were influenced by the working after retirement provisions, Segal focused their analysis on these
service retirees who retired and were rehired within the same year. Within the critical shortage data, there were
265 service retirees in the School Division who retired and were rehired under the critical shortage provisions
during the same year. The table below shows this observed activity, by year, from 2021 through 2025 in the job
positions as indicated.

Subsection (1.9)—Critical Shortage Provisions
Service Retiree Participation 2021-2025

(Retired/Rehired in Same Year)

First Effective Year

21 39 42 37 60 199

Teacher

Bus Driver 3 2 7 7 7 26
Food Service Worker 2 4 2 5 3 16
Nurse 0 0 0 0 0 ]
Paraprofessional 0 5 5 3 7 20
Superintendent 0 0 0 1 1 2
Principal 0 0 0 2 0 2
Total 26 50 56 55 78 265

Estimated Current and Projected Actuarial Impact to Pension Liabilities

To estimate the pension cost of the critical shortage provisions under subsection (1.9) for the School Division,
Segal used the December 31, 2024, data of the 55 School Division service retirees from the 2024 retirements and
calculated the increase in total pension liability due to their retirements. The resulting average pension cost is
estimated to be $75,000 per service retiree. Extending this analysis to 442 School Division service retirees who
may have retired early and returned to work under the subsection (1.9) critical shortage provisions between 2021
and 2024, Segal estimated a total pension cost of approximately $31.99 million.



IV. ACTUARIAL ANALYSIS OF COSTS

The actual participation data and estimated pension costs as of December 31, 2024, for the School Division, are
used to further extrapolate projected program participation and pension costs of the subsection (1.9) critical
shortage provisions for years 2025 through 2029, assuming the observed 2025 program participation levels
remain constant over the next four years, as reflected in the tables below.

Actual Participation and Estimated Pension Costs
For the Subsection (1.9)—Critical Shortage Provisions

Estimated Average Estimated Pension

Service Retirees Participating

. . Pension Cost per . . Cost as of
Division Trust Retlredzlggflred in Service Retiree Ser;l(l)cztiggtzlzees Dec 31,2024
Fund ($ in dollars) ($ in millions)

School 55 $75,000 442 $31.99

Projected Participation and Pension Costs
For the Subsection (1.9)—Critical Shortage Provisions
Projected
Participating
Service Retirees
2025-2029

School 146 $11.28 730 $59.88

Participation of Estimated Pension
Division Trust | Service Retirees in Cost for 2025
Fund 2025 (S in millions)

Projected Pension
Cost for 2025-2029
($ in millions)

Over the next five-year study period, assuming program participation similar to 2025, the additional pension cost
related to the subsection (1.9) critical shortage provisions for the School Division is projected to be approximately
$59.88 million.

All pension estimates assume immediate recognition of the increased pension liability and incorporate an annual
payroll growth rate of 3%.

Estimated Current and Projected Actuarial Impact to OPEB Liabilities

Similarly, to estimate the OPEB cost of the critical shortage provisions under subsection (1.9) for the HCTF, Segal
used the December 31, 2024, data of the 55 School Division service retirees from the 2024 retirements and
calculated the increase in total OPEB liability due to their retirements applying participation rates as detailed

in the Actuarial Valuation Review as of December 31, 2024, for the Health Care Trust Funds. The resulting
average OPEB cost is estimated to be $2,000 per service retiree, offset by an estimated $800 reduction in OPEB
subsidy, for a net estimated increase in OPEB liability of $1,200 per service retiree. Since the service retirees
returning to work under the subsection (1.9) critical shortage provisions are not allowed to continue participation
in PERACare and thus, would not receive the health care subsidy, there is an offset to the OPEB liability for

these individuals.

Extending this analysis to 442 School Division service retirees who may have retired early and returned to work
under the subsection (1.9) critical shortage provisions between 2021 and 2024, Segal estimated a total OPEB cost
of approximately $0.53 million.

13



IV. ACTUARIAL ANALYSIS OF COSTS

14

The actual participation data for the School Division and the estimated OPEB costs for the HCTF as of December
31,2024, are used to further extrapolate projected program participation and OPEB costs of the subsection (1.9)
critical shortage provisions for years 2025 through 2029, assuming the observed 2025 program participation
levels remain constant over the next four years, as reflected in the tables below.

Actual Participation and Estimated OPEB Costs
For the Subsection (1.9)—Critical Shortage Provisions

Service Retirees Ealliaien Wa s Participatin Salirien
OPEB Cost per ticipating OPEB Cost as of
Service Retirees

Retlredzlggflred " | service Retiree 2021-2024 Dec 31, 2024
Trust Fund ($ in dollars) ($ in millions)

HCTF 55 $1,200 442 $0.563

Projected Participation and OPEB Costs
For the Subsection (1.9)—Critical Shortage Provisions

Estimated OPEB Projected Projected
Cost Participating OPEB Cost for
for 2025 Service Retirees 2025-2029

Trust Fund A ($ in millions) 2025-2029 ($ in millions)

HCTF 146 $0.18 730 $0.88

Participation of
Service Retirees in

Over the next five-year study period, assuming program participation similar to 2025, the additional OPEB
cost related to the subsection (1.9) critical shortage provisions for the HCTF is projected to be approximately
$0.88 million.

SUBSECTION (5)—CRITICAL SHORTAGE PROVISION DATA AND ESTIMATED IMPACT

As shown in the Utilization Section of this report, over the last four years (2021-2024) only five service retirees
(six if including 2025) elected to return to work under the critical shortage provisions pursuant to subsection
(5), representing less than 0.01% of the active membership of the School Division. While it is possible that more
benefit payments were paid as a result of the subsection (5) critical shortage provisions, due to low utilization,
the amount of additional benefits actually paid is minimal. In addition, contributions in the amount of 2.0% of
the affiliated payroll were made on behalf of these rehired service retirees, offsetting some of the impact of the
benefit payments.

Estimated Actuarial Impact to Pension and OPEB Liabilities

Given the low utilization and the fact that the cost impact of subsection (5) is spread over the entire School
Division, the effect on the School Division's unfunded actuarial accrued liability, normal cost, actuarially
determined contribution rate, and funding period is negligible.

To date, the impact to the Health Care Trust Fund (HCTF) also is negligible due to the limited number of service
retirees electing to return to work under the subsection (5) critical shortage provisions. Any impact would be
marginally favorable depending upon whether the service retirees who return to work are covered by PERACare.
This is because HCTF subsidies are not provided to the designees of this program during their periods

of reemployment.

Given the low utilization and the fact that the cost impact of subsection (5) is spread over the entire School
Division, the effect on the HCTF's unfunded actuarial accrued liability, normal cost, actuarially determined
contribution rate, and funding period is negligible.
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DIVISION TRUST FUNDS—COMBINED PENSION COSTS UNDER SUBSECTIONS (1.8), (1.9),
AND (5)

As of December 31, 2024, the estimated combined effects of subsections (1.8), (1.9), and (5) on the School and
DPS Divisions are shown in the tables below.

. .. . . Increase/(Decrease
School Division Without Subsections ( . )
($ in millions) Current Law (1.8) and (1.9) Due to Subsections
: : (1.8) and (1.9)°
Actuarial Accrued Liability $52,648.98 $52,580.13 $68.85
Actuarial Value of Assets (AVA) 34,788.99 34,788.99 0.00
Unfunded Actuarial Accrued $17,859.99 $1779114 $68.85
Liability
Funded Percentage (AVA Basis) 66.08% 66.16% (0.08%)

Note: Values in the table may not add due to rounding.

Over the next five-year study period, assuming program participation similar to 2025, the additional total pension
cost related to the subsection (1.8) 140-day designation and the subsection (1.9) critical shortage provisions for
the School Division is projected to be approximately $125.88 million.

Given the low utilization and the fact that the cost impact of subsection (5) is spread over the entire School
Division, the effect on the School Division's unfunded actuarial accrued liability, normal cost, actuarially
determined contribution rate, and funding period is negligible.

DPS Division . . Increase/(Decrease)
(S in millions) LTI RTINS, Due to Subsection (1.8)"

Actuarial Accrued Liability $5,107.05 $5,106.76 $0.29
Actuarial Value of Assets (AVA) 4,656.94 4,656.94 0.00
f Actuarial A
Unfunded Actuarial Accrued $45010 $449.81 $0.29
Liability
Funded Percentage (AVA Basis) 91.19% 91.19% 0.00%

Note: Values in the table may not add due to rounding.

Over the next five-year study period, assuming program participation similar to 2025, the additional pension
cost related to the subsection (1.8) 140-day designation provisions for the DPS Division is projected to be

approximately $8.75 million.

9 Effect of subsection (5) was negligible.

10 Provisions under subsections (1.9) and (5) are not available for service retirees in the DPS Division.
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HEALTH CARE TRUST FUNDS—COMBINED OPEB COSTS UNDER SUBSECTIONS (1.8),
(1.9), AND (5)

As of December 31, 2024, the estimated combined effects of subsections (1.8), (1.9), and (5) on the HCTF and DPS
HCTF are shown in the tables below.

. . Increase/(Decrease
Health Care Trust Fund Without Subsections ( . )
($ in millions) Current Law (18) and (1.9) Due to Subsections
’ : (1.8) and (1.9)"

Actuarial Accrued Liability $1,128.45 $1126.93 $1.52
Actuarial Value of Assets (AVA) 708.11 7081 0.00

Unfunded Alctu.a?rlal Accrued $420.34 $418.62 $152

Liability

Funded Percentage (AVA Basis) 62.75% 62.84% (0.08%)

Note: Values in the table may not add due to rounding.

Over the next five-year study period, assuming program participation similar to 2025, the additional total OPEB
cost related to the subsection (1.8) 140-day designation and the subsection (1.9) critical shortage provisions for
the HCTF is projected to be approximately $2.44 million.

Given the low utilization and the fact that the cost impact of subsection (5) is spread over the School Division
portion of the HCTF, the effect on the HCTF's unfunded actuarial accrued liability, normal cost, actuarially
determined contribution rate, and funding period is negligible.

DPS Health Care Increase/(Decrease)
Trust Fund Current Law Without Subsection (1.8) Due to
(S in millions) Subsection (1.8)"
Actuarial Accrued Liability $53.13 $53.12 $0.01
Actuarial Value of Assets (AVA) 71.32 7732 0.00
Unfunded Actuarial Accrued
Liability ($24.18) ($24.19) $0.01
Funded Percentage (AVA Basis) 145.52% 145.54% (0.02%)

Note: Values in the table may not add due to rounding.

Over the next five-year study period, assuming program participation similar to 2025, the additional total
OPEB cost related to the subsection (1.8) 140-day designation provisions for the DPS HCTF is projected to be
approximately $0.30 million.

" Effect of subsection (5) was negligible.

12 Provisions under subsections (1.9) and (5) are not available for service retirees in the DPS Division.
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SUMMARY

The combined effect of the current provisions allowing for working after retirement without benefit reduction

is estimated to increase the unfunded pension and OPEB actuarial accrued liabilities and decrease the funded
percentage of each division/plan as indicated above. The results as presented are generally proportionate to the
level of utilization experienced under each of the current provisions; however, the impact to OPEB liabilities will
vary based on how many retirees who return to work are covered by PERACare and, depending on the type of
provisions utilized, how many years they participate in PERACare.

Based on current and projected participation noted earlier in this section, the current 140-day designation under
subsection (1.8) and the critical shortage provisions under subsections (1.9) and (5) are expected to have no
significant effect on the estimated number of years to reach 100% funding for any of the associated pension and
health care plans. However, any participation in these working after retirement provisions has an adverse effect
on pension and OPEB costs, especially if it influences retiree behaviors that differ from the expected.

Through the anticipated recalibration of actuarial retirement (and other related) assumptions, these additional
costs will be captured within the annual actuarial valuation process. Adjustments to assumptions, through the
PERA Board's periodic experience analyses, will not mitigate the additional costs driven by these provisions, but
will help PERA anticipate the costs by recognizing these changing behaviors within the revised assumptions.
Thus, over time, PERA eventually will be reflecting any additional costs related to these working after retirement
programs within the actuarial accrued liability and the actuarially determined contribution rates as calculated
each actuarial valuation measurement date.

The actuarial team from Segal who provided this cost analysis are experienced in performing work for public
pension plans, are members of the American Academy of Actuaries and meet the Qualification Standards of the
American Academy of Actuaries to render this actuarial opinion. A copy of the letter requested by and provided
to PERA titled, "Actuarial Analysis of Working After Retirement Without Benefit Reduction under C.R.S. 24-51-1101,
Subsections (1.8), (1.9), and (5), dated November 4, 2025," is included within this report as Appendix A.
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V. EMPLOYER SURVEY RESULTS

In order to determine the extent to which the working after retirement provisions, pursuant to subsections (1.8),
(1.9), and (5) of C.R.S. § 24-51-1011, help employers in the School and DPS Divisions address staffing shortages, all
PERA-affiliated employers eligible to participate in these programs were sent a survey and asked to respond to a
series of questions regardless of participation in the working after retirement programs.

Therefore, the survey format not only attempts to identify the reasons an employer may participate in such
programs and the level of assistance provided, if any, but participation in the survey also allows for identification
of the reasons why an eligible employer does not currently participate and/or has not yet participated in one of
the programs.

The following employer survey question and answer summary reflects responses submitted between October 2,
2025, and October 21, 2025, by 191 school districts, schools, BOCES, and charter schools. The summary from the
Colorado Department of Education, published February 11, 2025, reported 146 qualifying rural school districts. In
addition, the employer data analyzed for this study included 20 BOCES, and 27 charter schools within qualifying
rural school districts. Considering the total number of employer contacts surveyed, of which 191 responded,
resulted in an approximate 22% response rate. The names of employers, individual respondents, and contact
information provided were omitted for purposes of displaying the survey results within this report.
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Question 1

Please indicate the category that best describes the employer responding to this survey.

Non-rural school 0
A 81 Responses | 42.41%

Rural or small rural school
district/school

Charter school within a
rural or small rural school
district

14| 7.33%

BOCES 7| 3.66%

Answered: 191
Skipped: 0

Question 2

Does or has your school district/school participate(d) in one of these programs?

Non-rural school Yes - 54| 78.26%

district/school No - 15 | 21.74%

= 0,
Rural or small rural school Yes - 84 | 97.67%

district/school | No-2]2.33%

rural or small rural school

Charter school within a Yes - 9| 69.23%
district

No - 4|30.77%

BOCES

Yes - 4| 80.00%
No - 1] 20.00%

Yes - 151 | 87.28%

Total
No - 22 | 12.72%

Answered: 173
Skipped: 18
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Question 3

Please provide the reason your school district/school has not yet participated in one of the programs.
Select all that apply.

(Only asked of those that indicated they do not/have not participate(d) in one of the programs.)
The school district/school is not interested in

participating and/or has no need to participate 5 Responses | 23.81%
in one of these programs, at this time.

No area retirees have shown interest in
returning to work under one of these programs.

5|23.81%

The process required to participate in any of
these programs is too complicated and/or 0 | 0.00%
requires too much administrative time.

The school district/school was unaware of
these programs or uncertain as to the
underlying details of the programs.

Other (please explain) 419.05%

Detail provided regarding "Other" response selected:

- Not sure
- We have requested to participate but do not qualify.

- Qur charter is through BVSD, we are unlikely to be granted one of their few 140 spots. | was unaware that
the # may have increased so we have not inquired but | will now.

- | am under the impression that only the authorizor can do so and we (charter) cannot.
Answered: 19
Skipped: 3

Question 4

Did your school district/school designate additional “140-day” designees due to the expanded program
provisions pursuant to C.R.S. § 24-51-1101(1.8)?
(Only asked of non-rural school districts/schools that indicated they do/have participate(d) in the program.)

Yes 18 | 40.91%

No 26 | 59.09%

Answered: 44
Skipped: 10
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Question 5

On a scale of 1to 5, please rate the overall effectiveness of the program in addressing staffing shortages
within your school district/school.
(Only asked of those that indicated they do/have participate(d) in one of the programs.)

1- Ineffective 0 Responses | 0.00%

2 - Slightly Ineffective 12]10.00%

3 - Moderately Effective 14| 11.67%
4 - Effective 39 | 32.50%
5 - Very Effective 55 | 45.83%

Answered: 120

Note: Average Rating is 4.14 Skipped: 31

Question 6

Please provide a brief comment as to how your school district/school has benefited from the use of one of
these program(s).

(Only asked of those that indicated they do/have participate(d) in one of the programs.)

Answered: 97
Skipped: 54

Please see Appendix B for a summary of the most constructive responses. Any incomplete, generally
positive, or highly negative responses were excluded. Note that many responses are appreciative, especially
those provided by rural and small rural school district employers. A complete list of responses is available
upon request.
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Question 7

Please provide a brief comment as to how these programs could be improved to better address staffing
shortages.

Answered: 88
Skipped: 103

Please see Appendix C for a summary of the most constructive responses. Any incomplete, generally
positive, or highly negative responses were excluded. Note that 19 of the responses are requests to add
additional qualifying positions within the critical shortage program. A complete list of responses is available
upon request,

Question 8

Please provide any additional information/comments that may be helpful in PERA's assessment of these
“working after retirement” programs intended to address staffing shortages.

Answered: 50
Skipped: 141

Please see Appendix D for a summary of the most constructive responses. Any incomplete, generally
positive, or highly negative responses were excluded. Note that 8 of the responses are requests to add
additional qualifying positions within the critical shortage program. A complete list of responses is available
upon request,
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NOTABLE FINDINGS BASED ON EMPLOYER SURVEY RESPONSES

Due to the expansion of the 140-day designation, the critical shortage provisions, and the associated reporting
requirements, survey participation of 191 employers showed a noticeable increase since the last survey of this
nature conducted in the Fall of 2020.

Question 1 simply requested identification of the type of employer responding to the survey. The 191 responding
employers break down into the qualifying employer categories as follows: 42% non-rural school districts, 47%
rural school districts, 7% charter schools within rural school districts, and 4 % BOCES.

Question 2, asked about participation in these specific working after retirement programs. Of the 173 employers
who responded to Question 2, there was a high level of program participation, from 69% to as high as 98%,
reported across the four qualifying employer categories (non-rural school districts, rural school district, charter
schools within rural school districts, and BOCES) with only 22 of the 173 indicating no participation. Of these

22 nonparticipating employers, 19 employers responded to Question 3, as to why they were not participating.
Five of the 19 employers responded that they were not interested in participating at this time, five employers
noted there were no area retirees who showed an interest in returning to work, seven employers indicated they
were unaware of the programs, and four employers provided individual reasons surrounding certain aspects of
program qualification and/or participation.

Question 4 specifically questioned non-rural school districts as to if they were participating in the expanded 140-
day designation provisions enacted through HB 25-1044, which allows for additional 140-day designees for large
school districts meeting certain student enrollment criteria. There were 44 total respondents to this question of
which 18, or 41%, indicated they were participating in the expanded 140-day designation program.

Question 5 is applicable to the employer survey participants who are participating or have participated in one of
the working after retirement programs, allowing identification of the program's effectiveness from the employer’s
perspective. Of the 120 respondents to this question, 94 employers, or 78%, said the program in which they are
participating is "effective” or "very effective” for addressing workforce shortages within their school district/
school. Considering all 120 responses, the over-all rating of effectiveness of the programs resulted in an average
score of 414, out of a possible top score of 5.00.

As noted above, Question 6 and Question 7 requested written responses regarding perceived benefits, and
shortcomings, respectively, of the 140-day designation and the critical shortage programs. Also Question 8
requested a written response regarding any comment as to how these programs might be improved. The
majority of responses to Question 6 reflect appreciative sentiments, especially those provided by rural school
district employers. Responses to Questions 7 and 8, resulted in a total of 27 responses specifically asking for
the expansion of qualified job positions allowed by the critical shortage provisions under subsection (1.9) of
C.R.S. § 24-51-1101.

Please see Appendices B-D for summaries of the written responses to these survey questions. Each summary
contains what PERA believes to be the most constructive and helpful responses. Any incomplete, generally
positive, or highly negative responses were excluded for brevity. A complete list of all written responses is
available upon request.
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APPENDIX A

v 101 North Wacker Drive
v Segal
Chicago, IL 60606-1722

T 312.984.8534
segalco.com

November 4, 2025

Via Email

Koren L. Holden

System Actuary

Public Employees’ Retirement Association of Colorado
1301 Pennsylvania Street

Denver, CO 80203

Re: Actuarial Analysis of Working After Retirement Without Benefit Reduction under
C.R.S. §24-51-1101, Subsections (1.8), (1.9) and (5)

Dear Koren:

As requested, we have prepared an actuarial impact analysis on the Public Employees'
Retirement Association of Colorado (PERA), regarding the current Working After Retirement
without benefit reduction provisions enacted under C.R.S. §24-51-1101, Subsections (1.8), (1.9)
and (5). These subsections modified the PERA employment after retirement provisions for
certain PERA service retirees hired by an employer in the School and DPS Divisions.

Background
C.R.S. §24-51-1101(1.9) and C.R.S. §24-51-1101(5)

In 2017, House Bill (HB) 17-1176, pertaining to Subsection (1.9), allowed service retirees in
selected job positions within rural school districts experiencing a critical shortage to be rehired
without any reduction in PERA benefits.

In 2020, HB 20-1127, pertaining to Subsection (5), extended and modified the current PERA
employment after retirement provisions for certain service retirees hired by the Boards of
Cooperative Educational Services (BOCES). Critical shortage provisions under Subsection (5)
included additional guardrails to help minimize the adverse financial impact on PERA.

In 2022, HB 22-1101, pertaining to Subsection (1.9), expanded the job positions (by adding
school nurses and paraprofessionals) allowed under the critical shortage provisions for rural
school districts, and removed the sunset applicable to this subsection; and also incorporated
parallel provisions for BOCES and charter schools within rural school districts.

In 2024, Senate Bill (SB) 24-099, pertaining to Subsection (1.9), added superintendents and
principals to the list of eligible positions allowing for full-time reemployment of service retirees,
clarified that the exemption for a rural school district also includes a small rural school district,
which has a funded pupil count for the prior budget year of less than 1,000 pupils; and also

,¢  Ppertaining to Subsection (5), extended sunset of Subsection (5) to July 1, 2030. The bill also
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extended the annual program designation cutoff date to September 1, applicable to Subsections
(1.9) and (5).

To address the shortages, pertaining to Subsection (1.9), the school district may hire service
retirees who have not worked for any PERA-eligible employer during the effective month of
retirement, and if:

e The employer that hires the service retiree is a rural or small rural school district, a BOCES,
or a charter school located within a rural or small rural school district, as determined by the
Colorado Department of Education;

e The school district, BOCES, or charter school has determined that there is a critical shortage
of qualified employees, and that the service retiree has specific experience, skills, or
qualifications that would benefit the school district, BOCES, or charter school;

e The service retiree is a teacher, bus driver, food service worker, school nurse,
paraprofessional, superintendent or principal; and

e The school district, BOCES, or charter school notifies PERA of any service retiree hired
under these provisions no later than September 1, of the applicable calendar year, updated
as necessary during the year.

The critical shortage provisions, codified as Subsections (1.9) and (5), require the employer who
hires the service retiree and the rehired retiree to pay all current contributions to PERA without
further benefit accrual during the time of employment, which may not exceed six (five under
Subsection (5)) consecutive years. The rehired retiree may not receive a health care premium
subsidy during their return to employment, but may participate in the health plan offered by the
School Division employer. Also, a service retiree who did not meet the age and service credit
requirements for a full unreduced benefit may not be employed under these critical shortage
provisions by the same qualified employer from which the individual retired until two years after
his or her retirement. The sunset applicable to Subsection (1.9) has been removed.

The critical shortage provisions, codified as Subsection (5), allow BOCES to hire any retired
special service providers without any reduction in PERA benefits. Special service providers
include the following types of employees:

e Speech language pathologists

e School psychologists

e Social workers

e Occupational therapists

e Teachers of the deaf and hard of hearing
e Audiologists

e Early childhood educational teachers

e Teachers of the visually impaired

Segal

6523020v14/14923.001
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Subsection (5) also requires the employer who hires the service retiree under these conditions
to pay an additional “fee” of 2% of pay for each individual rehired. The maximum number of
individuals to be hired, during the effective period of these critical shortage provisions, is limited
to 40. The sunset of Subsection (5) has been extended to July 1, 2030.

C.R.S. §24-51-1101(1.8)

All service retirees may work up to 110 days per calendar year for one or more PERA
employer(s) without any reduction in their PERA benefits. In addition to the 110 days for all
service retirees, each school district, BOCES, and charter schools authorized through the
Charter School Institute may designate up to 10 service retirees to work 140 days per calendar
year. The 110 days is cumulative amongst all PERA employers, so a service retiree working for
multiple employers may not work 110 days for each employer. Once the 110-day limit is
reached, the service retiree may only work the additional days at the employer which
designated them to work 140 days without incurring a penalty.

In 2024, HB 24-1044 expanded the number of service retirees that can be rehired without a
reduction in their benefits under the 140-day designation provisions for large school districts
based on student enrollment. While the limit at that time was 10 designees, the bill allowed
districts with over 10,000 students to designate an additional service retiree for each thousand
students in excess of 10,000. Based on the student enroliment information for the 2024-2025
school year publicly posted by the Colorado Department of Education, the bill would affect 20
districts that could receive/allocate 453 additional slots. The bill also extended the annual
program designation cutoff date to September 1, applicable to Subsection (1.8).

The provisions codified as Subsection (1.8), require the employer who hires the service retiree
and the rehired retiree to pay all current contributions to PERA without further benefit accrual
during the time of employment, which may not exceed six consecutive years. The rehired retiree
may continue to participate in PERACare and receive a health care premium subsidy during
their return to employment.

In addition, the bill modified the requirement that positions be filled based on a “critical shortage
of qualified candidates” criteria to filling positions based on “need”.

Actuarial Assumptions and Methods

The actuarial assumptions and methods that were used in this analysis were from the Actuarial
Valuation and Review as of December 31, 2024, for the Division Trust Funds, dated June 4,
2025, and the Actuarial Valuation and Review as of December 31, 2024, for the Health Care
Trust Funds, dated May 28, 2025. The census data is as of December 31, 2024.

The cost of the current provisions will depend on the retirement behavior and demographics of
active members who may retire earlier than expected in order to return to work with no
suspension of retirement benefits while receiving a salary.
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As part of this analysis of Subsections (1.8), (1.9), and (5), we took into consideration the
following factors:

¢ The two-year retirement requirement for "Early Eligibility Retirees", under Subsections (1.9)
and (5): since a large maijority of all service retirees who were rehired under the critical
shortage provisions retired at unreduced eligibility, the two-year retirement requirement for
early eligibility retirees had a small impact on the cost of the programs, if any.

¢ Requirement for employer and member contributions to continue after rehired into a critical
shortage or 140-day designation position remains the same as active members, but without
further benefit accrual.

e Because most of the anticipated cost increases likely stem from a situation where the
retirement patterns were influenced by the critical shortage or 140-day designation provisions,
we focused our analysis on all members that retired and were rehired within the same year.

Membership Data - Subsection (1.9)

The active membership data of the School Division as of December 31, 2024, and the active
membership data for the school districts that have been identified by PERA as rural school
districts are shown in the table below:

Item School Division Rural School Districts
Number of Active Members 134,080 25,499
Average Age 445 44.8
Average Service 8.96 8.22
Annual Reported Payroll $6,743,066,460 $1,035,300,357
Average Reported Payroll 50,291 40,602

Results — Subsection (1.9)

In order to complete this analysis, we were provided with a critical shortage data file that
contained 691 records in the School Division that have been actively employed after service
retirement, with a first year critical shortage designation ranging from 2021 through 2025. Under
the Subsection (1.9) critical shortage provisions, the service retiree is required to be designated
each year in the program, regardless of previous participation. Therefore, among the 691
records, there were multiple records for individuals who were designated under the critical
shortage provisions over multiple years.
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After excluding the service retirees who retired prior to June 7, 2017, the date when the first bill

was adopted, there were 588 remaining service retiree records in the School Division (shown in
the table below) who were initially rehired under the Subsection (1.9) critical shortage provisions
from 2021 through 2025 in the job positions, as indicated.

School Division — Critical Shortage Program Participation by
First Effective Year of Designation

Job Position 2021 2022 2023 2024 2025 Total
Teacher 49 80 100 99 103 431
Bus Driver 13 13 16 18 17 77
Food Service Worker 4 5 6 8 7 30
Nurse 0 0 0 1 2 3
Paraprofessional 0 7 8 8 15 38
Superintendent 0 0 0 4 1 5
Principal 0 0 0 3 1 4
Total 66 105 130 141 146 588

Within the supplied critical shortage data file, there were 265 members in the School Division
who retired and were rehired under the critical shortage provisions during the same year. The
table below shows this observed activity, by year, from 2021 through 2025 in the job positions,
as indicated.

School Division — Retirement and Rehire Activity under Critical Shortage Program by
First Effective Year of Designation

Job Position 2021 2022 2023 2024 2025 Total
Teacher 21 39 42 37 60 199
Bus Driver 3 2 7 7 7 26
Food Service Worker 2 4 2 5 3 16
Nurse 0 0 0 0 0 0
Paraprofessional 0 5 5 3 7 20
Superintendent 0 0 0 1 1 2
Principal 0 0 0 2 0 2
Total 26 50 56 55 78 265

To estimate the pension cost of the critical shortage provisions, codified as Subsection (1.9), we
used the December 31, 2024, data of the 55 service retirees from the 2024 retirements and
calculated the increase in total pension liability due to their retirements. As a result, the 2024
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cost per service retiree varies from $5,000 to $230,000 depending on the service retiree’s
information, with an average cost of approximately $75,000 per service retiree.

Extending this analysis to 442 service retirees who may have retired early and returned to work
under the Subsection (1.9) critical shortage provisions between 2021 and 2024, we estimate a
total pension cost of approximately $31.99 million. This estimate assumes immediate
recognition of the increased pension liability and incorporates an annual payroll growth rate of
3%.

As of December 31, 2024, the estimated effect of the Subsection (1.9) critical shortage
provisions on the School Division is shown in the table below.

School Division — Effect of the Critical Shortage Program on Pension Valuation Costs

Increase/

(Decrease)

Without Due to
Subsection Subsection
Items ($ millions) Current Law (1.9) (1.9)

Actuarial Accrued Liability $52,648.98 $52,616.99 $31.99
Actuarial Value of Assets (AVA) 34,788.99 34,788.99 0.00
Unfunded Actuarial Accrued Liability 17,859.99 17,828.00 31.99
Funded Percentage (AVA Basis) 66.08% 66.12% -0.04%

In 2025, 146 service retirees in the School Division were rehired under the critical shortage
provisions, resulting in an estimated pension cost of $11.28 million. For the period from 2026
through 2029, we included an additional 146 service retirees per year assuming that the counts
in those years would remain stable from 2025, for a total of 584 service retirees over the four-
year period. As a result, the total pension cost for 2026 through 2029 is about $48.60 million,
and the total pension cost for 2025 through 2029 is about $59.88 million. This estimate assumes
immediate recognition of the increased pension liability and incorporates an annual payroll
growth rate of 3%.

Health Care Trust Fund (HCTF)

Similarly, to estimate the OPEB cost of the critical shortage provisions, codified as Subsection
(1.9), we used the December 31, 2024, data from the 2024 retirements and calculated the
increase in total OPEB liability due to their retirements applying participation rates as detailed in
the Actuarial Valuation and Review as of December 31, 2024, for the Health Care Trust Funds,
dated May 28, 2025. As a result, the average impact to accrued OPEB liability due to earlier
retirement is about $2,000 per service retiree; offset by an estimated $800 reduction in OPEB
subsidy. This is an estimated net increase to OPEB liability of $1,200 per service retiree per
year.
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Extending this analysis to 442 service retirees who may have retired early and returned to work
under the Subsection (1.9) critical shortage provisions between 2021 and 2024, we estimate a
total OPEB cost of approximately $0.53 million.

As of December 31, 2024, the estimated effect of the Subsection (1.9) critical shortage
provisions on the HCTF is shown in the table below.

Health Care Trust Fund - Effect of the Critical Shortage Program

on OPEB Valuation Costs
Increase/

(Decrease)
Without Due to

Subsection Subsection

Items ($ millions) Current law (1.9) (1.9)

Actuarial Accrued Liability $1,128.45 $1,127.92 $0.53
Actuarial Value of Assets (AVA) 708.11 708.11 0.00
Unfunded Actuarial Accrued Liability 420.34 419.81 0.53
Funded Percentage (AVA Basis) 62.75% 62.78% -0.03%

In 2025, 146 service retirees in the School Division were rehired under the critical shortage
provisions, resulting in an estimated OPEB cost of $0.18 million. For the period from 2026
through 2029, we included an additional 146 service retirees per year assuming that the counts
in those years would remain stable from 2025, for a total of 584 service retirees over the four-
year period. As a result, the total OPEB cost for 2026 through 2029 is about $0.70 million, and
the total OPEB cost for 2025 through 2029 is about $0.88 million.

Summary — Subsection (1.9)

As of December 31, 2024, the effect of the current critical shortage provisions on the School
Division is estimated to increase the unfunded pension actuarial accrued liability by $31.99
million and decrease the funded percentage by 0.04%.

The results are generally proportionate to the utilization of the current provision. For example,
for the School Division, if the number of members in 2025 who would retire early and return to
work due to these provisions increased from the 146 estimated number per year used in the
current analysis to 170 per year, the unfunded pension liabilities in 2025 would increase by an
additional $1.85 million.

If fully utilized under the projected participation noted above, the current critical shortage
provisions has no measurable effect on the estimated number of years to reach 100% funding.
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The corresponding effect of the current critical shortage provisions on the HCTF is estimated to
increase the unfunded OPEB actuarial accrued liability by $0.53 million and decrease the
funded percentage by 0.03%. The impact to the HCTF will vary and depends upon how many
service retirees who return to work are covered by PERACare and how many years they
participate. This is because HCTF subsidies are not provided during reemployment.

Membership Data - Subsection (5)

Summaries, as of December 31, 2024, of the active membership data of the School Division
and service retirees who returned to work under the current BOCES critical shortage provisions,
codified as Subsection (5), are shown below:

Service Retirees
returning to work

Item School Division under Subsection (5)
Number of Active Members 134,080 5
Average Age 44.5 63.5
Average Service 8.96 24.08
Average Reported Payroll $50,291 $48,906"

Results — Subsection (5)

As shown above, over the last four years (2021-2024) only five service retirees elected to return
to work under the current critical shortage provisions, codified as Subsection (5), representing
less than 0.01% of the active membership of the School Division. While it is possible that more
benefit payments were paid as a result of Subsection (5), due to low utilization of these critical
shortage provisions, the amount of benefits actually paid is minimal. In addition, contributions in
the amount of 2% of the affiliated payroll were made on behalf of these rehired retirees,
offsetting some of the impact of the benefit payments.

Summary - Subsection (5)

Given the low utilization and the fact that the cost impact of Subsection (5) is spread over the
entire School Division, the effect on the School Division’s unfunded actuarial accrued liability,
normal cost, actuarially determined contribution rate, and funding period is negligible.

To date, the impact to the Health Care Trust Fund (HCTF) also is negligible due to the limited
number of service retirees electing to return to work under the provisions of Subsection (5). Any
impact would be marginally favorable depending upon whether the service retirees who return
to work are covered by PERACare. This is because HCTF subsidies are not provided to the
designees of this program during their periods of reemployment.

" Based on the 2024 salary information.
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Results — Subsection (1.8)

In order to complete this analysis, we were provided with a 140-day designation data file that
contained 914 service retiree records in the School Division and 48 service retiree records in the
DPS Division that have been actively employed after service retirement, with a first year of 140-
day designation ranging from 2021 through 2025. Under the 140-day designation provisions, the
service retiree is required to be designated each year in the program, regardless of previous
participation. Therefore, among the 914 School Division records and 48 DPS Division records,
there were records for individuals who were designated under the 140-day designation
provisions over multiple years.

After excluding the service retirees who retired prior to 2021, there were 591 remaining School
Division service retiree records and 19 remaining DPS Division service retiree records (shown in
the tables below) who were initially rehired under the 140-day designation provisions from 2021
through 2025.

School Division — 140-Day Designation Program Participation by
First Effective Year of 140-Day Designation

2021 2022 2023 2024 2025 Total
66 113 114 156 142 591

DPS Division — 140-Day Designation Program Participation by
First Effective Year of 140-Day Designation

2021 2022 2023 2024 2025 Total
0 1 1 1 16 19

Within the supplied 140-day designation data file, there were 218 service retirees in the School
Division and 3 service retirees in the DPS Division who retired and were rehired under the 140-
day designation provisions during the same year. The tables below show this observed activity,
by year, from 2021 through 2025.

School Division — Retirement and Rehire Activity under 140-Day Designation Program
by First Effective Year of 140-Day Designation

2021 2022 2023 2024 2025 Total
66 38 28 39 47 218
Y
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DPS Division — Retirement and Rehire Activity under 140-Day Designation Program by
First Effective Year of 140-Day Designation

2021 2022 2023 2024 2025 Total
0 1 0 0 2 3

To estimate the pension cost of the 140-day designation provisions for the School Division, we
used the December 31, 2024, data of the 39 School Division service retirees from the 2024
retirements and calculated the increase in total pension liability due to their retirements. As a
result, the cost per service retiree varies from $5,000 to $255,000 depending on the service
retiree’s information, with the average of approximately $85,000 per service retiree.

Extending this analysis to 449 School Division service retirees who may have retired early and
returned to work under the 140-day designation provisions between 2021 and 2024, we
estimate a total pension cost of approximately $36.86 million. This estimate assumes immediate
recognition of the increased pension liability and incorporates an annual payroll growth rate of
3%.

As of December 31, 2024, the estimated effect of the Subsection (1.8) 140-day designation
provisions on the School Division is shown in the table below.

School Division — Effect of the 140-Day Designation Program
on Pension Valuation Costs

Increase/

(Decrease)

Without Due to
Subsection Subsection
Items ($ millions) Current Law (1.8) (1.8)

Actuarial Accrued Liability $52,648.98 $52,612.12 $36.86
Actuarial Value of Assets (AVA) 34,788.99 34,788.99 0.00
Unfunded Actuarial Accrued Liability 17,859.99 17,823.13 36.86
Funded Percentage (AVA Basis) 66.08% 66.12% -0.04%

In 2025, 142 School Division service retirees were rehired under the 140-day designation
provisions, resulting in an estimated pension cost of $12.43 million. For the period from 2026
through 2029, we included an additional 142 service retirees per year assuming that the counts
in those years would remain stable from 2025, for a total of 568 service retirees over the four-
year period. As a result, the total pension cost for 2026 through 2029 is about $53.57 million,
and the total pension cost for 2025 through 2029 is about $66.00 million. This estimate assumes
immediate recognition of the increased pension liability and incorporates an annual payroll
growth rate of 3%.
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To estimate the pension cost of the 140-day designation provisions for the DPS Division, since
there were zero records in the DPS Division who retired and were rehired under the 140-day
designation provisions during the same year in 2024, we instead used the December 31, 2024,
data for five DPS Division service retirees who retired in 2024 and were rehired under the 140-
day designation provisions in 2025 and calculated the increase in total pension liability due to
their retirements. As a result, the cost per service retiree varies from $35,000 to $155,000
depending on the service retiree’s information, with the average of approximately $100,000 per
service retiree.

Extending this analysis to three DPS Division service retirees who may have retired early and
returned to work under the 140-day designation provisions between 2021 and 2024, we
estimate a total pension cost of approximately $0.29 million. This estimate assumes immediate
recognition of the increased pension liability and incorporates an annual payroll growth rate of
3%.

As of December 31, 2024, the estimated effect of the Subsection (1.8) 140-day designation
provisions on the DPS Division is shown in the table below.

DPS Division — Effect of the 140-Day Designation Program
on Pension Valuation Costs

Increase/

(Decrease)

Without Due to
Subsection Subsection
Items ($ millions) Current Law (1.8) (1.8)

Actuarial Accrued Liability $5,107.05 $5,106.76 $0.29
Actuarial Value of Assets (AVA) 4,656.94 4,656.94 0.00
Unfunded Actuarial Accrued Liability 450.10 449.81 0.29
Funded Percentage (AVA Basis) 91.19% 91.19% 0.00%

In 2025, 16 DPS Division service retirees were rehired under the 140-day designation
provisions, resulting in an estimated pension cost of $1.65 million. For the period from 2026
through 2029, we included an additional 16 service retirees per year assuming that the counts in
those years would remain stable from 2025, for a total of 64 service retirees over the four-year
period. As a result, the total pension cost for 2026 through 2029 is about $7.10 million, and the
total pension cost for 2025 through 2029 is about $8.75 million. This estimate assumes
immediate recognition of the increased pension liability and incorporates an annual payroll
growth rate of 3%.

HCTF and DPS HCTF

Similarly, to estimate the OPEB cost of the 140-day designation provisions for the HCTF, we
used the December 31, 2024, data from the 2024 retirements and calculated the increase in
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total OPEB liability due to their retirements applying participation rates as detailed in the
Actuarial Valuation and Review as of December 31, 2024, for the Health Care Trust Funds,
dated May 28, 2025. As a result, the average impact to accrued OPEB liability due to earlier
retirement is about $2,200 per service retiree. Since the service retirees returning to work under
Subsection (1.8) are allowed to continue participation in PERACare and to receive the health
care subsidy, there is no offset to the OPEB liability for these individuals.

Extending this analysis to 449 School Division service retirees who may have retired early and
returned to work under the 140-day designation provisions between 2021 and 2024, we
estimate a total OPEB cost of approximately $0.99 million.

As of December 31, 2024, the estimated effect of the Subsection (1.8) 140-day designation
provisions on the HCTF is shown in the table below.

Health Care Trust Fund — Effect of the 140-Day Designation Program

on OPEB Valuation Costs
Increase/

(Decrease)
Without Due to

Subsection Subsection

Items ($ millions) Current law (1.8) (1.8)
Actuarial Accrued Liability $1,128.45 $1,127.46 $0.99
Actuarial Value of Assets (AVA) 708.11 708.11 0.00
U.nfu.r?ded Actuarial Accrued 420,34 419.35 0.99
Liability

Funded Percentage (AVA Basis) 62.75% 62.81% -0.06%

In 2025, 142 School Division service retirees were rehired under the 140-day designation
provisions, resulting in an estimated OPEB cost of $0.31 million. For the period from 2026
through 2029, we included an additional 142 service retirees per year assuming that the counts
in those years would remain stable from 2025, for a total of 568 service retirees over the four-
year period. As a result, the total OPEB cost for 2026 through 2029 is about $1.25 million, and
the total OPEB cost for 2025 through 2029 is about $1.56 million.

Similarly, to estimate the OPEB cost of the 140-day designation provisions for the DPS HCTF,
since there were zero records in the DPS Division who retired and were rehired under the 140-
day designation provisions during the same year in 2024, we instead used the December 31,
2024, data for five DPS Division service retirees who retired in 2024 and were rehired under the
140-day designation provisions in 2025 and calculated the increase in total OPEB liability due to
their retirements. As a result, the average impact to accrued OPEB liability due to earlier
retirement is about $3,700 per service retiree. Since the service retirees returning to work under
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Subsection (1.8) are allowed to continue participation in PERACare and to receive the health
care subsidy, there is no offset to the OPEB liability for these individuals.

Extending this analysis to three DPS Division service retirees who may have retired early and
returned to work under the 140-day designation provisions between 2021 and 2024, we
estimate a total OPEB cost of approximately $0.01 million.

As of December 31, 2024, the estimated effect of the Subsection (1.8) 140-day designation
provisions on the DPS HCTF is shown in the table below.

DPS Health Care Trust Fund — Effect of the 140-Day Designation Program

on OPEB Valuation Costs
Increase/

(Decrease)
Without Due to

Subsection Subsection

Items ($ millions) Current law (1.8) (1.8)
Actuarial Accrued Liability $53.13 $53.12 $0.01
Actuarial Value of Assets (AVA) 77.32 77.32 0.00
Unfunded/(Overfunded) Actuarial

Accrued Liability (24.18) (24.19) 0.01
Funded Percentage (AVA Basis) 145.52% 145.54% -0.02%

In 2025, 16 DPS Division service retirees were rehired under the 140-day designation
provisions, resulting in an estimated OPEB cost of $0.06 million. For the period from 2026
through 2029, we included an additional 16 service retirees per year assuming that the counts in
those years would remain stable from 2025, for a total of 64 service retirees over the four-year
period. As a result, the total OPEB cost for 2026 through 2029 is about $0.24 million, and the
total OPEB cost for 2025 through 2029 is about $0.30 million.

Summary - Subsection (1.8)

As of December 31, 2024, the effect of the current 140-day designation provisions on the
School Division is estimated to increase the unfunded pension actuarial accrued liability by
$36.86 million and decrease the funded percentage by 0.04%. The effect of the current 140-day
designation provisions on the DPS Division is estimated to increase the unfunded pension
actuarial accrued liability by $0.29 million and decrease the funded percentage by less than
0.01%.

The results are generally proportionate to the utilization of the current provision. For example,
for the School Division, if the number of members in 2025 who would retire early and return to
work due to these provisions increased from the 142 estimated number per year used in the
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current analysis to 165 per year, the unfunded pension liabilities in 2025 would increase by an
additional $2.01 million. For the DPS Division, if the number of members in 2025 who would
retire early and return to work due to these provisions increased from the 16 estimated number
per year used in the current analysis to 20 per year, the unfunded pension liabilities in 2025
would increase by an additional $0.41 million.

If fully utilized under the projected participation noted above, the current 140-day designation
provisions would have no measurable effect on the estimated number of years to reach 100%
funding.

The corresponding effect of the current 140-day designation provisions on the HCTF is
estimated to increase the unfunded OPEB actuarial accrued liability by $0.99 million and
decrease the funded percentage by 0.06%. The impact to the HCTF will vary and depends upon
how many service retirees who return to work are covered by PERACare. The corresponding
effect of the current 140-day designation provisions on the DPS HCTF is estimated to increase
the unfunded OPEB actuarial accrued liability by $0.01 million and decrease the funded
percentage by 0.02%. The impact to the DPS HCTF will vary and depends upon how many
service retirees who return to work are covered by PERACare.

Combined Pension and OPEB Results under Subsections (1.8), (1.9) and (5)

As of December 31, 2024, the estimated combined effects of Subsections (1.8), (1.9), and (5)
on the School and DPS Divisions are shown in the tables below.

School Division — Effect of Subsections’ (1.8) and (1.9)
on Pension Valuation Costs

Increase/
(Decrease)
Without Due to

Subsections Subsections

Items ($ millions) Current Law (1.8) and (1.9) (1.8) and (1.9)
Actuarial Accrued Liability $52,648.98 $52,580.13 $68.85
Actuarial Value of Assets (AVA) 34,788.99 34,788.99 0.00
Unfunded Actuarial Accrued Liability 17,859.99 17,791.14 68.85
Funded Percentage (AVA Basis) 66.08% 66.16% -0.08%

Given the low utilization and the fact that the cost impact of Subsection (5) is spread over the
entire School Division, the effect on the School Division’s unfunded actuarial accrued liability,
normal cost, actuarially determined contribution rate, and funding period is negligible.

' Effect of Subsection (5) was negligible.
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DPS Division — Effect of Subsection' (1.8)
on Pension Valuation Costs
Increase/
(Decrease)
Without Due to
Subsection Subsection
Items ($ millions) Current Law (1.8) (1.8)
Actuarial Accrued Liability $5,107.05 $5,106.76 $0.29
Actuarial Value of Assets (AVA) 4,656.94 4,656.94 0.00
Unfunded Actuarial Accrued Liability 450.1 449.81 0.29
Funded Percentage (AVA Basis) 91.19% 91.19% 0.00%

As of December 31, 2024, the estimated combined effects of Subsections (1.8), (1.9), and (5)
on the HCTF and DPS HCTF are shown in the tables below.

Health Care Trust Fund — Effect of Subsections? (1.8) and (1.9)

on OPEB Valuation Costs
Increase/
(Decrease)
Without Due to
Subsections Subsections
Items ($ millions) Current Law (1.8) and (1.9) (1.8) and (1.9)
Actuarial Accrued Liability $1,128.45 $1,126.93 $1.52
Actuarial Value of Assets (AVA) 708.11 708.11 0.00
Unfunded Actuarial Accrued Liability 420.34 418.82 1.52
Funded Percentage (AVA Basis) 62.75% 62.84% -0.08%

Given the low utilization and the fact that the cost impact of Subsection (5) is spread over the
School Division portion of the HCTF, the effect on the HCTF’s unfunded actuarial accrued
liability, normal cost, actuarially determined contribution rate, and funding period is negligible.

" Provisions under Subsections (1.9) and (5) are not available for service retirees in the DPS Division.
2 Effect of Subsection (5) was negligible.
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DPS Health Care Trust Fund - Effect of Subsection' (1.8)
on OPEB Valuation Costs
Increase/
(Decrease)
Without Due to
Subsection Subsection
Items ($ millions) Current Law (1.8) (1.8)
Actuarial Accrued Liability $53.13 $53.12 $0.01
Actuarial Value of Assets (AVA) 77.32 77.32 0.00
Unfunded/(Overfunded) Actuarial
Accrued Liability (24.18) (24.19) 0.01
Funded Percentage (AVA Basis) 145.52% 145.54% -0.02%

If we can provide any further details regarding these calculations, please do not hesitate to
contact us. The undersigned are members of the American Academy of Actuaries and meet the
Qualification Standards of the American Academy of Actuaries to render the actuarial opinion
contained herein.

Sincerely yours,

S 2

MatthewA Strom FSA, MAAA, EA Brad Ramirez, FSA, MAAA, EA, FCA
Senior Vice President and Actuary Vice President and Consulting Actuary

| A )
ﬁr@éybal FS/M t/(/ .

Tatsia AAA, EA Melissa Krumholz, FSA, MAAA
Vice President and Actuary Vice President and Health Actuary

o Rulbng

Yori Rubinson, FSA, MAAA
Vice President and Retiree Health Actuary

" Provisions under Subsections (1.9) and (5) are not available for service retirees in the DPS Division.

Y
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APPENDIX B

Below is a summary of the most constructive written responses to Question 6. Any incomplete, generally positive,
or highly negative responses were excluded. A complete list of responses is available upon request.

Question 6

Please provide a brief comment as to how your school district/school has benefited from the use of one of these
program(s). (Only asked of those that indicated they do/have participate(d) in one of the programs.)

Non-rural school district/school

Support administrative and special position needs.

| have received feedback that the district has been fitted this is not been an issue nor impact on my school
individually.

We have hired PERA Retirees, for open teaching and student support open positions. However, the Retirees
only work part-time and don't meet the 140-day or 916-hours requirement.

Prevent loss of knowledge and unfilled vacancies by retaining retiring employees part-time.
We haven't had to use them much yet, but it is a good option in the future.

Hiring 110's and accommodating the limited amount of days that they can work is the best we can do when
there is such a teacher shortage.

Using the additional 140 day designations has created a much smoother transition when we are training those
that are new to crucial positions. The extra days were invaluable.

On occasion we have hired 110 day employees in the past but not recently.

This has help with principal shortages by allowing us to bring back a retired principal for year until we could
fill the position.

The benefits we're seeing from being able to utilize over 140 employees are significant. As we all know,
teacher shortages have been an ongoing issue for several years, so being able to retain some of our veteran
teachers has helped ensure our students remain unaffected.

We are able to allow retired teachers to fill positions that we can't fill due to a shortage of teachers.
Experienced Staff.
We have previously used some retired teachers in roles.

Allowing retirees to return and work up to 140 days is especially valuable in the first year after retirement. It
enables the District to rehire experienced teachers for hard-to-fill roles—positions that might otherwise be
covered by substitutes or contracted staff at the start of the year.

We currently directly employ over 100 PERA retirees in various positions. Many of these are part time or
substitute workers, but for the ones that are not, many times they fill positions that would not be filled very
easily otherwise. Some years we have asked retired teachers to come back because there was no other
means to get the class covered. The retirees sometimes fill critical roles in our staff.

The 140 program is a great resource to have since we do not know from year to year what open position we
might have and no applicates to fill the position so we may have to depend on our retirees.

This has benefited us numerous times in the past.

It greatly benefited the District to have veteran staff especially in the hard to fill areas of Math and Science
and SPED. Losing that ability this year really hurt as we still cannot hire enough qualified Special Education
staff to fill our needs.



We have been able to hire administrators who have retired in order to fill in when needed in a variety of
situations.

Rural or small rural school district/school

We could not open our schools without our working retirees. We have several teachers who have taken
advantage of critical shortage as it's a way to increase their salary. This is a retention tool and a way to retain
highly effective teachers.

It has been a huge benefit for our district. In the last few years, we have been able to bring back retired
administrators and teachers into critical positions, including a hard-to-fill Special Education teaching role. We
have also been able to retain experienced staff as bus drivers and classroom teachers, which has helped us
maintain consistency and quality for our students.

We participate in the 140 day program. Since we are a Tues-Friday school it allows for teachers to teach
without the disruption of a lot of days with subs.

We have had PERA Retired teachers filling positions we very possibly not have been able to fill otherwise.
They fill the positions with experience and maturity and a strong motivation to be of assistance knowing we
would have had staffing shortages otherwise. It has often bridged the gap until we were able to find and hire
non retiree employees.

We have several employees that are utilizing the 140 day designation and the teacher shortage. However, you
are missing the business manager as also being a shortage and this position also needs to be included in the
"shortage" area not just the 140 days.

We have several individuals that take advantage of working after retirment. We are able to keep highly-trained
individuals in these positions.

Ability to keep master teachers.

We have a difficult time attracting teachers to our small rural area. Retirees have been invaluable to filling
teaching and substitute teaching positions. In addition, their knowledge and expertise have been helpful in
mentoring new teachers, long-term subs, and alternative licensure candidates.

The critical shortage designation for some staff can help fill positions that can be difficult to fill in rural
Colorado. This also seems to be an incentive for many employees to come back to work, once they have
reached retirement age.

Post-retirement contracts allow us to maintain staffing patterns with experienced, dedicated employees.
Many of those staff positions would go vacant without this option.

Our school is located in a land locked rural area an hour from Co. Springs. It is becoming increasingly difficult
to find people who will make the drive out to our school for employment. Finding people who wish to come
out of retirement that are in the area has been a godsend for our district.

We have been able to staff positions that have otherwise been hard to fill.

We have trouble finding teachers and administrators. Without these programs, | do not know what we would
do.

We have been able to utilize the help of retirees, especially during mid-year vacancies that pop up.
Filled hard to find positions such as math teacher, business manager and Superintendent.

Keeping great employees/teachers employed in our district. We have a tough time recruiting teachers and
paras being in a small rural area on the Nebraska border. We are at least an hour from bigger entertainment
and shopping so we really need to keep the employees we have or grow our own.

Due to living in a rural area it is difficult finding individuals who are qualified or interested in being an
educator. With the "Working After Retirement Designations" we are able to fill our open positions with
qualified seasoned educators.

It has allowed some veteran teachers and admin to stay with the District.
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If we weren't able to utilize employees working after retirement we wouldn't be able to fully staff our school
district as it has become incredibly challenging to find and hire suitable applicants.

This is mostly as a way to increase there overall income for one year.

We have been able to attract retired teachers to fill our open positions. They are much more willing to work
under one of these programs.

This program has allowed us to continue key programs (reading interventionist) and core in house subjects
taught at the elementary and secondary level. Without the program we would struggle to fill these positions
and students would have to take core subjects online. We also employ all route drivers working after
retirement.

Critical shortage for bus drivers and teachers has been valuable.

We have been able to recruit retired teachers to fill vacancies, sometimes at the last minute. We have also
been able to use the program as a retention program.

We are able to keep veteran teachers in front of our students. The retirees can also mentor younger staff
members.

Our District has a number of employees working after retirement because there is no penalty to them. The
retention of these staff members is very good for our District as applicants for open positions are very limited.

Being able to use certified and qualified retired teachers when the availability of new teachers is extremely
limited.

Our School district currently utilized 7 of our 140-day allocations, as well as employee staff under the Critical
Shortage designation as both certied teachers and allowable classified staffing.

Being able to hire retirees has allowed us to have highly qualified principals, and experienced bus drives and
subs.

It has allowed us to retain highly effective long time teachers for a few more years, rather than the teacher(s)
just retire. This has benefited us in areas that are typically harder to fill with highly qualified candidates, thus
being able to ask a retired teacher to work while retired while we search for a replacement.

Our district has had a handful critical shortage teachers, bus drivers, and will soon have our superintendent
become one. As a rural school district, this has tremendously helped ease the burden of replacing retiring
staff by allowing and even incentivizing those that are of retirement age to continue in the education
profession. These staff members are extremely happy with being provided this option as they truly have the
love of what they're doing and being able to draw two paychecks in the latter years of their employment is
truly a blessing for them, the students, and the district! We are so grateful this option exists!

The district has filled positions with retired staff in several areas, Superintendent (1 year), bus driver, nurse,
teachers. The district has been able to fill open positions by using retirees. Over the last few years we have
used critical shortage in several areas. Currently we are utilizing it for bus driver, nurse, and a teacher.

We have highly qualified people in roles that are hard to fill.
It helped to cover some of our open positions.

Being a rural school it is hard to find specialty teachers such as Title 1. The working after retirement option
helped us keep this program in our district.

We would have around 5 people a year use the 140 plan (this kept several quality people working that
otherwise would have retired). More recently, using Critical Shortage has also been very positive for student
learning and keeping our positions filled.

When we have staffing shortages, we contact retirees to recruit short term until the role can be filled by a
permanent employee.

We have a difficult time hiring new teachers. If we didn't have critical shortage teachers I'm not sure how we
would fill all our teacher positions.



In our area, with cost of living, etc teachers are sometimes are to come by with the area of expertise that we
need to teach a subject matter/grade level. We have used this program to fill those vacancies with retired
teachers still living in the area that are willing to still teacher in their area of expertise.

We have used it for a math teacher, bus driver, and special education teacher.
We would have many speciality positions go unfilled or teaching positions.

We have had a teacher that was able to work after retirement to fill a need in our gradechool for a year and a
half. We also have a Superintendent that is working after retirement at this time.

This has filled roles in the building when we did not have one applicant to consider.

We do have retired teachers that want to come back to support the district as substitute teachers, mentors,
coaches, bus drivers and trainers.

Being able to hire retirees under a critical shortage has allowed us to fill positions that otherwise would have
remained vacant.

Able to fill hard to find personnel.
The district was able to hire seasoned retired teachers to fill vacancies.
We have teachers, drivers, cooks and paras who are retirees. These are hard to fill positions.

Critical Shortage for Elementary and Secondary Core Classroom Teachers, Bus Drivers, and Food Service
Workers 140 Designation for Non-Instructional Administrators such as Technology.

The district has used retired personnel as full time teachers, substitute teachers including in long term
substitute situations and bus drivers.

Teachers-we have multiple critical shortage teachers who teaching in difficult to fill areas of instruction, i.e.
science; Special education; vocational. We have benefited greatly from the critical shortage for teaching.
However, it has not been necessary to use the Superintendent or Principal that was added later. | know that
many small rural district's have had their business managers retire and now the district have outsource
some or all of this position. This is not the best for the district, but that position has not been added to the
legislation. (sorry this effects me)

We have been able to retain several teachers and a bus driver utilizing the critical shortage program.

With the ongoing teacher shortage in our area, the ability for retired educators to return to the classroom has
been an invaluable support to our district.

We hire retiree teacher and principal but we have an issue where they have to wait a month to start back up
as a retiree and only work 110 or 140 day.

It has been highly critical in helping to address.
It helps to be able to fill positions.

The use of Working After Retirement provisions has significantly benefited our school district by allowing us
to retain experienced educators and staff members who bring valuable knowledge and skills to our programs.
These provisions enable retired personnel to return in flexible roles, enhancing mentorship opportunities for
newer teachers and providing continuity in instruction. Additionally, the presence of seasoned professionals
helps maintain a stable learning environment, ultimately contributing to student success and community trust
in our educational system.

We are a rural school of 989 students k-12, we battle staffing shortages not only in teaching positions, but
in all areas across our District. If not for being allowed to participate in a work after retirement program, we
would be limited for qualified staff in Admin and well as Nurses, Counselors, and Teachers.

We have problems finding employees in our rural area. Having retired employees helps us out.

Out of the 15 teachers we have, two are working retirees. We have three working retirees for support staff and
an athletic director. We would be devastated if those people no longer worked here.
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We have been able to keep experience staff on the payroll because of the 110/140.

Keeping quality teachers, bus drivers, food service workers, paraprofessionals and admin working in our
schools while they begin to transition into retirement has been invaluable to our district.

Often our retirees have expertise in certain areas and they can provide this level of knowledge in their area of
expertise when critical shortages occur.

It has helped us retain several key staff members.

We have been able to stabilize our workforce through the critical shortage program. Highly effective.

Charter school within a rural or small rural school district

We only have one employee with us currently that is a retiree. But her experience has proven extremely
valuable. We love having her as a resource for the less experienced teachers to bounce ideas around.

Help with staff shortages when the position was left unfilled - most are difficult to fill.
We have been able to fill vacancies for hard to fill vacancies within our small high school.
It helps us staff hard to staff positions especially for those who might consider coming back part time.

We have been able to secure highly experience building leaders to step into leadership roles (principal &
other) to help cover a gap when needed. We have also been able to scure highly experience teachers to work
as reading and math coaches part-time.

BOCES

Helps us keep some quality educators longer that would otherwise retire.

We have been able to hire retirees for hard-to-fill positions within our BOCES. We have advertised these
positions and not received qualified applicants. Positions would remain unfilled without hiring PERA retirees.

We have multiple retirees that we have been able to employ through this program. Without this program, |
am not sure that we would be able to provide services to everyone. This includes SSP services as well as
supervision for people that are in their SSP program on a TEE. Not being able to hire retirees as SSPs would
put us at great risk of litigation or force us to do everything through an agency which is not cost effective.



APPENDIX C

Below is a summary of the most constructive written responses to Question 7. Any incomplete, generally positive,
or highly negative responses were excluded. A complete list of responses is available upon request.

Question 7

Please provide a brief comment as to how these programs could be improved to better address staffing shortages.

Non-rural school district/school

- The opportunity of being able to hire qualified staff who are interested in supporting schools and students
and who are currently Limited makes sense especially looking at the shortage of individuals to fill those roles.

- The 140 could be improved even in the Denver area and include the Director of Finance and or the CFO.
These positions are just as hard to fill as the Superintendent, Principal which are on the list for staffing
shortages.

- If Colorado is experiencing teacher shortage, then don't limit the district/school to only have 10 designees.
- Tie to organizational goals and continuity planning.

- If we do have a need or retiree interest in working beyond the 110 days, we would like to have this option.
- Increase days to what most teachers work, which is about 180 to 190.

- Do away with the 110, make the base level 140 (or more) uncapped.

- Open up the time a school district can request a 140 to when there is a need in the current school year.

- Substitute teachers do not want to work for charter schools | believe as the pay is too low.

- PERA needs provide a better system for Districts to designate 140 so as to not create a hardship for the
district or the retiree!

- | believe there should not be a limit for retirees to come back. This is a win win situation. School districts
benefit because they get positions filled, the retiree gets to double dip, and PERA can use those contributions
to offset any deficits since it does not count towards their retirement.

- Arduous paperwork/forms should not prevent or deter people from EARNING a paycheck.

- It would be ideal if retirees in education (specifically teachers) could return to work without restriction or
penalty. It is getting harder and harder to fill teacher positions, especially roles in Special Education and filling
those positions is very costly to districts and not as effective and putting in a substitute or contractor in most
cases.

- | do not understand why there is a penalty for working too many days after retirement. Once they are retired,
they get the set pension, retiree wages does not recalculate their pension, it is basically just more money
going into the PERA fund with a payout of a lesser pension (because they already claimed their pension).
Could the penalty for working after retirement be eliminated alltogether?

- We have some positions that are difficult to fill due to a lack of qualified staff.

- It would be helpful to have more subs available to all schools so we are not having to stop interventions or
ESL services for our students because we have to pull those teachers to cover classroom teachers or elective
classes.

- There is no downside as | see it to PERA to allow this. 100% of the 33% contribution of salaries goes to PERA
itself to pay down the actuarial shortfall of the program without changing benefits one bit for the retiree.

- We need to be able to offer this option to more employee groups, including teachers and substitutes.

- Only hire employees for what is needed and not having to hire 2-3 staff doing similar tasks.
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Rural or small rural school district/school

Critical shortage: We have a very hard time with retaining custodial staff and special service providers. If we
could allow these two employee types to utilize critical shortage, it could help with retention and recruitment.
140 working retiree limit: we are very thankful for our 10 spots. We feel for larger districts who also only get 10
spots. We almost fill ours. We cannot imagine how many spots large school district need. It would be helpful
to not have a limit of 140 day working retiree limits.

Get rid of work day limits entirely.
Add more employees to the staffing shortages areas - eg. finance/business.

ALL positions should be eligible for Critical Shortage. In rural districts, it is just as hard to find good admin
assistants and directors as it is to find teachers, principals, superintendents, etc.

Consistent classrooms.
It would be beneficial to the students if they could work a full school year instead of only 110 or 140 days.

Since many rural school districts have a variety of different positions. It can be difficult to identify only certain
positions that qualify for a critical shortage designation. | wonder if there is a way to open up the critical
shortage designation for any employee in a district.

Include all job classifications that work within a rural school system under the critical shortage component.

Better education for the participants and employers. There has been confusion about how this will impact
retirement by participants.

Don't limit the positions. Open it up for all positions.
Add a little more flexibility to days allowed to work.

Need to make business manager/CFQ's a critical shortage position like teachers and administrators. That will
be the next position in crisis of filling especially in small, rural schools.

The progam is a great program but it needs some easier explanations on the paperwork to know how to
transition from retirement to critical shortage.

There needs to be stipulations that Critical Shortage positions are required to be opened and advertised
yearly to ensure that districts aren't missing out on qualified applicants that will have longevity with the
District. In addition, it is unclear how "critical shortage need" is defined if you are not opening the position
yearly. If you open yearly and do not have qualified candidates then that should be eligible for a critical
shortage hire.

There are times where we couldn't find a qualified teacher, so that helps, but If the plan didn't exist, an
employee could just "unretire" and work full time.

The staffing shortages are not covering all positions. For example, technology director, business manager, or
counselors. These positions are extremely hard to fill in our rural communities. The same benefits should be
offered to these jobs as well. These jobs cannot be covered in a 140 situations, therefore the critical shortage
option should be available to them as well.

Sometimes, employees have misconceptions about critical shortage rules. For example, I've worked with
assistant principals who think they can be critical shortage, people who think they can do this indefinitely, etc.

Critical Shortage for certified staff needs to be opend up to more employee groups than "Teachers". As a
rural school district we are hiring staff that are not traditionally trained teachers and need lots of support.
Instructional coaches, although not always working directly with students, are supporting the growth of our
new/non-traditionally trained teachers. Often times, Instructional Coaches are positions filled by veteran
teachers with strong pedigological experience. Because they are not listed as Critical Shortage, they can
not serve under this designation, and thus we are limited on tapping into an employee who could serve in a
role that directly improves instruction and student learning. This same concept is true for SSN providers and
counselors who do not technically fall under the rules of the Critical Shortage - and thus we are limited on



staffing options. | would like to see Critical Shortage position expanded to all certified staff who have held a
professional license and meet eligibility requirements.

School counselors are listed as a critical shortage group under the BOCES section of the critical shortage
rules, however, it would be great to see this position also available for school districts not just BOCES. They
are hard to fill positions for small rural schools and not all counselors are hired under the BOCES.

Allowing other departments to be included in critical shortage would be a benefit; custodians, office staff, etc.

It would be nice if the employee could still have the withholding added to their personal retirement accounts
to boost their future earnings through PERA, thus giving them an incentive to stay. Get rid of the 6 year rule
for rural schools. You would think that 6 years would be plenty of time to find a qualified teacher, but in rural
communities this isn't always the case.

| would suggest opening up Critical Shortage for all rural school positions...especially custodians! With our
new high tech buildings, there is a shortage and big need for Facilities Directors/ Head Custodian.

Less "red tape" to get someone started in an emergent situation.
No need for small districts to have two types.

Why does it matter if there are restrictions? Remove Barriers and restrictions. Why is September 1an
important date? This year we needed support after September 1, but because they were not designated
before AND they had worked in the prior school year there were limits and penalties. Not helpful for schools.

This program has been beneficial as a small district we were able to have one of our subs, a retired teacher, to
come work full time after a death of employee. It would be helpful if the number of days were increased so we
didn't have to worry about having the employee go over.

Make it easier for retirees to go back into the classroom or fill school district roles without having to jump
through so many hoops.

Retirees should not have to have a PERA deduction from their paycheck unless it improves their mthly
retirement amount. Why would anyone want a part time job that takes 11% of their low pay, for no reason or
benefit to that employee? We have lost several staffing opportunities for this reason and we agree that it's
unfair to them and unfair that we, a rural district struggling to find qualified staff, lose out on veteran teachers
and staff that want to support our district and work near where they live.

Include all positions.
Do not limit number of years for 140 designees.

| believe that a one fits all approach is wrong. Rural districts are more in need of teachers and support staff.
Large schools should be allowed more than 10 employees on the 140 limit.

Expand the critical shortage to address the areas of finance and facilities/operations as specialty training for
school compliance is essential for small/rural districts and our applicant pool is very limited.

Increase days of work from 110 days to 140 days and then have an additional increase of 20-30 days to allow
other personnel like 12 month employees to work after retirement.

| think they should include ALL school district employees- not just a select group.

Why do retirees get penalized for wanting to help our children in colorado. We should not cap their hours of
work or days of work.

If retirees didn't have to wait to be able to apply for Critical shortage.
Currently, | don't have any specific improvements in mind for these programs to address staffing shortages.

The program works well, | am concerned about the limit on critical shortage and 140 day employees, | do not
think there should be a limit on the years a retiree can participate.

Stop punishing the retirees for working. They should still get their insurance stipend and their contribution to
PERA.
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Make them less confusing. | hate explaining to teachers and they hate talking to you.

Do away with the limited roles that can work without penalization. Like most places, all of our openings are
hard to fill.

We have difficulty filling certified and classified staff. Being able to use this as an incentive to hiring for any
staff would be beneficial to our district.

Charter school within a rural or small rural school district

| don't know anything about this program.

The 110 day limitation leaves gaps in our school calendar with working with a retired educator. Our district
tends to keep their alotted 140 days for their staff. This leaves us with holes in the first year and unable to
access the best people in the second year as they will exceed their days.

BOCES

Look at positions not currently eligible for critical shortage like secretarial, business office, IT, etc. In rural
areas keeping quality staff in those positions is equally important.

By allowing all retirees to work full time if needed or by not paying the employer contribution/deducting
employee contribution for retirees. It doesn't feel necessary to reduce number of days worked when the
contributions are still having to be paid. If days are limited, contributions should not be necessary. That was
the standard for many years.

Some of our retirees work for multiple districts. | don't believe that they have a full understanding of how
the critical shortage program works. | would like for them to have some sort of PERA form that they have to
acknowledge understanding in order to request that we add them.



APPENDIX D

Below is a summary of the most constructive written responses to Question 8. Any incomplete, generally positive,
or highly negative responses were excluded. A complete list of responses is available upon request.

Question 8

Please provide any additional information/comments that may be helpful in PERA's assessment of these "working
after retirement" programs intended to address staffing shortages.

Non-rural school district/school

- Ifthere is a shortage of qualified individuals and there are individuals who have the desire and the skill set
why penalize the students and those individuals?

- Why are people not prepared for retirement and feel they need to keep working to make ends meet?

- | believe this would be very helpful for hard to fill positions, especially in special education and mental health
providers.

- Thank you for the update to the 140 program requirements. Every decision we make ultimately affects our
students, and this is a clear positive for them.

- Contractors who are retirees should not have to pay PERA. The cost to run a business is already expensive.
They also have to have liability insurance as well as SAM insurance which is very costly. Students regardless
of status should pay into PERA. This will teach them to save for their future.

- Retired employees should be able to supplement their retirement benefits by working as much as they wish.
It is way too expensive to live in many areas of Colorado on just a pension payment. Liberty and freedom to
earn additional income should not be stifled.

- Obviously, allowing retired staff to return to teaching at a school that pays into PERA would help the teacher
shortage in that area.

- | know asking for no restrictions for educators is a big ask but what would also be helpful is if small non-rural
school districts could receive the same benefits as rural school districts as we have many of the same issues.

- All school districts are facing staffing shortages and allowing former employees to come back is a
tremendous benefit to both the district and employee (especially if their retirement isn't penalized).

- Even though we are in a city area, it is still difficult at times to get qualified staff, depending on the position.

- lunderstand it boils down to money and ensuring there is enough to fund current and future retirements, but
maintaining teaching environments is just as important.

- It should be expanded to include all districts. | feel that would be a WIN/WIN. A win for students having
excellent in most cases teachers in front of the. A win for District being able to lure great teachers back for a
few years and a WIN for PERA as the funds go again the unfunded liability.

Rural or small rural school district/school
- | would have 3 unfilled teaching positions this year if the program were not available.

- Ifthere is a way we can just let them work as retirees and not limit the amount of days they work, that would
help us. Or just raise the number of days without having to designate them.

- Please fight to keep these programs.

- Per the comment above, we have a school counselor that would like to work for several years on a post-
retirement contract. However, because counselors aren't included in the critical shortage, she is currently
limited to only one year.
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Just to reiterate that legislation needs to be passed for business managers to be part of the "critical shortage"
positions.

It is a great program for the small rural areas and | hope legislation understands the needs. | also hope that
PERA will continue to monitor other areas of employees at school districts that can possibly fall under critical
shortage when there are low number of applicants.

One of the largest challenges with being located in a rural area is the availability of qualified Superintendents.
With the extension of the "Working After Retirement" to Superintendents our school district was able to hire a
well seasoned Superintendent. He has accomplished many great things for our school district. This includes a
new school building, updating our fleet of transportation vehicles and much more.

It would be helpful if PERA gave business managers guidelines on how to handle the transition year.

| do not think there should be job description limits on critical shortage options. Almost every job in the rural
schools are difficult to fill.

Please continue the programs to allow districts to take advantage of the working after retirement options.
Without these options Haxtun and other districts would be a great disadvantage.

During this time, many districts are managing declining enroliment while still working with major teaching
shortages. Thank you for the critical shortage program. It helps keep our school staffed with high quality
teachers and employees.

We appreciate your work with the working after retirement programs.

At some point PERA has to change the focus from keeping older teachers to helping us recruit NEW teachers
to the profession. Right now, the PERA benefits for employees that have entered the profession in the past 10
years or are looking to enter the profession are dismally high cost and low benefit. Our contribution rates are
higher than ever and the benefits are the lowest they have ever been. We NEED younger teachers to enter the
workforce to sustain the pension. But if PERA continues to water down the benefits for younger members we
all lose out. If we continue to pay out more to the older teachers, we will continue to have funding issues. On
the District side, we need reprieve from these high employer contribution rates so we can put more to salaries
and less to benefits. PERA needs to do everything in their power to help Districts attract a younger workforce
and give people a reason to get a college degree to teach. Right now these young potential teachers see high
cost educations (colleges) and a low payoff on investment (salaries and retirement).

It would be helpful to revisit the use of Critical Shortage for retired teachers who wish to substitute teach.
Currently we have to utilize the 140-day designation which in return limits our ability to assign other working
after retirments under th 140-designation.

Again, as a rural school district this has been wonderful!

| know for our district there is one staff member who only had one goal to "double dip". This individual would
work for 20 years if allowed so that they can double dip. | think the idea of the program is good but this
individual isn't using it as intended. Allowing retired employees to work for the district is a benefit when we
post a job and don't have anyone apply for that position. It allows the district to operate as normal until we
can find someone for that position. | think better education would be beneficial so that retirees know that it
isn't a permanent thing and they shouldn't be expecting to work another 20 years.

I would like to see secretaries added to the critical shortage positions.
Critical Shortage for all rural employees!

The programs definitely are an incentive for retirees to continue to work post retirement as needed, so the
programs are very helpful for our small rural school district.

Please add TRADES to the critical list. All positions are critical shortages, especially in rural schools.

[ find it difficult to remember to designate employees by the due date. It would be good if we had a few more
reminders. Also, If | remember right, the date to do it by is early in the school year and there are times when a
need occurs later.



It would be a huge benefit to all districts, but especially rural districts, if you could eliminate this unfair
deduction. Thanks for asking.

Expand an option that is greater than 140, maybe a 160.

It's difficult to staff administration positions. | have worked at our rural school for 17 years and had 7
superintendents. Sometimes it seems like they come and go just to get the unused leave days paid. Currently
our principal is an Otis graduate and | hope he stays but none of the superintendents are from the area and
have no reason to stick around.

Please note that our district has had retired core teachers max at the critical shortage years, step out of
critical shortage for one year and then go back into critical shortage to start again to help fill our vacant core
elementary or secondary teaching positions. This is a real need in the rural areas!

Should include all school personnel including business managers and secretaries to work in critical shortage
situations especially in rural school districts. Do not limit positions that can work in critical shortage positions.

| believe that six years is to long.

There is a staff shortage everywhere but particular in schools. We need staff for our students and there should
nto be rules on how much they can work as we need substitutes everyday.

We have benefited as a District, our rehires are necessary to meet the needs of the District in an area where
we get limited applicants for positions.

Charter school within a rural or small rural school district

The experience these individuals bring into our school is very valuable to our teachers and administrators.

We are not participating in a program, but we have two PERA retirees employed who provide a much needed
service to our school.

It would be nice to have an easy exception request process for someone to exceed 110/140 days or, if there is
one already, recieve information on the process.

BOCES

Not having to pay the employer contribution or deduct the employee portion would help with our budgeting,
as well as, attract even more retirees for these hard to fill positions.

Given that we are a BOCES Administrative Unit, it would be extremely difficult for us to operate without this
availability. Due to the shortages, we are somewhat at the mercy of the staff that we can beg to return.
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