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INtROEITICTION

.-
The purpose of thiS study is: II) to estimate for the COFHE schools(

the impact of the AGE DISCRIMINATION IN EM,PLOYMENT 'ACT AMEND-

MENTS of 1978 (Pub. L. 95-.256, ,92 Stat. 189 cited hereafter as ADEA)
. --.-.

the availability of new faculty positions, and zy to examine possible options

available to the COFHE institutions for' adjusting.to the impact. 'ADEA'

extends the mandatory retirement age for faculty to 70 years beginning

July 1, 1982. Projections of the effect of ,extending the retirement age

(e. g. Cartter, 1976; Corwin and. Knepper, 1978) indicate that there will be

a marked decrease in the numbei-of junior faculty openings from 1981-

1990.

In principle, the labor market. can adjust or equilibrate over time to

the impact of ADEA although it may seriously impair career development.0

for a large numberof people. There has been a severe proble4n in recent

years in that the number of "would be" entrants :is greatly its excess of the

number of openings in faculties: These: circumstance's are compound-ed. by

the recent legislation (ADEA) which will certainly delay retirements.,

beyond ages now prevailing in most institutions. 1

While the issue\ of the impact of federal retirement--age legislation

on higlyaor edi2cation has important imAzlications for academic planning and

institution policy-making, the implications are especially/significant in the

1



- ,

context of the `more-.general patterns of limitedarid eve
, .

.

zero growth-cuZ-
r.

rently experienced liy academic instr4tions. "-The- emergence and .impltica-
- j

tions of a no--growth academic labor inArket followimig a, decade of explolive
- ..

-

. -

expansion have been vividly- described and hotly daa.ted by-a nurntreir.ol

authors (cf., F.urrliss, 1973; Blaelchuzn; 142; Ra,c1;:tel and Mill er ,':i975;,; -

, , .
;Breneman, 1975). The late Allan Cartter s-Ph.D. an.d the Academic Labor

Market (1976) is an especially thoough description afthe factors which

determine the demand for :faculty and depictiOn. of e rea'sOrling behind the
r - -

prevafting conclusion that, in terms of bothc studenit enrollments and faculty*
.

expansion, in the next decade academic growth w decline. and come to a

virtual standstill.

At the most basic lefel, the problem has

u.

emographic roots. The

American population is agingconsequently, the absolute size of the

college-age population is declining and will ,continue to decline (Henderson

and:Pluirune.r, 1978): While this shrinking pOO1 of students is sufficient to

decrease-the demand for faCulty in higher education, this' demographic

process is compounded hy.a, variety of politicaLand.-social issues, including

the following:

--The proportion of college-age youth entering college appears to have
.peaked and is estimated to level off or decline over the next decade

(U.S. Office of Education,.1975).

--During the last decade, student/faculty ratios decreased significantly,

and additional declines are unlikely (U.S. Office 61 Education, 1975).

.7



- !-Inirestments'in Research and Development (R & D) have leveled

Aofftand, in many cases, experienced absolute decreases (NSF,

1975).

- -As of 197Q, the retirement rate of.college and'university
.

faculty was less than one percent and existing projections

estimate that the retirement rate will be even smaller until

after the year 2000 (Cartter, 1976). Further, these projections'.

Were calculated prior' to the 1978 Age Discrimination

Amendment.

-
. .Given that all these factors Influence the demand-for college and university

faculty, the implications of these trends
6
is uniform: -the outlook foi growth

in the academillabor market is grim indeed.

Economic theory would lead us to expect what we in fact observe in

In stable or declining industries, the age of

This proposition is supported by available

the acliarmic labor market.

the labor force increases.

statistics: in 1968-69, the median age of college faculty members was 39

(Slayer, 1970); by 1977-78, the median had increased to age 42 (Corwin

and Knepper, 1978). In the case of higher education,, the impact of an aging

labor force is compounded by two correlates of agerank and tenure. Ove\i

half of the academic labor force now hold the rank of associate or full-



professor (Cartter, 1976). In 1968-69, 46.7 percent of academic faculty

were tenured; by' 1977 -78, this had risen to 53 percent (Corwiand Knepper,

1978)'.. Indeed, when one considers only faculty members at .institutions

. with tenure systems, the proportion of tenured .faculty increasep to aril,'

averageof 56 percent. Increasing proportions of older, high rank, tenured

faculty members have a number of consequences for acadern& planning and

institutional policy-making, including increased costs, reductiortr-of

strative flexibility, change in the rate of inflow of new ideas and skills,

reduction in the viability of academic careers, and accentuation of the dis:

advantaged status of minority and women faculty. Each of these conse-

quences is p loblematic and warrants brief-elaboration.

Cost. An aging, and thus tenured and highly ranked, faculty tends

to bet increasingly expensive. In terms of average compensation, in

the academic year 1975-76, AAUP reports that an associate professor costs

an average of $3, 538 more than an assistant professor, and a full professor

costs an average of $6, 551 more than an associate professor (AAUP, .1976).

.4-Reduction in the proportion of low ranked, untenured faculty and systematic

promotion of existing facUlty obviously results in increased cost..

Reduction in Administrative' Flexibility. Tlteaidea of a university.or,
- 4

college as a multidisciplinary enterprise does not include a clear specifi-
.

cation cif the optirrium distribution of disciplines (i.e., the optimum Pt opor-

tion of faculty in physical and-life sciences, social sciences, and humanities).

We do know, however, that societal demands for individuals_witg particular

- 9



kinds of tr ain. ing changp over time, wand theie rs a lagged but related change

in student interest

The capa.etty of an

ing eduCationa.1 and

in .various kinds of academic training (Freeman, 1971).

institution to adapt fits prokiarns.appropriately_fo chang-

career Interests of students depends, to a substantial
.- '..

.
.

degree, on a.,drninistative flexibility in rearranging and changing the mix
...

,s.

of facultY. Such flexibility is increased by a-flow" of faculty which permits

the Of new la,rsonnel and may te,:decreased by a stable, aging, tenured
O

faculty. _

Inflow of New. Ideas and Sakillsr An aging faculty also has lications

the more amorphotiS concept of "institutional vifality" appeais tct

refer to the development and application of new knowledge and ski1L4s . It
V"

is theoretically possible for members of an aging stable faculty to remain

current in regard to scientific advances (the sabbatical leave, for example,

is jusafied in large part by the expectation' of the, continuing education of

faculty merniqers). The assurance of a". steady Inflow of recently trained

junior faculty, however, may be a more attractive strategy for insuring

an -inflow of new ideas, techniques and skills into academe. While the assb.-
,":

ciation between career-age and scholarly productivity is ambiguous (due' to

contradictory research findings; cf., Bayer-and Dalton, 1975; Allison and

Stewart, 1974; Clemente, 1.973), concern abtfut the possibility of a negative
w -

relationship Ifeightehis issue.

The Viability of Academic Careers. Preparation for an academic

career requires substantial investment of time and resources. Traditionally;'

1 u
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this investment has-been made by many ofour most talented persons. If

a substantial majority of persons trained for academic careers in teaching

and research *ere forced at the beginning of their careers to take jobs out-
.

side academe or to take jobs in academe with uncertain career lines, hoW-
.

. ,

ever, we would expect the quality of the pool of persons airailable for aca-
.

r
demic employmektt to suffer in future years:

s .

IVIinorities and Women. A: situation,of "no growth" in academic
".1

- c___. ... .
faculties and the "tenuring in" of existing facultiesiwill affect women and.

minority persons adversely both in terms of initial entry and in their pro-
.

motion frorn Junior ranks. That is, in a stable or a declining labor market,

minority persohs and women suffer, even with the amelioratiog of

Affirmative Action PrOgrarris, from variants of the well-known "last hired--

first .fired" principle.
c

As all of these issues discussed above demonstrate, a stable acrd .

aging.faculty may cause significant problems in terms of the cost, respon-

sivity, and quality of higher education in the future.'
.

Current efforts to project the demand for neW faculty and changes in
-(...

the age structure of college and university facility typically rely /pon fixed

coefficient economic adjustment models. The Crtter-McDowell. faculty`

flow model (1975), for example, projects future faculty age.distributions

as a function of current age structure, changes, in student enrollments and

facult,r /student ratios, and out-migration due to retirement and mid-,

career oacupational shiffs.% The Hopkins -4renenstocic model of Stanford



-University faculty (1975)' incorporates these factors as well as institutional'

policies sucli_as protitotion rates and hiring pra_ctice4
. . _

As these models. demonstrate, during times`' of innited or no groi;crtb..

in student enrolments, the age structure of college and university faculties .

.

- can'bre most .readily ilafluenced by changes hi the rateof out-migration. (e.g.,

Mid-career change for middle-aged faculty, .retirement for 'older faculty).
,

La Career's model- (1976); for example, an as of high out-migration

increases the estimated demand for young, faculty by 55 pexcent over the
.

. . ,. .
deman.d pected-when out-migration is low. Rrior.to this,study, the latest

available data (Corwinoand Knemier,:1978) suggest that, on the avers

7.7 percent: of all faculty migrate out of the academic laborrfoico each y.ea,r.,r

Since older faculty members.are less likely to migrate than their -younger
-

peers, hqwever, the turnover rate of full-time tenured faculty is 4.2 .

percentconsiderably smaller than the overall average. Further,. of this

4.2-percent turnover rate of full -time, tenured faculty, slightly more Ilan. ,.

.
...half is dde to retirementwith the re mderfrectinig job changes (both

. . :.,
.- . ..." .

,vcrithin academe and between employm t sectors). ,,

-Under current conditions, then, the turnover rate among full-time
b

tenured facility is quite low. When the 1978 ADEA Amendmentsbecoine

effective for -the tenured faculty of colleges and universities in 1982,

extending the age of "ma:nda,tory retireirienit age 70, the.turnov-er rate of
. .

tenured, facuilts7Wilsrde rese e en further.
.
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Specific P.u.rpose of This Study
.

In order to determine precisely thedmpact and options available to

the COFHE in4tituti.on.s as a result of the increased roandatoryrretirement

_ age, (on a/faculty stable in size), information was gathered on active,

departed-,and r ear e-d-fa-curty-from indifddal-C9FHE-in-stitation-strsing-a

questionnaire designed for the purpose. Data were received, from 27 of the

30 schools, Nand the aggfegate tabulations are given in the Results section.

ItIodeling_was' utilized to separate out the effects of the change in the retire--

ment age and the effects. oi age structure. This modeling, along with a

consideration of 'early retirement plans, is included in the Discussion



. ,. .

In this section a description of tb.e tabulated data from. 27 COFHE
. .

..instittftion is prevented. Our tabulations differ slightly from those pre-

?ited by- Mr. Southworth. Our.counts are in terms of academic years,

not as of December 31 eat year.: We.exclude engineers, data for which

was furnished bytwo COFHE schools: We also omit approximately 60

peiSons coded as "retired" who stayed on at their; home institutions after

"retirement." An overview is given below followed by a more detailed

description of the tabulations.

OVerview 'of Tabulations on 27 COFHE Instittitions

. The aggregate faculties in the 27 COFHE institutions increased

slightly (3.1%) over" the 1973-1919 period.

2. Instibitions became more heavily tenured over. the period.: There

was a total increase of 546 tenured faculty members which constituted an

increase of 5 percentage points (from 62.6% in 1973-74 to 67.6% in 1978-

79).

. The number of persons moving from nontenured to tenured st

'decreased over the period of the stv.dy.

4. The mean /age of the aggregate faculties increased 1.5years or

3.6% over the ;period of the study. For males, the increase' was 1.9 years

and for females .14 years.
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5. The mean age at appointment for entering faculty members shows

only a.very slight increase for-tenured and nontenured males as well as

for nontenured females. For entering tenured females; however, there

has been a moderately large decline froth 52.8 year's to 47.1 years.

6. There are no clear trends_over tfie period for-the age at which

faculty members received tenure. For males, the mean age for moving

from nontenured to tenured status' over the 1973-79 period was 3.6.3 years.

For females, it was 39.7 years.

7. Schools are continuing to hire new junior faculty blif Yin reduced
-

numbers, The number .of new entrants per year declined .over the period.

3.1

The percentage of females in the aggregate faculty increased

percentage points from 12.7% of the faculty in .1 to 15.870in-

1978-79. The percedtage of fernales among tenured faculty increased 1.9
is

points from 7.3% in 1.973-74 to 9.2% in 197849. The per¢entagebf females,

in the nontenured faculty-increased 7.9 points from 21.7% in 1973-74 to
. .

29.6% in 1978-79.* Although the number of personS moving from nontenured
VW.

to tenured status de ased over the period of the study, Ja greater:percelft.t..'
'

were female in 197,109 compared with 1973-74; i.e., 25.8% versus-12.5%.
.

9. Departures of tenured-faculty (other than retirement and' death)

showed the same pattern as appointments of tenured facultY.

10. The numker.of retirements.fluctuates over the period with I3,0 a..

clear trend: The Mean number of rkiretireents from 1973-79 is 89'.4 per-



11.. There, has been ± steady increazse in early retirements, for

tenured males over the period of-the study from only .8-(70 to 25% in 1978-

79

12.:. There was a slight downward trend in the,mean retirement age

over the period of the study for tenured males from 66.9 years in 1973-74

to 65.6 years in 1977-78.

13. A much Arger,proportion of females stopped working'after

retirement, compared with males, i.e., approximately 41%eirs. 13%.

Table 1: Summary Data for Combined
COFHE Faculties

In Table 1 it can be seenthat, duringthe 1973 to 1979 period, there

was an increase in 243 persons- (3.1%) in the aggregate active faculty size

for the 27 COFHE institutions which reported-data in this study. During

the 1973-74 period there were a total of 7,727 total active faculty members.

This number increased to 7,900 for the 1974-75 academic year, remaining

fairly stable in the 1975-76 academic year at-7,898 total facUlty.members.

By the 1976-77.academic year, the.number had risen to 7,940, .increasing

to 7,985 in 1977-78 and finally to 7,970 in 1978=79.

The total number of tenured faculty in the active status has increr:a7.sed
-a' -

steadily from 1973 to 197.9. In Table 1 it can be seen that there were 4,840

CKmeMbers f the active faculty who were tenured. This number increased

to 4,999 in 1974-75, to 5,098 in 1975-76, to 5,192 in 1976-77, to

in 1977-78, and finally to 5,386 in 978-79. This is a total increase' of
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46_tenureefaculty members in the 27 COFHE institutions over the period

of the study. Not only has the total number of tenured faculty increased,-

but the percentage of the active faculty thatsis tenured has increased as

well In 1973-74, 4, 840 of the active culty of 7,7427 were tenured (62.6 %)...
,

In 1978,79, 5,386-of the total faculty o 7, 970 were tenured (or 67.6%),

reflecting: an increase. of five percentage points.

The total number of riontenured-faculty in the active status declined

over the period of the study. '.In table tan be- seen that there, were 2,887
,,n.

nontenured faculty during the 1973-74 academic year. Although this

increased modestly to 2,90'3:during the 1974-75 academic year, it declined.

thereafter to 2,800 ie 1975-76, to 2,748 in 1976-77,, to 2,681. in 1977-78,

and finally to 2,584 in 1978 -79. .Compar4,ng the 1973-71 academic year,

with the final 1978-79 academic yea'r, this is a decrease in 303 persons in
t

the nontenured status in the COFHE faculties f6r the 27 schools repotting
., . .

in. this study.

For the total faculty, there was an increase in mean age from 42.1
4

years in 1973-74 to 43.6 years in 1978-79, an increase in 1.5 years or

3.6% over the period of the study.:

The total number of awards of tenure, as well as appointments in

the nontenured category, declined over the period. In. 1773-74, there were

263awards of tenure; this declined to 186 in 1977-78. In 1973-74, there
46. -

were 592 nontenured appointments. This decreased to 444 in 1977-78.

Further, breakdowns of these summary data v41.' I be discussed in subsequent

. tables.
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Tables -2a, 2b, and 2c: Characteristics_
of Active Faculty by. Year

Table 2a provides chayac-teristfcs of, all active faculty year by year.

It can be seen that the percentage of the aggregate. COFHE faculty which

was tenured increased from 62.6% to 67.6% over the period of the study.

There was an increase of 3.1 percentage points in the number of female
.

faculty members, e.,. from 12.7% in_1973-74 to 15.8% in 1978-79. The'

proporiion of the faculty in the humanities, natural sciences, and social

sciences remained constant. The aggregate faculties became more "top-

heavy" with an increase in the percentage of the faculty at the rank of full

professor from 37.3% in 1973-74 to-41..0% in 1978-79:

Table-2b gives the chaia4eristics of the tenured active faculty year

by year. Females constituted a larger percentage of the tenured faculty

,during each successive academic:year frbin-1973-74 to 1978-79. 7.3% of

the tenured faculty during the 1973-74 academic year was female. This

increased to 7.6% in 1974.45, to 7.7% in 1975-76, to 8.2% in 1976-77, to

8.5% in 1977-78, and finally to 9.2% in 197.8-79 with a total increase of

1.9 percentage points'oNier the period.
AI

The aggregate male and female 'data for discipline show only modest

shifts over the period of the study.* However, there were sex differences

(not shoivn in Table 2b). For tenured males, the frequency Clistiibution

among the humanities, natural sciences, and social sciences remained
.

relatively constant throUghout the period of the study, with approkimately.



4
i

F

1

d

,

I.

.
i

.

I 9 6
1 . I

I

, P

r
I

I I

I

1

a I

1

4

ra

i

$

s
F

I

P

I

di Oil%

I% b
d d .

11111 %

P E.

I

0

I.

4

r

I

fa

r

P I

f

1

s

t

i

Ai

di

A I 4

i

i

r I

% r

I'

k
.r

I,

II .

i

I

41

a

a

4

1

a

o.

1'

I

or .

a

S

i

s

s

r

t k

9

I

i

+

li

s

D 4

I

PP

i
$

I

000
e ti\ (

1

%

I

i
I

a

1

4

IR

F

f



P 4

I

j F II

I

II

1

ti

1

'

I

4

I

111

I

I.

I

I

is i

I

I

I

ti

U

a

I



17

29% in the huManities, the natural sciences,. and 33% in the social

sciences,. For tenured females, there was a modest *shift in the distribu-
,

tion of discipline oier-the period of the study. In 1973-74, 47.7% of the

tenured females were engaged in the humanities, 23% in the natural sciences,

' and 27.3% in the social sciences-. By '1978 -79 the percentage of women in

the humanities had climbed slightly to-49.7%, those in the natural sciences

had decreased to -19.4%, and those in the social sciences had increased to

28: 7%.

The a.ggregate male_and female data on distribution of rank are given;

in Table 2b. -There are sex differenc&S, however (not The distri-
-

bution.*of rank for enured'. females differs from that for tenured males. .

For tenured males, by far the greatest percentage are full professors.

For females, the distribution is more evenly split between full and associate

proiessors. From the 1973-74academic year to the 1978-79 academic

year, there is a shift -to ;a 'greater percentage,Of female associate professors
1.

ela.tive to full professors. In .1973-74, 42.4% "of the tenured; females, were

associate prOfeisorsand40.1%-were full professors. By-1978-79, 46.7%

were-'ass-ociate professors, and 39:8% were full professors. There was

also a aecline- in`the percentage of named professors-over the pelioa-for

4

females as there was for:males. For females, 11.6% of. the tenured a.ctiV.
. .

female faculty were named prafesso 1973-74; this declined to 8..1%

in 1978-74:

Althonihthe total nUmber of.iiontenured faculty declined, the
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percentage of - nontenured faculty which -was female increased considerably

over. the period. As shOwn in Table 2c, duringhe 1973-74 a.cademic year,

21.7% of the nontenured faculty was female. This increased to 23.9% iri =

to-27-.-3%-in-1-975--7-6,--to-28.-5-%-in-197-6-7-7,---a-2-9.0%-in 19.77-78,

and finally to 29.6% in 1978-79. This is an increase of 7:9 percentage

points over the period of the study.

Among nontenured faculty, there was a slight decline in the number

of persons in the humanities, from 36.2% in. 1973-74 to 33.9% in 1978-79.)

There are sex differences, however. An examination of the discipline for
. -

'nontenured feraaleS lnot shown) also shows a low percentage of women in

the-natural sciences. Also, the number of women in the social sciences is

greater' for nontenured females than tenured females and increases over

the period of the study. In. 1973-74, 490%-ornontenn.red females were in

the humanities, 14.8% in natural sciences; and 34.3% in the social sciences.

By 1978-79 thgre was a modest aekline of women in the humanitfes to

47.-7%;-the.n.umber Of women in the natural sciences stayed, fairly constant,

and the number of women in 'the- social-science increased slightly to 36.0%.
.

It'ca.n be-seen. in Table 2c that most nontenured active faculty'are at

rank of assistant professor. .Again, there are sex differences; hoWeyei

(not shown).- For nontenured males; the percentage of instructors and _

associate professors decIinecisqver the Period of the study.: In 197344,
,

pf the nontenured ,rn,ales were instrUctors; 76:3% .were assistant
.

prste:ssors, and 13.3% were,a.ssocia.te.professors. By 1978779 the
. .



r
.a

4

a

h,

4

IL

a

e' ; a I

, r 4

a.pF

I

r

Ir

p

rl

a

I EL

a di

I

1

P

V r
F

d' w
a

r I

I

I
r I D

I

1; I

I

V

.r

IT

I

I

ri

1

O A

I

I

II

ob.

a

r

41.

a

f111

It+

I

4

'

tip

op

a

I

4

Fa
j

a

a r

I f4

IF

a

I

1 a

I

a
a

I

a

L

ei

k

I

a

I

'

.10

a

11I D

V

,A6

a
4

I

p

Ir

I

11

1

I
aIe



percentage of instructors had declined-to 5.9%, that for assistant profes-
, ,

sots had increased-to 81.8% with-a concomitant decline for assaciate'pro-

ti
.fessors to 10.7%. The distribution of rank for ontenured_leTaales_shows

a dramatic chazige from: the 1973-74 academic year to that in-1978-79.

1973.774, 20.1% of the nontenured females were instructors. This declined

11.6 percentage points to 8.5% in the 1978-79 academic-year. These-non-
. , .

tenured females were apparently promoted to asSistant.profeSsor
f
In 1973 2...; 8% of the nontenured females were .a.SSiStallt- profeOsors.

This increased to 82.5% in the'197$-79 academic year. -There.waS a.lso-a

-modest inCrease in the percent Of nontenured fera- ales ;arhO Were assoelate
-

.professors. In 1973. 4.4, -6.8% Of the nOntemited females ,were.a.sso,

_professors; this increased to 8.8% in the 1978,-79' aCademic

Table 3: -Characteristics of Retiring
Faculty by Year

Table .3 gives characteristics on the retiring faculty for; the 27 COFFEE

schools whick_reported data for the study. In 1973-74, 103- persons retire

deCreasing to 87.in 1974--75, to 83 in 1975-76 to 79 in.1976-77, up to 95
. ,

in ,1977-78, for an average of 89.4 persons during that five-year periOd.

No clear trends were shown.for the ditribution of females and males. The

maximum percentage' of fernales retired in 1973-74, i.e., 20,.4%. The

minisqum percentage rebirea.*-1975-76, which:was 6.0%. The, preponder-
.4

ance of persons-who.retired in all years weretenured.

The academic discipline- of retirees varied during each of the years
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t.

mandatory

Table .3 (continued)

1973-74 1974175 1975-76' 1086-77 1077 -78 5-Yr.
AVI

Num- NtIrn- Num-
ber ber ber

Lent age
r early

Lted to health
to heat
irement:
Lged by
onal plan
pecial
meats

10.8
4.8

19 20.0 9.6,
2.6

0 2.1 .8
6.3 5.4

13.9 6.3 8.8-,



ip the study and shows no clear trends. Most of the retirees were tenured

and male. For tenured male retirees, the distribution predominantly con-

sisted 'of full a.n. d named professors, with few retirees in the associate and
. .

assistant prOfessOr rankso The year 197S-74 was fairly tvical:

associate professors retired, 53 lull professors, and 21 named professors.
4 . .

. For females,- however, although the majority of the retirees were full

profeSscirs, the.,distribution of retirees. wa broader across the. ranks. For

example, in 197344, one instructor retired, one assistant profesSor, two

associate professors, twelve full:= professors and two named-professors.

The main reason for retirement was .reaching mandatory retirement

age. There were sex differences, haireyer." 'or tenured males, there has- . w

been a distinct increase in early retirements over.the period of the study.
-

In 1973-74, only 2.8% oftheretirements were early, icreaSing-to 3;1%
- ,

in 1974-75, 11.1% in 1975776, to 16.9% in 1976-'77, to 20.2% in 1977-78;
-

and to 25.0% in 1978-19. Tenu-rea females' were more likely to retire _early
_y

lie'ginziiing years of this study; for example, in 1973-74$ 11$1: 7%

retired eatrly, and 200%,retired early in 1974-75. 'or both males and-

females, the preponderance of retirements were:Inandatory, althou.gh4hese

declined over= the'perioa of the stm*- from 78.9% to 50.0%from 1973-74*

for males, and frOin.- 15.0 % -in 1973z-74. tO10.0%2in';1977-7S for females..

The destination of retirees is not shown but may be of-interest to the

reader. The striking difference.b-etween tenured males and tenured lethal-ea

uponretiring was. Ihat much larger "prOi)Ortion of females stopped'working



after retirement than males, and a xnu.c.b. loWer proportion. beceine-enier#L
.

For example, for females; in 1973-74, 44.0.stopped W.orking, 36.6% in
f .4,

.1974-75; 40: 0% ift. 1975-76, 37.5% in 1976-77, and 45.0% in 1977-78. For
. -

Males, the percentages are much lower: 12.4% in .1973-74, 12: 0% in 1974

14.,7%-in 1975-76: ,14.3% in 1976-77, and 10.6% in 1977-78. The per7.
. . . .

cent of retired tenured women who became emeriti ranged from 0% in---1973-.

74 to ,20. 670-in, 1975-76." For males, 'however, the minimum. who became

emeriti were 21.0/0.in 1973 -74 to 34.3%in 197'6-77. For tenured raa.1e,

fev7 go to other academiO -jobs, _involve thepaselves in consulting, or =work ".
tir

for nonprofit or profit organizations., klraost one-half of the destinations, ..,

' ' fori'tenarea males are-unknown.. A- sroalIer.percentage is Unknovin for ..
I

i.' ., .

. '. ' n ....females.

Analysis of the data on age Of retiiernen.t (not shown). inclicates a. yey

..:slight downward trend in the age of getirerneni for tenured "males over the .

period of the study. "'For' 1:973 -74 the mean age of retirement for tenured
,

m.a.lee was. 66.-9. Although' itincreased to 67,0 in 1974-75, it continued
. . .

downward thereafter. In 1975-76, the mean age of,retirement for tenured

males was 66.8: It was 66.4 in '1976-77, 65.6 in ;19 "77 -78' and in 1978-79,

although only_ based on eight persons, :the;mea.n retirementa.ger was 64.8.
. .

For tenured females the mean age of retirement waeraore-yariable. The
.

mean age for tenured MaleS a.fretirenaent.gtver the years from '1973 to
, 6.2

1978 was. 66.5 years ; - for eniirea'feina.les.,. it was 65.-6; for ;all tenured-- .

fe-culty; it was 66 4
.

.



Tables 46. and 4b: Characteristics of
Entering Faculty

The number of faculty entering with tentire shown in Table 4a, stayed

. , relatively constant over the p_eriod of the_ study. Most were Male social".

scientists, recruited from other faculties.

. There was a decline in the number: of 'faculty enteringwithout tenure

(shOwn in table 4b)7,-from592.in-1973-74 to 444 in 1977,78. The percentage
. -

of feraales was highest 1974775 at 32.7%. 'Most of the.faculty: entering

without ten.ure came from.Ph..D... programs and other faculties.

Tables 5a and 3b: Characteristics of
.Departing =Faculty by Year -,

_. In Tables 5a and 5b,2 it'is shown thatthe number..of departures over

the period of the study for both tenured and-nontenuredficultY is relativel-
.

^" constant,nt, and most .departers are male. Although the distribution for

departers by discipline varies some over the sample for aggregate _male .-
A '- e

!aad female data, _there percentage increaSA-fOr -deps.rters.in the social

sciences, especially 'for departing tenured _males. In 4973 --74, 24. 6% of the

departing tenured males wire'in the humanities; 27.7% in the natural

sciences:;- and 47.7% in the .social sciences. - This sOiiipakes.;With.29.9

35.9 %, and 33. 2%in 'these three categories reSpec'tivel y*, sn tlie.:adive,

faculty 1u this period :. This tendency teiiii.red-raales to be
1^.

-biased heavily ,toward those in the social sciences; cOntinnes in the 1978-71-
-

,aca:demic year> (not shOwn in Table 5a) where the huTanities,
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Characteristics of Departing.:Fa.culty (Tenured) by. Yea.r
(Does Not Include Retiring Faculty)

.1973-1974 1974

NUM-. Nub
ber o ber

Inured" 70. .10.-o 80 . 100.0

4975-1976 197671977 1977 1978

Num.-
ber ber ber

J.

80* . 79 100.0 .73 1001.0 7 6 .

-94.5 75; . 93.. 8 77 96.2 76' 96.2 72.'1
5.7 5 6.2 3

- .

. 2
35:: 6

:32 43 8-
1 1.4

es 17 24.3 Y8 22.5 28
cietic es 19, 27; 114; 23 21
fences -33 47.1- 461:22t 31
3.ted 1 1.4 2: 0

-.7t1 4, : ,Profesior 0 r 1.3:-. :.: 1.3 3.8
:.Professor 25 35;;7": 17 21).2:-. 5='' 25 31.2 22 - 27.8
essOr 42 60.0 , 56 ..,' 7p. 0 -.44. 44 55.0 i.: 49 62.0
rofessor 3 4.3 6 ' 7.5' 9 11.2 4 5.1'

.

.d Unknown 0 0 $ :. 11 1.3 1 I, 2..:c
..

2 2.8 1.A
20 27.4 21.1
39 53.4' 46.

15.1: .6:6
.44 2, E

Departure a
..11 15.7 , 8 )- 23.8 14

1.." 1.4 0,. 2.5 3 '-.
54 77.1 64 66.2 to 55

>ointment ..-:

wed
funding .
of institution

. for caxise'

16.4
1-.4-(. --

78.1

12.8
1;4

56.6

.6
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Table 5b
.. . -

Characteristics of Departing Faculty (Nontemired) by Year
(Does Not Include Retiring Faculty).

. .

.

ontenured

1973-74

Num-
' bpi. %

311 :100.0

',257

es
>mei:ices,
fences
ited.

50:

,1974-75

Niun-
ber .

389. ,"*80.6

-

-

.1975-76

rber

19.76 .77.
.

ben ,%-
uark.=

ber:
.

333 ,, 100.0 .319!,"- 100: 0, 353 .1.00-.-0 -,-- 341:

:251- 752.4 227 73.2 .246 .2:-.--129--2.6-2vi
2 97,

111 , 35.7 147 '37.8
_88 28.5

.104 -2127 32,7
2.6 . 4' :

115 r 34.5.
73 21.9.

1.3p 41.7

PrtofesSor 236 75.9
i.Profess'or 29 9.'3
:essor 0 0.
rofessor 7 '1 3
id Ualinown 14. 5

'Departure
ii .3

136 13.7"
)ointment
:wed `-. . 137
.'- funding
of institution 2 . .6
foi"ca-use

315. 81.0 265- 79.6
32 8.2 24- 7-. 2

2 '_ .5 0 pot

o o 7-21 o-
__ -10.3 44 13.2.4',.

114 '35:1-- 112 31.3 119.1
.

83 , . ': 26.0- 991 .25.8= 89.;
116 36.4-1! . , 138 - 7139. i . 124.E-

6 "1.9- . 12 3.4 .7..;

2. . 5`
-

168, 43.2

44.1 180 46.3

.

1

1. 1 .3
153 45.9: 140 .43.9

153 45.9. 138 43.3-

256

2
0
Pir

80.3 .281
= 28

6. 1.
1

42

1.8 ( 1-9

32. 10..0 40 11).3 31.8

79.6 270.-E
7.9_ 26.i
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1
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43.9 150-.4155

40.'0

144 .40,8 150.4
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37.7% in the nattir. a.1. sciences, and ful.W43.5 the social sciences.
. _

1978.-79, although the iample small.; 66.,4% of_the..departing tenured,

males were in the social sciences:: -. -FOrnontenuredinalea,- there ark :varies

:- tions iu the distribution. among aside:frora
..- -A

79 academic year, in which the discipline -bkriOntenaredrriales who departed

s fairly ha,4h "in. the natural sciences there iet a: slight tendency, toward.

. I

the largest-percentage 'being in the socgal sciences,;.
.

For females-in the-tenur&tatus,-rthe numbers are go small that it
,y_speti,' ___....:--
,

1

would be difficult to'com.e, to an ! ific rConchisions l'egardin.g discipline.

Fors nontenured MI:I:tales, the percentage of female departers in the social

sciences tends to be: higher prOportionately than females in the active faculty
2status. In 1973-74, 37.3% of the departing nogienured fe es, were in the

.

."-.-
humanities-, 17.6% in the natural sciences, and 43.1% in the sociareciencee.

This compares with a distribution:in the active-.factlfrfor nontenured

females of 49.0% in the humanities, 148,% in the natUral.stiences, and only

of34.4% in the social sciences, respectively; this is an, increase of 8.8 per-
.

centage points for departers over active faculty among nontenured fe,rnales

in the social: sciences.' By 1978-79, 50.0% of the nontenured female

depaakeis were the social sciences, and fully 66.7% in the 1978-79
-- 4-

sample.

here is no clear trend'in the rank of departing tenured -facuity5.

For departing tenured males, nanaed professors who -havelleft -during this

periOd range'from 4.5% to. 14.0%. For nontenured male's, there is a slight



increase in departing asSiStara profeSsors frOrci. 78.-3% to '81.2%0
.zrv. .

acadeMic year. There are not e\ou.gli'dep"a.rters in the 1978-79
_-

. academic year to draw anyconaltsions. There are no-major trends= in

distribiltion--ixr-rank aniting-tlie-nontenurecl-feroale-depa-rters,-.-over,tile-ieriod

'..

of the ,study.

A preponderance of departures ,for tenured faciiltY Mernb'ers, both.:

male and feinale, was voltustary. For nontenured males and femaleSthere

was some Variation, but the two main rea.soiis,, Which were. about equal in

percentages, were voluntaryidepartliree'andterm agiOintnieas not reneWed.

. It is difficult to draw any ':po'ziclusions -about the destination of depart-
-

ing faculties because a large proPortion of destinations close to 50%, are

unktiown over the,sample. In general, however the largest proportion of

those faculty on-whom information was known went to other--.icademic jobs.1-



The size of the impact of increasing the mandator "retii.ement:a.ge-.

to 70 (in terms ofretirements "lbet" per year), and its duration in.years-;--

depends on theage structure of the.fatuleir ,aii**Well7-S',...the:int.'.eanage of

retirement: and the distribut1.9n ofrrettrepient ages arounatne,mean.:-.:r

We shill state briefly our main findings- -at the outset and then expl
< 4. ..-

4 . .
- . -...: -...,..,in much more detail how they, were derived/.

The law change will, sooner or later, result in the loss of about two.
(not five) cohorts of retirements, spread over atiCiut'AIrirteen years. This

impact Mi.-5ifbe deferred in part, but it will take place sooner or Ta.ier..

The calculation is Simple: the mean age of retirement, we estimate; will

rise about two years from its present level, so that number of retirements

equal in size to cohorts-will -be "lost."

Since 'these xelationships'are-rather cOmplex, We' Wall firs:I/consider

;:the impact in various:hypothetical situations ,liefore presenting our esti -
. .

. -

mates based on the actual data fiord the COFHE schools. We do this in
.order to illustrate -the separate effects of the variables relevant to'the

eothattheir interaction is clear. ',The hypothetical examples' to be

presented will help to-explain why our results differ from those which,-
..

might be expected by a"ca'aila.1 examination of the issues.

.*: n -15,

e`

er



Intuitively., it might be expected that the" impact of raising the retire'-"=

example,« retirements'.Merit ..age:.fronx-65...to,70 would last,..OitlY.5 years, ,o

might be eliminated altogether-,fOr-'5

rise to the forrne-r-leV$7.--Th"

er which period they would

-rs-apparenilmoninse-eesult.-liads--oel

under highly - restrictive conditions; faxthest removed fiOm- those 'found in
\', _ -

the COFHE institutions. Or, it might be expected that the adjustment to

the new retirement age would be- completed in five years,- with retirement

-:

not necessarili'drbpping to 'zero during the adjustment. period. This also
.

is not the 'case. We will show here that adjustment Will take 15-16 .years

as a consequence of the existing age structure of COFHE faculties. r

Let us consider several hypothetical cases in order to illustrate wi
-

more clarity the effects of differences' in 'age &imposition. Suppose,.,for

examplethat the 27-COFHE faculties examined had a "balanced!' age

structure; that is, ,each-age cohort' had precliely-the same numbersrokper-
.

sons.. If all persons -moved -into: tenure at precisely the same ,.age, ;then the

cohort size would jump from zero ifit1:,Le age bracket:just preceding that at

Which tenure is awarded to the "balanced" age cohOrt size. .LikeNiise, if

everyone retired at precisely the same age, each:cohort would contain the
. _

same number and then within one year drop to zero. Such an hypothetical

case is illustrated in Figure 1. A tenured faculty of,,5400 persons (the a.pprox-
.

imate size of the 27 Arts and Sciences faculties ,in 1978-79) iciould be distri-
,

.

buted across 30 age cohorts, if all-received:tend-re at age 37 and retired at

a.ge 66 (again, appic:;:imating actual means) with 180 persons in'eachcohort.



0
Number, 200

in
Cohort 100

3 5 5 5 60 6

:

Figure 1. Hypothetical distribution in which a tenured faculty
of 5400 persons- (the approximate size of, the IT
Arts and Sciences CORM faculty in 1978-79) would
span. 30 age cohorts if all received tenure, at .age
37 and' -retired age 66.

HoWever since faculty members retir:e.at different ageA, the .nuixt-

ber in each cohort starts to decline at apirr:p*mately age 60.. Furthermore,4.

persons 'move into tenures status at different ages. Ailother hypothetical

faculty for the 27 COFHE schools would thus be that shown.* Figure,2a
.where the number each cohort starts at zero (at-around age 29 and

then grzually ascends to the indicited cohort size at around' age 40 by
-

which time the process of a.warding tenure is virtually complete under pres-

ent practices at all COFHE school Such an hypothetical faculty for the

27 COFHE schools in 1978-79 is shown in Figure 2a.". As soon "a:s the cohort .

. . -,,,

size has attained its maximum, the number in each cohort is approximately

175. (This is slightly below the first example of 180e as a result of..the age
'

patterns of entries and retirements.) In such a.n;hypothetical tenured

faculty, *there would be approXimately 175 retirements per year; some

would take place at 60, some at 61, and so forth on through age 70. As
C.

long as the age distribution of retirements did n t change, the number of

retirements each year- w, oald equal 175. Thus, fin this model, persons
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38.

retiring would just be replaced by approximately 115' entries into tenure at

the other, end of the age spectrum. Those entering tenure would again, of

course, begin'at different ages as they do now, but as long, as the mean'age

`''of entry into tenure and the distritiation around that-mean did not change,

the_numbe_r_ente.rille vzouldbe 175_and the-con§tant-size,--Y-balanced!1--age

composition would continue forever.

Figure 2a also shows (with the jagged line) the actual age distribution

of COME tenured faculties. As that schedule clearly shows, 'fromige 51
- .

onward, there are fewer persons in 'each age .cohort thaii would be present if

the age structure Were "balanced. ". At ages below 51, there are more persons

in each age cohort (with only two exceptions) than would-be-th-e.ca.se in a

'ball.a..itced" age structure. Figures .2b and 2c giire the age distributioh for

tenured and nontenured ficulties in 1973-74 and 1978-79.

Since the present mean age of ilstirement is slightly over 65, the
.

cations of the actual age dietributionshown in this-scheduie,should be exam-
-

ined.carefally. For, the next 13 years, the number'bf retirements lies below

that which would take place if the age stru.ciare were balanced, any
: ;

change in the law. We say 13 rather than _15. (age 66-51=15).because .there:are,-

after-all, some retirements before age 66. Thus, the quite large oncoming

cohorts move into retirement zones soon enough to raise the number of expected

retirements under the presents tructure to 175 somewhat before 15 years:.
t

It further follows that, from 1991 or 1992 forward, there! will be more

retirement than 175; indeed, in some years---consider-ably. more
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The statements. above refer to'the age strirctoftE;e-COFHE facul-

ties in the aggregate treated as if they were one faculty. It might be asked.

if these conclusions hold for each individual institution. N have prepared
_

-for each institution both an age profile of its,tenured fatuity as it presentlY
, - ..exists -a-s-welk-a-s-an-age-profile-which-would-e.xist-iineer a-"baranced ' age

composition. We used each institution's own practices-..-with respect to the

mean age,at which retirement takes place and the distribution around that

mean. Every COFHE faculty has the general characteristics described.-
, .-above; the only difference is the age at which the number in the c-ohdre

;,.;
begins to fall below the "balanced" age cohort size. The earliest such age

that vie have observed is 46 and the latest is 53; that is to say, the con-
712

clusions with respect to retirement behavior drawn from the age structure

of the 'total COFHE faculties will apply'with equal force to each *institution.

The only difference between institutions is the time required-for moving

from a "subnormal" number of retirements to "larger than.normaral number

of retirements., By wa?-of comparison, we shoiv in Figure 3 the same

calculationsfer the COFHE faculties as they existed in. the-academic year -

1973-74. The. "cross-over point" from smaller to larger _cohorts then took

place at an earlier age.

We further undersCore the iinportance of age structure by referring

back to one- of the basic premises of this study. Each- COFHE institution

presumably values thee constant inflow of new appointments each year. for-
.

purposes of institutional vitality in each of the disciplines. at were not

.
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so; then there would be no concern at all with the change in the retirement

age-and the prospect of diminished capabilities tcz make new appointments

thrdugh some period. If institutions have this concern, _it:th,en follows that

they should be equally concerned with the age com- positt.o. oiiheir faculties.

That-is-,--if-age-structures-produce-la-rge-charige-s-from otie period to another

the number of appointments to be made, then age structures are pre-
. _

suznably important. On the other hand, it is a.itogether understandablewhy

COFHE :faculties in the aggregate, and each one taken individually, exhibit

the characteri:stics shown. "Over-populated" cohorts represent the expan-,

siona.ry phase of higher e cation and its faculties and the rise in the

number of perso receiving their Ph.D.'s in the early 1960's. Indeed,

considering all ties in the nation, the age structure could hardly be

r'

otherwise.-

Let us now turn our attention to the impact of tlie change in retirement

age under other hypothetical conditions, and then return to see how those-

conclusions are altered quite dramatically when the existing age stru

is introduced into the calculations.

Suppose the COFHE tenured, faculties in the aggregate had a "balance

age structure with approximately 175 persons i33. each age cohort as shown

in Figure 2. Further, suppose that everyone retired at 65 so that (apart

m deaths and disabilities,) the niimber- of_persons up to age 65 was 175

--in ea.612-66hort and-Zero thereafter: Now consider an extreme- example of
4

the impact of Federal Legislation--one in which everyone, defers retirement



until'age:70.
, .

,

.44

In the first year after thenew law (and the new retirement

eb lia.Wor). took effect, there would abruptly be "zero" retirements, and there
- ,

would be 175 people in',,the age 66 iohort. The second year there would again

be zero retirements with 175 people moving into the next older age cohort

and-so on. -Thatis to say, foYlive years there would be zero retirements.

At the conclusion of the five-year period, when the entire oldest cohort :-

reached age 70, retirements would again jump to 175. :-The duration of the

impact would have ben precisely five years, and the ntmiber of new, appoint-

raents lost would be five times175 after which conditions would resume as

they had been before. This is one of the cases referred to earlier in this
_

section.

Next consider the other "balanced" age structure referred to earlier

with retirements taking place at different ages, e.g. a few at 60, a few
r

more at 61,--and so forth, With the lastlew taking plate at age 70. Suppose

that the mean age of retirement is the present 66.4 and that& thertfter

'goes to 70. In the first iyear after the law dial:4e, the number of retire

'rnents would not drop to zero since some voluntary ea

continue'to take place, and there would be -some
0"

-. epeople approaChing age,70. Those previously constrained

age (typically 65 or 68) would continue for one more yea

tinuation which causes the number of retirements to dro
. -

yeai,'the-nuraber, of retirements would rise

experienOed of. the impa-ct.

somewha

The age c

61



early retifements continue to take place, and a few.):iiore persons reach

age 70 in this second :Year. As we move this system faiward year_by year,

it is clear that the number-of retirements.gradually recovers to 175 per
.

year, and the entire adjustment takes place/over a 5 -year period. The

presence of voluntary early retirements/serves to pull the meanfage -of

retirement below 70. Therefore, the number of retirements

er
.

thar4.fulgCohorts, and the effects are spread over a 5-year period,"'

which things prock.ed as they did before the laV changed. The time 'impact

year.by year during the 5-year transition period is shown in Figure 4; ..To
. . a;

repeat, ,_the largest drop is in.the first. yiAr, after Which.retirements,
._- ,

. of

graCbially reeover. At the end of five years the-adjustinent process is-

plete.

Now letius reintroduce the actual age structure and show how this

distribution changes these results considerably. After the law takes effect,
. .

some persons continue to retire voluntarily as

5

,

they have all:aiong in th

first year.. After the Change, however, some persons who would have

and therefore the numberretired involuntarily remain in the faculty group;

of total retirements declines considerably.

The important point is that the adjustment proCess (defined as the time,

taken for the number of retirements to rise back to the number -which would

ave existed under no law change) is much longer than\five years. The

total..auznber of retirements "lost" is still less than 5 cohorts. - There are.

fewer. "losses" each year since.the adjustment Process .wbrks over such
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long time. The reason that the adjustment proces's takes..-solonglias to do..
with the actual.unbalarkea age structure.

In order to see this, more clearly, the - reader. should again refer-to

Figure 2, which shows generally increasing cohort sizes approaching

retirement for the next 15 years.
:Jr -

I Now imagine-the situation-after five years. By then, without the law

change, larger cohorts would be moving info. ret,ment. With the law
"

change, their retirements are delayed. Therefore, even after five years
. .

4- ,,
age structure dictates that -retiremena will still be fewer than the number

.expected before the law change. The same reasoning holds' for ten years.

After 13 years, however, some of the very large.cohorts are close enough

to the new higher mean retirement age so that-early retirements from these

large grOups will begin to raise the number-of retirements well before the

largest cohort reaches age 70(Or age. 68-, which, as we latei explain, is

our estimate of the mean retirement age after the law Chan has been in.
.

effect some years).' 4

With all of these considerations in artincl, we now present our-estimates
.

of retirements. As a fin.al.baseline,_ we shoW,' in Table 6, our estimate of

retirements based- on:the-COFHE data that.would talce.places.between,1979

and 1993 without anychahge in the law and with -constant facultrsize.-

way of.comparison, and; to giVe further emphasis to-the importance of age

struCtUre, we o :hypo e tical.annual7retirenients:that'-would take place

tinder. a: "balanced". age-structure:1
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42- . TABLE 6

27 COFHE Institutions
Estimated Retirements '197§-1993 Constant.

Hypothetical Retirementsc
,ict

ear

1979
1980
1981
.1982
'1983
Five Year.Subtotal

175
175
175
175
-175

With Existing Age
trtrcturz-,--All Other

Existing Practices

198C 175
1985 175
198a - 175
1987- 175
1988 '.. 175
:Five Year Subtotal, rys-

-1989 175,
.1990 -175 "

1991 175- ,,-- r
1992 175
1993 . 175
Five Year Sabtotal .- -87



.11-geciless to say,
.
tOannual. estimates are:::subject .'more error-t-ha,nt,

e 3

5 79eat .grouped estimates. We nevertheless show annual-numbers ,for
A .

...several reasons. The gradual ascent,- a2res t.of rising numbers approach-..
t

ing retirement,. ietreadils visible. The "crols -over" to larger than' .
.

"balanced" age retirement is crearlY visible in 1993.

Our numbers in Column LT..ido not quite coincide with Mr. Southworthis

(Table 14, constant Faculty and Na. Extension. of Mandatory Retirement Age):

Ours differ mostly because .we have included only Arts and Scients Facul-'
ties, w eas two institution supplied data for engineeri, and these j;vere

a ,
include in Mr. Southworth' .(larger) data set: We also excluded approXi,,,

matetz 6 persons coded t- "retired" but who remained in the part-time
A :,-- . . -' 4''.%.:%-' -: -employ Of their institute s, while these w-e0.,'9iitcluded,. as long as employed,

by. Mr. SOuthworth.:
A, . .

O

:The- important point, however, 'is that both.estimates 'show the same
.

essential characteristics, rising retirements through time, and a period in r':'-'-

the 1990. s when they exceed long-run expected retirements,
...

-"Next vie present in Table 7 our estimates ol'annual.r.etireinents to
.,

1993 after the law takes effect in 1982. -For pUrposes Of comparison, .---
.

... .

Corumn II from Table 1 is again included, so that the "Lost" retirement=--.7--.

are viale. .
:

OiFr estimates provide for voluntary ear.lt. retirements' in ea.chtof,Atie.

age. groups 63 so that they are rthflonger t case'!- 4:ssiunptl.op ..419"

4 - y...Air"°-

'The derivation of estimates of such Voliiritari early retirementVZsretAinea...
Ir.

.;



etire
rom

1980
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'1982
1983
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1986
1987.
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99

101
1.06'
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132
157
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166°
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23
5

15
9

-14



later. They dpnot assume, incidentally,

Plans, brut reflect-our ,best estimate as to

without such incentives.

any early retiieirient incentive

the pattern that would take place

As the-previous discussion would indi&atecIthe decline is sudden and
.

steep, but not so steep'ss that in M . Si;uthworthien_worst case" calcula7

tions. Gridu-al recovery takes place,. -biitdoes so over(a protracted period,

as a result of the age structure. -For the fiv -year period ending

-4°.4r 1993, .".los

in

,etirexnents arising from the law change have declined to about
... .

. .
..8% Of.the number that would be expected under present law and practices.

.

Again; estimates Fare subject to substAntial error for any 8iie-,year.- Errors
.; .

.41in the estimates are largely offset within 5-year groups.
6

It should be noted that any decrease in faculty, size can have powerful

r'..and negative effects on new hiring capabilities., lf, for exanaple, COFHE

faculties decreased in size in a manner similar to the decreases in the ACE

Study (Corwin and Knepper, 1978), then openings "lost" to f acuityo decr
..:. a

size would exceed openings remaining after effects of the law change ind9thet t
years 1983, 1984 and 1985, and wo *d drop new slots to zero.* -I.n addition,

the impact varies from institution to institution. Those at which the mean
a

\
.A.his'illu#raies again the more moderate impact of the change in

., ....,,..s ,,,-..:::,the retirement age24.in this, study with voluntary early retirements taken into
account. The,ACE Study showectisix years in,, which the'combined.effects of
"loft" retirements and faculfy ihri3akage would reduce new hires to zero.
There would bethree such.years for the COFHE schools if their faculties

.....,4,deolained in, size in proportion to the AG.t:results.,
- -

.:.,0

.t:
cir



age of retirement is now 65 will carry a disproportinately large share of

the retirements "lost" to the COFHE school*This effect will be compounded

in any case where the age.distriliiitioni.s unfavorable. Even in these cases,
'- - - - -
himever,--sorne-voluntary-early-re tireraents-may-be-expected, so-that-the

"w,orst case results reported by Mr.iS;uthworth are unlikely to'occur.

oft-,The fact still remains th institutions' (and all, others) face

a protracted period of diminis enients, even though the impact is
4, IA-4. -

less severe in-our study than in otheristudies.

We shall-next desa the basis.-of out_es_ es-..ntearly voluntary

retirement, and then examine possible iiastif4

Estinaates of Voluntary Early Retirement

Most_ studies of the .impact:=0 tireme'ntlegislation have examined

the "worst case" (that in which ev:fY.4,- ailis active until the, mandatory

age 70). One of the major dif,ferencesn. this study attempt to, esti-

mate the pattern of voluntary early retirement after the change of the law

has had'it ect. ':Our basic premise is,that faculty merabefe differ in

their attitudes toward r134n.Y-Ahings; inclUding the age a. -wish to.,
....._

retire....i Some weittd.retire at 55, some at 60, some at --some at 70 and

so on if there were not, financial or other.;aonsiderations. Given all the

circumstances which now eXist, there is a fairly clear pattern of voluntary

early etirement.. In order to estimate the ii*cific. rates of voluntary early

retirementsi.n all ages up through age 63, we have examinedthe number of

69
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early retirements each year relative to the 'nut:ober of persons-in the 'age,

cohort at all 27 schools (except those which have highly effective early
,'-retirement incentive programs - -we wish to observe early retire-went rates-.

._._ .

apart from the effect of such incentive proglams).* The rates are fairly

low but not negligible.

We. examined six of the seven COFHE schools with a 68 or 70 manda-
- .

tory retirement age with respe-Ct to ages 64' (where age 65'niandatory. retire-

ments--hwan tonhave_sOme. influence depending on .how birthdays fall in the
.-

year and-118w the is.adniiiiistered)- through:65 and 66. Or4'school

with a mandatory retiremen.r..5 -

retirement incentive progra

examined, the number of people

respectively, were compared with th

;a- fairly effective early

ools that were

d 66,

. . . .

each year in that

. age cohort, thus deriving age-specific voluntary early retirement rates.
-

The voluntary eaxly#1tiremezit rates were similar at the six schools.

The schools wi mandatory retirement age 'of .68, obviously, can-

not be. used for estimating age-specific rates of voluntary retirement at

ages 68 or 69. Furthermoie, they cannot_be used for estimating age 67

4fates, either, since some persons aged 67 are *mandatorily retired, as was -
A.

4

.

the .case for persons aged 64 in the "age 65 retirement" schools. For
,

11
* . *At the time of our study, early retirethent plans were in effect at
Amherst, Chicago, Cornell, Dartmouth, MIT, Penn, Princeton; Smith, .

R Vhes,ter, Stanford, Trinity, Wesleyan, and Williams. Many were installed '-

during &e 19 3 -79 period under review, and significant numbers -of induced
early retirements were observed at only a. few schools throughout the pesiod.'*;,a

70



.4 C.,

voluntary e rly retirement rates at age 67 arid &8, we eximritieci-th

,

.

two schools which presently have age 70- retirement's. We cannot directly
- . .

observe the voluntary rates for age 69 since some stichz,retirem.ents are

voluitary and some are not, again depending on how-the-age 70-mandatory .':.
., ......,...*.

1; erliesnif4f. iS dirule.d_an_dadiiliziisteref.L.":-..---iir-e. have used 5% for age 69 4-----.-:--;-7-------....--..

arbitrarily. The estii,.....-,-----,-;;?,_,-.--_-:..;,-_,nafeclage7-,s_pec 3/61untar -r&irement rates are
..-

shown in Table 8. We haVe lumped together at age 63 all retirements that

take place - before that ake since they are relatively few--10nutaber. The

observed voluntary early retirement- at age 62'and age 65 are pre-

surriably related to the- availability of social securityberriiits at those ages:
.

The data suggest that apRroximately 505Liof all-faculties will h ve

retired voluntarily before age 70. This is a sightly higher percentage than
.....

shown in Table 3; in the interest of conservatism, we haire arbitrarily
,.
- ... '

adjusted the rsum down to 48%.
..,-

Age -Specific-voluntary-early iftirem.ent rates es described above

are Shown in Table 8. The predicted mean age at retirement is calcul

to be about 68.5 years including the 2% retiring at age 70.'' We likewise
e . 4

-note that ages shown are measured at the middle of the academic year, ands'

will have advanced by .5 years when retirement is effective.



Age _ Percent of Origitnal. Cohort
(measured at middle of Size Retiring :Voluntarily
academic-year)

63*

-64

65

66

67

68

69

Total Voltintary Retirements

, 8:%-''.

12%

*sum all retirements prior to a
n'uber takeCplace at 62.

-

e 63; the Thrgest
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Early Retirement Incentive Plans

General Considerations

The desire to retire early is quite widespread (see Introduc#:14) with

finan ial pressures. as the most frequently mentioned deterrent to early

retirement. People differ-in their' esires with respect to early retirement,
. .

as they do in all other respects of their lives.

Voluntary early retirement occurs, therefore, in the absence of

incentive plans. Our own data in Table 3 suggest age- specific cohort frac-.

tions at about 5% with_higheFiiialit',-*ges 62 and 65 (Social Se_ ciirily 'effects)

and 67. These do not quite coincide iirith Mr. Southworth's -results shown':
.4 _

in his Table 9. We have eliminated as best we could "induced" early retire-

went* (incentive .Plans) and stated our numbers as percentages of persons
.

th he ge-co orts. The peak at age 67, not related to-Social Security, seems-
.

. .
.

to be a choice point for faculty members at institutions, with age .70, normal
. .;

and mandatory retirements. The number of - observations so that
for

we have less confidence in 'this estima. t we have in the others'.

Incentive plans may.be viewedas devices to move larger numbers-Of

-people over the retirement decision threshold. We note that all ,schocks

having such plans experience lower mean ages of retirernent-thanan schools
.

of sir mandatory retirement age but without such plans. Thii-finding,-.

supports the view that some persons. in all faculties desire to retire early;

and some will do so.on their own'arid-Moie:,- will do so if financial barriers

are diminished.
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Incentive plans have costs to the institutions; Mdeed, they have costs

higher than those most readily perceived. Incentive plans; ii offered to

one person or some defined category..of persons, must legally be offered

to all in that class. Therefore,those who intended to retire early anyway

without incentive will, naturally, retire early with incentives. The true

cost per additional induced retirement is therefore larger than the observ-ed

cost attached clirectlrto any induced'retiremant. We shall rettitn to these

cost matters presently as we examine the features of some existing incen-.-

tive plans.

Incentive plans orate on salary---t attoment dollars (either through

enlarging third-party benefit plans or by direct supplements paid by the

institutions). They also operate with respect to fringe benefits other than

:CP

retirement benefits. A general proposition is that S'alary and benefit issues

should be structured in order to make an early retirement decision as

"dollar-neutral" for the retiree as possible. With respect to policy and

retirement income, this ciple is fraught with difficulties which we dis-
.

cuss later. There are sortie fringe benefit areas in which it is more readily

implemented. These we discuss : first.

Medical Coverage is a' matter of increasing concern wit llvancing

age, 'an.d a source of much uncertainty and an:xi.ety.in our inflationary era.

Strict "dollar"dollar neutr4lity" would be defined as an. arrangement which
deft one's annual income for future years unaffected by a decision to retire
early or to continue working.
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. .
'-;

Most institutions already continue such coverage4usually in the forf-
c ,..

:.of-o.,
.

,,.---.

. ,

a medicare supplement) for regular retirees. Continuing this gr
..,age.far early retirees removes one of -their' financial concerns. *The cost

. _

of so 'doing may be shared by the retiree and the ins sincelinost

active faculty are accustomed to this sharing. The -cost .s small-relative

to supplements or purchased additional retirement benefits. We expect

that institutions designing incentive plans would wish to include this feature.

The COFHE institutions, with formal early retirement plans do so.

-Group Life Insurance. This coverage ispresurna.'bly less important

as financial responsibility fox -young children declines, and ai the death

_benefit feature inmost retirement plans mounts.. Nevertheless, the cost
, --

to the institution is low, especially when compared' ti salary and retirement

supplement costs. Again; the COFHE institutions vi,e.th early. retirement

A 1 #
4

-
plans include this feature:

Tuition Benefits for children, if offered to active faculty, should be

considered for continuation. 'Potential early retirees are unlikely to have

college-age children in large numbers. These costs would in any event be

'borne if potential retirees continued in active status. Though these may

represent larger annual costs for_those- eligible than those for medical or

life insurance benefits, they do address'' another source of-major finatncial

concern for those. few persons still with college-age children. A careful

selection of the, earliest age of eligibility for early retirement plans should



-
ble each _institution to balance costs and benefits in this area.

..

.

respect to:

'~'Faculty Privileges. Access to parkin.' g, librariee,, recreational

facilities, and campus health-Clinics' are readily manag_ed ar most in titu-

lions. They are proba.blywalued by potential early retirees at levels well

above their (usually negligible) costs Alkhein.stitutions. In ascending order I

of costs, access to offi:ces, secretar.1 assistance (and laboratories in the

sciences) may be important to some potential early retirees who may

reniain in, the geographical area. Individual!iiistitutional circumstances

addressed.

vary too greatly for us to do more than mention thesePas isTies to be

Sa1zand Retirement Income. It is 1.3rtiiik, area that "dollar neutrality"

of early retirement decisions is a -In.- general the financial,
° ) 4- _ -

incentives for continued work are strong, ---ana-strangti,-Still in ari infla

tionary climate. They are-not insurmountable---vtaness the number of

voluntary early retirements without incentive plans; '. and_ the number of

additional early retirements with these plans.. a

Future disposable-income rises 'sharply with continued work with

= 1. salary
2. salary increments

further contributions to retirement fund]
4. a.',1.onger period during which retirement-fund eawngs thergiselves

064 add to .the fund
a shorter period during which benefits are paid (hence higher annual
annuities.).



rtially offset by:

. re&ped income tax liabilities upon cessation of employm.ent
(reduced- by lower taxable incomes and, at 65, brvising federal
income tax exemptions, a feature also found in some state and
tocal.income taxes) -

2. cessation of Social Security deduction.
3. cessation of TIAA-CREF contributions by-the indivtdual.

Given the size of these financial rewards for continued work, main-.
. itamng financial neutrality" on the early -retirement decision is unattain-

-able in practical terms, and unnecessary for ose who place some value,

on early retirement. Within limits, however, much can be done to -narrow-.

..,the_very wide-differences in net disposable income at various ages.' Suppose;

for example, an institution ha4 "defined benefit" retirement plan rather, .

.the "-defined contribution" plan now_so widely in effect. Dollar bienefits

Would then be based Jan fOrpi arned salaries and years

of service. Contributions would-bre-Made according to actuarial calculations.
,.._,

required to ,provide the benefits- thus. determined. The pr_esent "defined
. ,.:':.....-..-_,,,-. , ----":------s- -:-.!"-.- :',-:

contribution" plan so wideVY used involves payments (usually to TIAA-CREF)
zo.

according -to a:specified. formula, with the resulting-benefits being ,determined
. ,

..).,

at the level that can be0 -stistained by the cumulated.contributions and invest-

ment earnings.

Under "defined contribution" plans;_. the longer contribution.s ontinue,,.

the larger, the ultimate benefits will be. "Defined benefit" plans, on the .

other hand, can, in ihe.extreine, be structured so as to provide the. same

retirementbenefits-to d given individual whether that individual retires at



5, 7Q, or, for that matters any other-age.

k to-vva:id.70as-the new..mandatory age;-t;65 beeornek espez
-

cially attractive- As -4-"target" early retirement age primarily because of
t.

the operation of federal income tax extra exemptions. Major' attention is

'given here to the age 65-70 period. - Institutions, then, should.:dOnsider the

_

Establishing 65:,-a.s the normal retirement age, with the cessation
of retlienient contributions-at that .age:' This would.vdim. ish
,somewhat the gains from further work. This action., in identally,
should not be viewed solely as a.-4levice for saving money cid
reducing incentives. Rathdr, `institutions' plansfor retirement
income should adopt 65 as the age whenan accumulation sufficient
to meet a targeted. retirement income will be-attained;

2. Consideration should be given to definTia=benefit plans with larger
possibilities., for "financial neutrality, " especially across this 65-

technical'
.

70 range. This is a highly technical matter well'beyond the scope e

V

of this study. Institutions that have not begun to explore this
possibility may wish to do_ so with the aid of the appropriate expert
actuarial,_tAlent.-

More care 'in. performance,reviews on salary decisions-. The
salary increment contributes to the rise in disposable income
(and ultimate -retirement.benefits). from ages 65 to 70; and thus to
retirement- dis -incentives. We are, of course, not 'advocating
salary discrimination, which ig, in any ease,Lt illegal. We are
adVocating strict merit increases rather than Pacross the board"
increases: Annual appraisals of teaching, research, and institu-
tional service for all faculty members for all salary decisioi are
needed if these measures are-not -already employed.

. _

Beyond these measures, differentials which lead to higherreturns for con-.--

tinued work-are quite beyond the, control of the

A review of several specific institutional plans

retirement leads to_the following observations:

untar.y 'early.
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. Such plans do get results.. Ear retirethents rise in number
(even small numbers of ikdividuals alit significant bec-ause- cohort
sizes are small) and lower the mean age of retirement. At
Wesleyan, for example, the mandatory retirement age is -68. In
the-5-year periodunder-review, i-of-12-persairs-retired-early, 4-
with the mean age of retirement USopping about three years.
Some of these had already dropped to.a fractional load, fractional
salary basis, which Wesleyan also offers. At Stanford (retirement
age 65) about one - fourth of those in the cohorts retired early, with
the average age of early retirees approximately 59. This plilleds-,
the average for all retirees down about 1 1/2 years.. Costs at
Stanford and Wesleyan generally run between 30%_and 50% of
salaries and benefits that would be paid without early. retirements.
Those, understandably, appear to be the two most successful plans
among the COFHE schools.

2. Costs stated as fractiOnS of salaries and benefits that would have
beenil*id in the absence of early retirement vary. They are
hie-Was one might expect, at early ages of retirement, and
lower at later ages.. They also vary with the number of years
remainingto retirement. The sooner, theinore costly. Since,
age 70 will soon become uniform, these' two so&ces of variation
will merge intoone.

'There are .numerous combinations of the _yapious elements in early
retirement incentive plans es o, that only seieial possible (but-widely
used) combinations can be discUssed.

(a) Continuation of payments from the institution to early retirees
(without yet drawing Social Security or:private: retirement _

benefits); then discontinuing the payments when the retirement
benefits begin. Retirement Contributions = r" may not be
continued. If contributicins are continued
to the individual at normal retir ment age a unilar.to thOse.
that would have been available. "thOutearly retirement."

(b) Conimencement of Social Security (if 62 or older) and retire-
ment benefits at early -retirement.. Institutional supplements
either tet-the normal retirement date, or fbr life.-

These choices represent the ends of the spectrum--from supplements

only.untirnOrmalretirement (at which point retirement benefits take over).,

to, the immediate be ginnineof all available retirement benefits (at lower
.
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. .

. .

?
. .

hey

1 e ve 1 s tha.n wo ul d o bta.in at nor rzeal "retirement -age)

Interinediate.- conibinations are PobSez.Ve49,4. -One. inStitiztibii,
:

example, has early_retiree s draw Social Security andpayk- a supplemenan--...

which ends at normal retirement and then-replaced by the commencement

of TIAS-CREF benefits

In all cases, the institution pays- something,.'and,the
. , .

;:.

. .,..r, ...e.,.....----. eceis something--something an -retireraent7benetits-_airegtdy

existing Wou ld provide. Di fferen-5 we e i what ispaid on w h ..t is t ....-

:. ., --;,-- .44,,.... ,., - *;-,r--- -4" ,..- 7
it ,,A

receivecfa.s,,dialvosable-ineome cliffer-tonitwith respect t the - 'operations' of
..

- the tax laWs. e t;7 q
11.

r 6
...,.--'""'

, .

A set of supplements so generous as tomainfaii; . in efifect, pre
2..itt

.. - . lek, -40--.-retirement incomes,is,both too expen.sive and -unn egsary (unnecessary

because people will respond to lesser amounts, and Atiresparly signifi-

cant numbers). It appears that, in. the 65-70 zone, payments equal to about

1/3.of salary will induce 30-40% of each cohort to retire early at agee 65-

67, and drop the mean age of retirement about 1 1/2 years-. This is a very

rough, estimate based on small nurabefig.. The larger fraction. of; early
..

retirees at Wesleyan is partly offset by.-the Smaller number *Penn., where

the 'mandatory retirement age for mafny.older.tenured faculty is already 70.

1 -41

Many fatuity members may .welcome the opportunity to reduce. their
- ts.

Commitments of time and energy at their institutions before they discontinue



them altogether a. -retirement. They ma.y ibe refQre.:, 10 accept
4

-the reduced salary aceomianying this cfraiike.-

Again, we note that individuals differ- in their-a ires and circtun.-

stances. Some would welconle a.n arrangement, - others would not.
. -. . .

- ...--.7.-..:
a&Z.Tittiltaiti--benelits 'Lo-individuals-and.-ta-stitutiorks-a-re--not-destipyeiTliy ;,,z,-

4. % .... .
. s ---

virtdeltitlegs than 100% acceptance, .. .C"..,'- ''''-
. ..<;.e...J,

"For individuals who:preferthis:arrangement for a period over bdth ,i'::!:::::",

full -time work and retiremenr,- "the -very fact of their pre' fereikbe is
-0,

SS

adequate evidence of benefit -to the individual." Moreoer; ;he arrangement
-

addresses both financial needs and needs to remain._active along with des es

7\f for more time to Schedule as one desires':

For institutions, there are also'benefits if new openings.are, in'

desired.. -As an exaraple, ksuppd'se that 20% o cohor,t,approachilik,.
. .

.e. . ,. . }.retiroment opted4for foum years of half-tixae. Jial -sala.ry This-. .

with respect tolclolla..r c in sa.la.ry, ar4 with reSpect ..rfew positions
-

"opened, e73uwattent.to a- 10% early retifeitient rate four:years -in Advance of
,

,
mandatory, eetirement., Ifthat age were and all others retired at .10,

. . .

this ogy.on.alone would be equivalent to-a. reductiori in.the-rtean age, of

retirem.ent:by

As our previous analysis -should have made' clear, this is not negli-
.

gible; it has an effect equivalent to increasing Annual rePia-cement appoint-,
men. te by 10% of a cohort,size. Put another way, if the new-la* increases

.

the mean age Of retirement by 272..5 years, with the coiidoinitant "loss"



44; ,
over:the long terrP7of 2-2.5 cohorts ofi-etirem.ents, this developxiient alone.

couldabsorb:IEK-20% of..Vhat "loss,;.."

Such en arrangement might entail working half-time throughout the

year, or full-time ft9r one-half of eaih, year. '1"Though uiecfr-Or
- .

Po.
.

, ..

purposes of Illustration, 'othir fractie6s- may,readiry b4.sUbstituted... Asp
-- . r

we have doted, Wesieyan alreadyoffersthis option, and ha:s had some

takers.

Periods aAl.from work may pro-vide additional'. fii2.ancia.1 'SupPort ;
.

la -Sosial Security benefits for those in age ranges. Such arrangeraents;2 . .

.

'ARP .to. .be :sure,- do poie.,admiikistra.tive difficulties.. !'Half-time"'Slione-fhi.rd
..,,,,-

e defintidrgiv.en present cti.ces "with,,respect to . _-... -
- -

teaching loads ;- ti-e....pew I t 451rriiniStralive.,dutieS, faculty otrntiniftee assign- --.=-
9 '

d othe'r,lp.stitutipnal -chorea . -calinct re garl these' s insur - 'IP-

mountable: anstitattitirs- 'hafe-wrestled.with, and solved; .more difficult sues

sgf firta ition.
then' pitfall a beAnskleied in.voivs 4a tenured--faculty member

for the part-time arrangement and then geeks to return :io full- . ....,.
.

---, .time status. Insti P1'ns making replacement appointments or otherwise
4,- . c I'- . ... ,

cornixiihing the funds- involved need assurances of stability in these.ari:aage.-

ments. The legal status of such a change of mind rda.y be anabigii" rs under

present customs and interpretations of contractual arrangem,enta. An early

retirement followed by a contract for term would be a clear-cut resolutidn:

If, in a given institutional setting, the course seems inappropriate, a



t;:
66

moaification of tenure rights which either limits the right to return to full-
-

-..

':time 'status, clearly extends tenure rights to suchpart:.-tinie pei-fons,--:2,fi-
--st:

tij provides adequatexotice for a change in the fracticin of tune empro re tills

inconceivable. T is surely a less AAt eitic:iriciiiifiCation of tenu3k.c,_

than many others which tia.ve been discustsed.
-.-

'D- Ma.intenance-Of-fulLbenefits, including fiaSsalary-equivalent retire -._
,

.1. 4..,-meat contributOns adds' relatively little to the overall cost.- When full

tirement d;o4es take effect, retirement income will not have been reduced

-01:--part -tie service.
. ,

4"
. t

Ilecoxiiraendatiens;foi thd Iristitutions

.*. .
fi'rst.recorarnenaati that-institutions half suffi-

- 'ay ; . .-
-

ent infcirinatioon so thagitteir-Present and prospective situations w-t

1-psi* -16.aulty retiretient can beircrearly
, .

data..provid.edIty the 'individuals iriititutipris be a
-;20.

e.

With repect.te) in-stitutionalresponses' to the retirement age
Achange, we -s'eg three basic patterns. of re.Spfpirse,:..!

(a) The first is to do.nothing;;Iiaptilh,7t nature take its course;-
let the nai-nber of AtirementS &cline and then gradually
rise a.ga.in.. The.iength of the adjustment process would then
depend on a particular school's faculty age strnCIiire, news
Patterns of voluntary early retirements,- and the resulting
new mean retirement age.

)-
The second is to apply a set of centimes set powerful that
the mean-age of retirement s ys approximately where it is
now, dins avoiding any ira ct

(6)



(c) The third As to apply a somewhatpmeakertset of incentives
, which will Naie

y
the. n ber of earl retirements (moderat-

... ing:,the ithpactiefthe 1 ) and then .gradually or7at_some futureIN,..,
,..

point in tirne'r7thove the incentives, ssibly atf.a time when
±etiremenasare rising again.- ,L., -

.

Response'oppoh'(b) above is. probably too costly to consider. It has a further

'pr 0:Adopted, it would have to be kept indefinitely or any change
tr

s

WO oduce C1V.rge drop in the number,,otretirements; that is to" say, .
one world merely haire deferred the "problem" from 1982;lintil. some *Tire

.

date. Our preference is for pattern (c) above if incentives are to be inatif.

toted _at. .There is;.after all, .comin.g: in the 1990:s (dates varY-froM.
.

n
12'..

retirementsone school to another) a, tinierwhen the.number pf retirements w31.1 incr
. -

....A..}
. ,

A set.of early retirement .incentives less coStlytan (b)
.., .

. ,
the eff i37noderatingrthe impact' of e4.0 just now whe reretirements!

#
.

retirements!
-.4..... -4. _ -. ,...,_ -- l , . 0

a r e:la ir ly ifeiv - in number, anyyra.y.,1-tge incentive program 'is grad...

d: izideed have

tWilii0Und (at+ arpibe-cif4sistenttvi.th the-coming rise in the number of retire-.
.;,--ments); then the impact' of the la7cif,ar:tiall until a' pi3iiit,wheii

the burden can MO easily, be borne. We'areal that institutions cre
ems. . 4.ty4

' serious probems if they install a set of incentives and then attempt to

removetherd. Our furthee proposal is ttiat any incentive plan Which might-

be adopted be made available only to those now age--.55"--or over (or any future

tenure appointees who may have been in .1980 age 55). In this fashion the

incentive plans will utomAtically "self-destruct' a few years before ;he

number of retirements begins to exceed a sustainable steady state number.

. t

We propose age 55,.a.etlie Vcut7e.f.r 'rather;
.
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nature can always be extended to additional cohorts more. -easily than they
.

can 'be-lrevoked. We are not recommendingthat persons aged 55 be eligible
_

fbr incentive early retirement at that age. We intend; rathei, that a plan,
. -

appropriate to an institution be adopted, and thA eligibility for the plan be

1restricted to those now 55 or over. A p E., .for example,e, might 'prOvide
.-; . . .

income supplements beginning at age 62. Those now 55or more, could then

ti --retire at 62 when. they attain that age.
.

ztt,%-.o4.2 . ---:-..-.'-i=7 :s- -..

,
{commend, therefore, that institiitie make a _eciacioup 'choice
-s.:..e .
...,..g.---

.1'either to leave Matters as they are, ar.. apt. a set of early retirement_ .
incentives of lengthy but limited durati6n. 'If the latter course is adOpted,

there will be an extra-institutional benefit to ptospective young, entrants ':.`
. , S " , 4. . I .

. . . 1; : l'j'irl ; .*:t .#0354:cultirop o s ition.s . In addition, -the,slirecipitous drop, and subsecittent'o-'
-..........- , ., ,s'-' - 1

recovery in the .199CP-s, ,wortild both be modi_fied - The benefits a_ lso flow to)
. , ..

it 0 ,....

. ...' .5,- .
' , t

the ggaduate pragrani,s bir_lessen eTiavii;Jr4of olpoifunities_
--*- 'IS / -4-- --. -,for their gradua.t.s. .

'.. ,e..-

-

. ; .t:

recommen.att more sPeciffcalfii, that:
-.

(a) inedical, life 'inSurang.e, and possibly tuition
'continued for early -retiree's:

3. We fgeneral and have reviewed,

e existing plans as to Costs and outcomes in our earlier section.. 'WO
0

(b) access to c
far' practi al at each institutio

*
(c) attention be c ncentrated on the ag 65/76-9 group when Social

Security is, most helpful and where the spectrum of costs
-*;-4IFIc'ke Ae-*

pug facilities and services be

%.`i

benefits be

aintained, as

, ^
-



.

approach !' financial. neutrality"- in the earl .y
decision is not unmanageably large. Institutimis at which
the present retirement age iss65 may wish to..consider earlier
ages of eligibility for retirement incentives, but should be
conscious of the, much iiigher .costs, y belOw a.ge (VI
wherre Social Security does not operate at all..

(d)' consideration begiVen to detined-,bendfit-piang,-Avhich Tizitlier. .

..na:rrow the giins fiom.retirint at.* 70 rather say;
. ,

- 4.1"-.-:*ir 4; ; *.

.

(e) rof (d), is not seen-as desirable or pOstible,'that contributions
a to- retire neat plans ceaseif.t,65,, 01k-st removing one ele- .

ment tha.Ntrc9.s financial "neutiality-."
7; :. a.: 4"'F-.7,,---:_. .4,

4. RetireraentInfoirciation and Cotuiseling. We recommend-that effqtts
., :. -- ,:-.-.0c, .4, .-'

-T "It".
. 1..: 4.- . ii

be made to provide systematic: and.indi-gesi4icul.1 information to faculty
...-. -

..mem.bers(and Others). "'-- ' -. -4:._ `'" '-- ---. '..
- - '-.r... . --.,--- ..... . ,

e
44.-- ., Most faculty members receive annliael. TIPASp.CREF estimates crf, ........--. , -,

.v4-- .4,

. .

went -income fra-tm TIAA-CREF that-will begin at age-65.. Few.havelitr .

speific idea as tc-rs-arhat incomes .would be at other retirement ages. Listi-
. ,#*

tiitions icAi'do'not already provide- this information should° ao _sc,. Faculty)

rgembers, 'at some point in their fiftiek;and again in the early sixties,-

should be invited to group. sessions at which all aspects Of retirement plan-

nitig are discussed._



bur study?. like all'others;,..shows that a mandator

lower than 70 will diminish employment 'opportunities, for pt)spective jum.or-

faculty-members, and will continue to do so unifil the-I990's. These effects

are compounded by the age structure of existing facilities, and will be4ux-
4145? -e I

the r- w-o vened if faculties decrease in size,-
-

/The impact is'less severe than in other studies,,, since we do not maize
Jo.

0,4 e
orst,.cape"-asVmapti.on in which all. faculty-ine.mbers defer retirement

,
age 70:.-:RetirimentS. desline in..1 and thengradually rise by 1992

. 4

occurred without the lawat, to,:90V-4. more Of the leveliF hi.ch would have

change.
I

,. , ...- , .

. ° ,W f. d e's p r e a cradoption of incentives for early retirement, or-opportam.-

,.for--part -tune activity, can moderate this impact atVbsts which-appear

to be manageable:. There appears-to be ample time to have such plans ready

to operaie in the academic ye

needed.

5.4

1-1982 when. they will be most urgently _--

Indeed, if incentive plans with limited life can be gpt into operatiOn
.

for a decade or so and then removed or made. less attractive, we shall have

an opportunity to move faculties toward'a-more nearly balanced agWistruc-..
tare. ew appointments will-be encouraged during the 'lean yearsri.just

and then, will not rebound so sharply in the 1990' . This "rebound"



4*y.
,

_..

is coming, bottfwi.th respect to prospey college enrollments and they

moving t6 retirement of the "bulge? in faculty age stricture.

40.No one can "fine tune" in these matters so as to move immediately
i.

to a ste.a44:and maintainable pace of new appointme4s, but large swings, ,... , 4.....--, .

,,,,
Call be nisticlOiated. Thal action will benefit the-institutions in maintaining a

:ie. more nearly eV ow of new appointments. It Will certainly benefit pro-
-.

spective graduate students and the institutions wittrgradiate progranis as
.)..s ....

,:'....... -.4. - .-t.......kg

'-.-7-7",.14
..s-,

51.-. In.diiidual CO kik,:msti....2tatiolas can install incentive retirement plans
kr,-'el3A

.

d part-time appointments for older faculty, as suits their own cixcurn.-

stances. The 30 COFHE institutions together can do more. COFHE should,o?

*ripport federaal and d iriria.te efforts to ent opportunities for ..: '
PH.D. 's during the decade 1982419..92,12i'poiltdoctor ellowships,

-;

.s.rsearch appointments, and similar opportunities..i.E.Wha. e ..ideca els a : -Z-f-
:,.-'6---,. .-,.... -7.,...-.,

rA.`:-. ' --z-,
.-

_...:16n0;time, those asked to support such programs. can4b._

will ialbt be needetindefinitelyo This tunnel does have an end

kvisible light.

AP>
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