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CHAPTER I
INTRODUCT ION

Why The Need for Group Insurancei

Modern industrial life hes made tremendous strides,
but along with this has developed personsl insecurity. As our
industrial system expsnded rapidly, those elements in our econ-
omy which make for instedility have constantly incressed; be-
cause of this an ever larger proportion of our population is
affected by insecurity; yet at the same time various other
protections which in times past provided s nnali amount of
security for the individuel have been undermined,

At a time when a large percentage of the Americen
populat ion was attached to the soil it was protected in a
measure sgalinst the worse effects of business depressions;
however, as the importance of agriculture continues to decline
in the American economy this form of security is steadily
decreasing. Then too, at one time the family was en important
institution for sesurity purposes, When families were larger
there wasn't as much stress placed upon the earning power of
one member of the family. As a result, this not only meant
more wage earners per family unit, but it brought with it to
a large extent mutusl assistance, Parents who were up in
years could be aupported by the many workers in the family.

Unemployed married children could take their families back to
1.
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1ive with thelir parents. A good portion of the Mmtrial fluce
tuations and thelr resultant disturbances could bs sbsorded by
the femily unit, But, the steady declins of the birth rate in
recent years has greatly altered the whole pioture. One, two,
and three children in families are now the rule; the number of
potential -wage earners in a family has decreased; and the
ability of the family to take care of its own dependents has
besn greatly reduced, |

‘The United States 1s now well on the way to becoming
the most aged aggregation of people throughout the world.
1940 there were 8.7 per sent of all Amerioans over sixty-five,
At the present time there are detweecn eight and nine per cent
over sixty~five; and it is assumed that by 1980 between twelve
and fourteen per cent will be over sixty-five.

Twenty-seven per cent of the people eligible to vote
in 1980 will have sttained the age of sixty. This is quite &
large group and any interest thet these twenty-seven per cent
ecan mster tasptharaw i1l probably be looked upon very faveradbly
Aby the government,

)3 @ur#or Jsabel T,
of Polit d
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A change has taken place in the age structure ;r the
working force in the ordinary business or industry. Ih 1925
a particular sutomobile company had one per cent of its
employees over sixty. In 1949 it had eighteen per cent of
its employess over sixty. It cen be readily seen, therefore,
why the leaders of the lebor unions, at least in that 1nduatry;
are at the present time interested in old~age pensions, group
insurance and other fringe benefits, and why they would not
have bsen so mush interested in 1928. 3

In 19356 the Federal Government saw the need and
enacted legislation which provided for & minimum layer of
social security. The second layer in providing for the worker
is group insurance snd private pension plans, The third layer
is the savings of the individual.

The surviver benefits of 8o0ci1al Security are not
large enough to live on. For example, the maximums for sur-
vivors of an insured pars:n under the 19052 amendments to the

Soolal Security Act are:

3 Ivid, P. 59
_ 4 College Life Insurance Programs and Soclal
Security, Teachers Thsurance and Annuity %asoaiation of
merica, 1951, Pg. 7.

i
5




¥aximum Monthly genafit
Widow and one child under eighteen . « +» « . « » $127.50
Widow and two or more children
under eighteen « o+ o« o« o o« s s 9 s 5 o o o« $168,75
Widow, widower or dependent parent
65 and OVOr o + ¢ 5 4« s o s s s s s 6 0 o $ 63,75

The total benefits for all survivors of an Insured
person can not exceed §$168.75 per month plus one lump sum
payment at the time of death not to exceed $265.00.

The Pederal program provides the helpful minimum
layer, but it dees not do the whole job. Some of the gaps
in the program aret

l, Only $285.00 as a maxipum 1s awvallable for final
hospital bills, funeral expenses, and other unpaid expsnses.

2+ There is no provision for paying off a large
debt such as a mortgags.

3, When the family is compelled to reduce its
living standards;, there is no readjustment income,

4. Provision for I1ncome to the children during
their aschool years 1s also lacking.

5+ HNo Income for the widow from the time the
yonngegt child 1s eighteen unti) the widow reaches age sixty~

fiVQp

8 Labor Relations Reference Manual, 30 LRRM 3068,

' 6 gellogo Life Insurance Pregrams and Social
36@“?15!, P. T=8,




. 8

Host of the people on the college staff and the none
agcademic personnel have only thelir salaries to live on, and
the sBalary leaves very little for the individual to make the
necessary life inasurance provisions for his family 1f he dies
early. On each college staff, there are usually some men and
women who cannet obtala sny life insurance on an individual
basia because of poor health, Therefore, Group Life Msurance
provides the opportunity thréngh low-cost coverage, protecting
all of the employees regardless of the physiocal aspect.

If the college 1s not covered by 0ld Age Survivers
Insurance, it is even of greater importance for it to assist
its omglayaea to provide minimum protection for thsir depende-
ents,

In order to find out how Catholie colleges in the
United States have dealt with the preblem of survivors bdene-
fits through the establishment of group life insursnce pro-
grams for their employees, the author conducted a survey of
such programs. An snalysis of the study will be shown Iin
Chapters Vand VI of this thesls.

7 Ibid, P. B.




CHAPTER II
CHARACTER ISTICS OF GROUP INSURANCE
The Group!

The provision for a minimum of fifty employees to
constitute a group is to assure the functioning of the law of
averages. This law is based on the regularity of the occcurre
ence of events, s0 that what seems random occurrence in the
individual happening simply seems so beceuse of insufficient
or incomplete knowledge of what 1s expected to occur. The
law of averages then may be stated as follows "The greater
the number of exposures, the more hoarly will the actual
results obtalned approach ths probable result expected with
an infinite number of exposures”, In other words if you flip
8 coin a sufficiently large number of times, the results of
your trisls will approach one~half heads and enouhalf tails,
the thqﬂrotieal probablility if the coin 1z flipped an iInfinite
number of times. ! (

In going from the insursnce of medically selected
lives to the insurance of groups without medical examination,
it would not be wise to allow any practise that would permit

personal selection against the insurance company. In order to

, 1. Mehr, Robert I, and Cammack, Emeyrson, Principle
0f Imsurance, Riohard D Irwin, Inc. Chicago, March, 1952, F. P16

6.




7
avold the element of unfavorable selection, all members of the
group must be included, or at least a sufficient number to
permit & falrly representative risk.

In actual practice, the group need not include all
classes of employees, Croups In an organization mey be estabe
1ished arbitrarily. A policy can be 1ssued covering the
olorioai fores and officlals of the company; it may Iinsure
only employees who have fulfilled a aspecified eligibility
period, such as a ocertain number of years' service; or it msy
cover the employees in & particular department. A few indivi.
duals from one department and those from another, even if the
total equals fifty, are not eligidle unless the Iinsurance 1is
offered te all. If only one division of the employees 1is
offered insurance, a few employees of some other group may not
be included. However, sny arbitrary grouping is permissible
as long ss the possibility of individual selection 1s elimins-
ted.

When the total premium is pald by the employsr the
group 1s considered "non-contridutory” end the insurance exe
tends to 100% of the members of the group. The plan 1s"con=-
tributory” when the premium is peid by the employer and the

employee together, and to secure the insurance such groups

"
ki

2. Magee, John H., General Insurance, Richard D.
Irwin, Inc., Chicago, 1949, P. .
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-

gust -include s minimum og st least 75% of the eligible
employees in the claass,
Medical Examinationss -

Generally, all employees or sll of any class or
classes of employees, sre insured disregarding age or physical
condition and without a medical examination, The attractives
ness of groeup insurance has no doubt been increassed beceuse
of the fact that no medical examination is needed, Apparently
the medical examination is omitted because the mortality rate
in any alike group is only the average rate as shown by the
mortel ity tables. Some states take the eadded precaution of
requiring that premiums de based on & standard not lower than
that of certain specified mortality tables and interest assumpe
tions, and that the company keep separate the mortality exper-
ience under their group p@lioies.‘

The Policy Contract:

The group insursnce policy is in the form of a master
contract between the Insurance company and the employer. The
employsr appliea for the insurance and holds the policy. The
employees under a master or blanket policy are lassued 5
"eortificates of participation™. The certificates state the

S+ 1Ibia, P, BO2.

4. Grou ’ y Insurance Research and
Review Service, Sect s NOD acamunz No. 1, Card No. 8

6., MNehr, Robert I. and Osler, Rebert W dern Life
Insurencg, The Easailien Co., Hew York, 1849, B. apsmodern Life
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various rights of the employees, privileges of canvarai;n.
disability rights and optional modes of settlement.

The certificates merely constitute a notice to the
employes of hls participation. The master contrsct usually
states that distribution of the certificates must be mede to
the employess. These certificates do not, however, constitute
any type of contract between the employee and the employer.

Generally group Iinsurance applications are not
signed by the individual. The rights and privileges of the
employee and the bsneflclary are shown in the certificate of
participation. Participation by an employee may begin at the
time of employment; or there may be specified walting periods
epplying to new employees. The purpose of this provision is
to eliminate casual workers end “floaters® because the fre-
quency of theslr entrance and termination would Increase the
administrative costas. At times, provision is only meade for
full-time employees under the plan.

The employee!s insursnce is usually terminated thirty-
one days after the temnination of employment or upon the drope
ping of the master plan by the employer. Sometimes, depending
upon the employer, policies will provide that temporary lay-offs
will not be counted as termination of employmnnt.e

6. Ibid, P. 2183,
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Peyment of Premiumsi )

Premiums for the group policy are usually paid by
the employer and the employees jointly. Sometimes an employer
may wish to pay the whols cost of the group insurance., This .
is felt to have good effect on the morale of the employees and
thelr relationship with the employer. Oroup insurance in most
cases 1s purchazed on a contributory basis, the employees con~
tributing from fifty per cent to seventy-five per cent of the
premiumg but generally not more th;n s ixty-cents per month
for each $1,000 of life insuranes.

The Beneflcisry:

The usual raqu&éomnt in the naming of a beneficlsry
is that the beneficlary can not be the employer. Each employee
msy designate his own heneficiary. As 8 reault, there are as
many henuticiary designations as there sre employees insured.

| A beneficiary under & group policy has the »ight to
bring suit ageinst the insurance compeany; however, as there is
no contractual relat fonship regarding the insurance between the
employer and the employee, there is no right of sotion: aymts

the employer. In the case of nan-oontributor& insurance which

7« Group and Salsry Savings., Irsursnce Resesrch
and Review Sorvlea,_ Seotlon ﬁ, Hﬂpfgcmmtz Card Fo. 1, Cd. 12,

8., Meges, John H,, Gersral Insurance, P. 805.
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the cost is entirely assumed by the employer, he assumes no
obligation to keep the poliecy in force and he may at his
option discontinue the Insurance.

Tammtmg the Insursnce--Conversion Priviiogn

Employees insured under a group policy are usually
given the right to continue the insurance as individuals, with-
out medioal examination, in the event that for any reason
employment 1s terminated. This privilege permits the employee
to convert his insurance under the group plan to any of the
polic ies hauéd by the company, with the exgeption of term
insurance, for a face amount equal to that of the group cerw
tificate. The conversion privilege extends for a period of
thirty-one days efter the termination of employment.

¥hen the eonwr& fon privilege is used, the premium
charged for the new policy 1s based upon current rates for the
policy required, computed according to the attained age and
occupation of the employee at the time of conversion. The
right of sconversion under older group policies was entirely
dependent upon the csontinuance of the master pollcy, and
fallure to renew ths group policy terminated any rights of

9:
individual certificate holders. Recently, however, some of the

¢, Ibid, P. BOS5.
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newer policles have extended the protection of the oerti‘ﬁcato
polder, stating that if the group poliecy for any reason 1is
terminated, an employee who has been insured for five years
may convert to an Individual policy, without medicsl examina-
tion, in an amount not greater than the amount of his group
mmnee s but in mhmtumo not greater than $2,000.00.

" Until recently the right to convert insurance within
thirty-one dayx-s' of the termination of employment did not carry
with 1_t a continuation of Iinsurance without sotion on the part
of the employes. Under the older poliocles when smployment was
severed, the liability of the insurer to the employee ended.
If the employee desired to continue his Insurence, he himself
was obligated to take the initiative by making application for
conversion within thirty-one days. The failure to make such
an application resulted in a lapse of the insurance as of the
stoppage of employment. Newer policies recognize the danger to
the employee in the delay to take steps te convert his insur-
ance. In order to do away with thils period of no coverage,
the newer policles now provide that the employee shall be
actually covered during thirty-one days following termination
of omploymmt.m?hh 13 the law in most states., The following
is a quotation from the Illinols Insurance Cede.

10. 1Idid, P. 804-5.




231 S8tandard Provisions for Group Life
Policlea

(d) ™A proviaion, except in the case of a policy
desoribed in elsuse (d) of subsection (2) of Section
230, that the company will issue to the employer or
trustee for delivery to the employee, or member, whose
1ife 1is insured under such policy, an individual cer~
tiflcate setting forth a seakomqn§ as to the Insurance
protection to whisch he is entitled, to whom payable,
together with provisions to the effect that in case of
the terminatlion of the employment or membership for
any resson whatsoever the employee or membershall be
entitled to have issued to him by the company, without
evidence of insurability, and upon ag licstlon made to
the company within thirty-one days after such termina~
tion, snd upon the payment of the premium applicable
to the clasa of risk to which he belongs and to the
form and amount of the polisy at his then atiained age,
a policy of 1life iInsurance in any one of the forms
customarily issued by the company, except term insur-
ance, in an amount egual to the smount of his protection
under such group Iinsurance policy ag the *“me »f such
tormination.” 11

Application for the conversion may then be filed after terme
ination of employment, and the new insurance becomes effective,
after the end of the thirty~one day period.

In the case of absence from the service of the
employer, if the absence of the employee is temporsry, due teo
physical disability or leave of ibannoa, sand if the premium
is paid by the empleyer, the Insurance may be kept in force.

It is up to the discretion of the employer, if a former
employee returning to service mey be reinstated to his 18
original position or he maey be treated as a new employee.

e

' 11. gaiinoia Insuyance Code, 1947, The Department
of Insursnce, P. -8, _—

12, Magee, John H,, General Insurance, P, 805



RPAbsence because of military service has created
a sonsiderable problem. When smployers electsed to
keep Insurance in force for those in their employ en~
tering military service, insurance companies wers
obliged to face a ni&méion not contemplated when the
contracts were issued. The situation in most instane
cea was solved by an agreement on the part of the
employer to pay an extra premium for each employes
covered while in military service. Another solution
that proyed attractive was a provision by the insur-
ance company to provide a walting period of 120 days
after the entra nos into military service before the
Increased premium was charged. This waiting perloed
allowed the employee to arrange for ocover under the
National Bervice Life Insmmm&wg&h The parties
at interest sould then elect as to whether or not the
group insurance was to remain effective.® 13 ‘

13. Ibid, P. 805
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WHO PAYS? HOW MUCK DOES IT 0OSTY
gontributory vs. Noncontributory Planss

Approximately 75 per cent of all employees covered
by group life insursnce regularly contribute toward the premium
cost of the insursnce. About sixty per cent of all the master
policles in effect are of the contributory type. These figures
represent the situation with companies wrliting mostly employers
group 1ife insurance. Where the company specialiszes in other
types of groups, the distribution may be altogether differvent.
For example, in the case of labor-union group life buninoas;
sbout ninety=five per cent of the business is on a noncontribe
utory basis, 1.,e8, the premiums are paid from the union funds
without direct contribution from the members. Where mbat of
the business 1s on assoclations, especlslly associations of
public employees, almost one hnndroﬁ per aent of the business
is contributory.

Por about the first ten years of group life history
the non-contributory plan predominated, After about 192223
there was a decided swing te the contributory basis. Up until
the present time there was again a swing to the non-sontribu-

: 1
tory plan.

| 1. Oregg, Davis W., Ag.Ana%iuia of Graug Life Insur
ance, University of Penn. Press, elphia, s Po

15
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a

Since the beginning of World War 1II, a greater pro-

portion of the new plans have been written on an employerepaye
all basis, and a number of old plans have been switched to this
type also. There are a number of reasons for this trend; for
example, the federal income tax and wage stadbilizetion policies
during the lest war had a tendency to encourage group insurance
on & noncontributory btasias pince the costs were deductible as a
bus iness expensej the group insurance programs were permissible
as fringe benefits under the wage stadbllization law also. Then
too, the high level of business sctivity since the beginning

of the second war encouraged the use of the non-contributory
plans.

The non-contridbutory plan has as can be easily seen,
the advantage to the employee that he does not have to pey for
this insurence. Added to this, the non-contributory plan 1s
essier and less expensive to administer because peyroll deduec~
tions are eliminated and no efforts need to be exerted to keep
up participation. In the initial enrollment, the time and the
expense is less than that of a contributory plan. When all
employees participste under the employer=pays-all program,
there 1s less selection against the company than where only
sevengwaivn per cent are participsting under the aamtribngory

plan,.

2. 1Ibid, P. 191-194
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finelly, if the employer-pays all the premium, the oxea;n
dividend problem does not exist, am_;\ there will not be any
oriticism as to the handling of premium refunds.

The contributery plan has the adwantage to the
ginpluyer that the company's insurence costs are lower for any
given benefit if the employees make a sontribution toward the
premium, In other words, for e given outlay of money by the
employer a wore liberal group plan can be obtained if the em
ployeos add thelr contributions to this amount, Another advaene
tags 1s that the empleyees tend to be more conscious of their
insurance coverage and to appreciate 1t more when they share
in 1ts cost. Also, when the employees pay pert of the cost,
they are not as likely to demand constant revislions snd extene
sions, and added to this the employsr 1z not very likely to
discontinues the plan, where the employees are making a sube
stant 1al contributlion to 1its oqat.a
Proportion on Contributory Basis:

_ During the war years the Lrend for group life insure
ante was definitely toward non-contributery plans. However,
the tendency 1s now jointly supported plans. In & survey cone
ducted by the Nationel Industrial Conference Board in 1945,
half the plans in industry wers paid for entipely by the
employer. But a 1940 survey showed that more than three-

3. Ibid, P. 191-194.
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quarters of the group insurance plans require employee ¢;n3r1~
putions.

How Much Does Insurance Costt

The cost of group insursnce on the one year term plan
1s very low--in most cases about one per ¢ont of the total
amount insured, The a;tual cost per §1,000,00 of 1ife insurance
depends upon the nature er_tho industry and on the ags and sex
distribution of the oéplayaca. The low cost is due primarily
- to the savings in oxpinsos. The cost of the medical examinae
tion is 4limineted, whliQathu commission payable 1s at a much
lower rate than for iniividusl insurances on the term plen,
"especially for large groups, dinee the rete of commission
decreases as the total premium increases. Moreover, the eadmine
istrative expenses of the insurance carrier are lower than for
individuel policies because they have developed snd are cone
tinuously developing simpler mnkhnﬁ: of ascounting for large
numbers of items on a group basis.

In order to obtein a piloture of the approximate cost
of an insurance program, The National Industrisl Conference -
Board in its 1949 survey inquired of the participeting com-
panies the gross premium cost of the insurence program for

the employees and the employer aambinoﬁ. This amount was to be

{
4

4. MscLean, Joseph B, Life Insurance, New York,
1951, P. 394,
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given as a per cent of the total payroll. Of the 136 oo;apanica
furnishing these data, the costs of group insurance vary from
g minimum of 0.15% of the payroll to a maximum of 8%. I
49.2% or almost half of the companies, the cost was 2% or more
of total payroll, while in nearly two thirds of the ocompanies
cooperating, it was between 1.5% and 2.9% of the payx-en's
Employees! Contributions:

As can be gsen from Table I, 46.1% of the colleges
reporting, specified their employess' contributions as being
sixty eents per monthj 23.1 por eant econtributed fifty cents;:
in 25,1 per cent the group ur. insurance cost was not detere
minable because it was incorporated in other employee benefits;
and 7.7 per cent had wvarlous other premiums,

College's Share of Cost:

The difference between what the employee contributes

end the cost of the group life insurance program is what the

college pays:, In soms cases 1t is on = _fs.tty#rlr'ky basis.

urance Plans, Studles in Pere

4,
Industrial Conference Board,

sonnél Policy, No. 115,
How Yovk, 195f, P. 19.
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TABLE X

EMPIOYEE CONTRIBUTIONS UNDER CONTR IBUTCRY PLANS
ESTABLISEED BY 13 CATHOLIC COILEGES IN THE U.S.

‘ Per Cent of Colleges

Nonthly Contribution Rumbey Reporting
$.40 o ———
$.45 0 e
$.50 3 25.1%
$.55 0 -
$.60 6 46.1%
Other 1 7.7%
Fonedeterminable# 3 25.1%

Total 13 100,0%

# Amount 1s Iincorporated in other group benefit contributions.




CHAPTER IV
GROUP LIFE INSURANCE

Group life insurance is payable for death from any
cause. It 1s actually term insureance as it 1s written on a
one-yéar renswable contract, has no cash surrender values,
paldeup or other nonforfeltable loan values., It 1s written
without a physical examination and usually terminates 31 days
after the Individual leaves his employment.

Group life insursnce then is based upon the same
fundemental insurence principles as ordinary life insurance--
with the important exception that risk selection based ‘on the
group 1s substituted for Iindividual selection of the lives.

Group selection is not conocerned with the conditions of
health, morals, or habits of any particular individusl
in the group. Instead, group selection i= almed at

obtaining & group of individusl lives or, what is even

more Iimportant, an aggregation of such groups of lives
which will yinid a certain predictadble rate of norta11£y.
If a sufficlent mass of risk-units (groups of lives in
this case) is obtained, and if these risk units are
reasonably homogeneous Iin nature, then advantage can be
taken of the predictability of the death hazard.l

How Much Life Insurance
The amount of life insurance must be based, therefore,

on some plan that precludes individual selection. In other

words the samount of insurance on any individusl must be fixed

1. GOregg, Davis W., An Analysis of Group Life
Insurance, P. 25

21
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by rule and must not be subject In any way to his own n;lnutzen.
Thers are five methods used to doterniné the amounﬁ
of the insurance: (1) it may be the same for all employees;
{(2) 1t may be based on the employee's earnings; (3) it may be
based on the employee's position; (4) it may depend on length
of service; (5) it may depend on two or more of the factors.
The first method has to 1ts advantage, simplicity.
It 1s objectionadble iIn that an amount which 1s adequate and
suitable in the case of one employes may not be so for another,
The seaond plan 1s the most common and 1s probably
the best. Insurance which is based upon the amount of salary
or wages 1s an limprovement over the aimple plan of providing
a flat amount of insurance for all and is now widely adopted,
It adjusts the amount of the Insurance to the employee's needs
and standard of living. MNoreover, the smount which he con-
tributes is adjusted to hils ability to pay. ?

Example of Group Life Insurance 3
Benefits Based on Salary Schedule

Yearly Earnings “Amount of Insurance
1'006 Or 1088 o+ « v « 4 ¢ + s 2 4 & o s 4 & 1,000
1,001 to $2,000 + 4 ¢ s s s s s s s e e 2 ,OOQ
2,001 0 $3,000 4 ¢« o ¢ o ¢ o s 2 6 & & s o | 3,000
N N 5,000

Over $3,000 . .

{

8. JMaclean, Joseph B,, Life Insurance, Pg. 387.
3. Ibilda, P, 388,
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The third method of determing the amount of 1;;ur~
ance 1s according to the position held. An example of the
schedule 1s as followst |
Officoﬁl‘.~-1.‘.1¢ “ e e v .VGIO,OOO
Foremen end department heads o . + § 5,000
Other employees .« « « « + s « « + $ 2,800
The disedvantage with this method is that there may
be difficulty in defining the different "olasses” or "posi-
t ions™, |
The fourth method for determing the amount of insure
ance is mede to depend upon length of servise. This seems to
be better for noncontributory than sentributory plans. It
does not work well under a contributory plan beeause of
incresses in the contribution regardless of the increases in
the salary. In mest cases the insurance begins at a minimum
amount of $500 or $1,000 for employees having less than six
monﬁha or one year of service and increasses by degrees to a
specified maximum according to a scale stated in the policy.
The advantage of this method is that it gives recognition to
long service and as a result encourages permsnence of service,
‘However, 1t doean't differentiate bLetween the needs of highe
paid and low-paid employees unless different classes are ine
| sured on different schedules. Under either the contributory
or Qon—oanﬁributery plans a service schedule will prnbably"
4., Ibid, 388-389,
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result in increasing the average premium cost to the employer,

-

because the percentage of the amount of insursnce on the older
employees with longer service tends to increase.

Becsuse of necessity a reasonable limit is placed
on the amount of insurence that will be 1ssued to any class in
a partiocular group to prevent the selection sgainst the insur-
snoe company which would result if very high amounts of Insure
ance were permmitted, since these very high amounts might be
chosen by the employer whose exsocutives were in bad hoaith.
At the present time the maxisum amount of insurance that will
be 1ssued on any one employee in any group by mest insurance
companies I1s usually determined by the total amount of insure
ance on the group. It is higher for large groups than for
small groups.
Additional Life Insurancet

Somet imes an employee wishes to take, st his wwn
option, additionel Iinsuranse at group rates, 8Such a plan
would not be wise since an empleyee in pooer heslth would be
likely to avail himself of this privilege to the maximum extent,
while many of those in goed heslth would not do so in spite of
the favorable terms for this insurance in comparison with the
cost of insurence which could be obtained elaewhero.s

!
5. Ibia, P, 389.
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As a result there would be a selection against the insursnce
carrier. Even with a medical examinetion it would not be
practiceble, since the premium rate 1s not sufficient for the
expense incident to Individusl insurance. ¢
Premium Rates:

The amount of premium whioch is contributed by the
employee varies. For example: It may be sixty cents per
one thousand dollars of life insurancej however, for an extra
hagardous industry, the contribution may be higher. If the
average age of the employees 1s low, the contribution per
month may be lower. The premium which 1s paid by the employee
under the group plan is generally low, |

Although premium rates usually are low on group
policies, the statutes of many states preacribe ayminhmum stan-
dard upon whiech they shall be based,

The employer pays the premlums to the insurance com-
pany. Even in ceses where a portion of the premiums is cole
lected from the employees through a deduction from their wages
by the employer, the employer 1s liable to the company for the
payment of premiums on the group policy. The insurer 1is not
concerned with whether the amployer collests a part from the

employees or not.

"

6. Ibid, P. 390.

7. Oroup & Salary Savings, Insurance Research and
Review Service, Sec, EI, Ea%ﬁn 13 and 14.




26

The 1insurer's contact with the insured employee; is
shrough the employer, and the contact of the employees is
through the employsr. *

Group policles, Just like other types of insurance,
in most cases prescribe a gracse perlod for the payment of each
premium after the first. Sometimes statutes require this
perlod. Because the number of employees that are insured
changes constantly, the premiums are peld monthly.

The grace period generally 1s held to extend the
group contract past the date when the premium 12 due. As the
contract 1s between the employer snd the insurer, the grace
perlod is held to be personsl to the employer.

There are some statutes which expressly provide thst
‘ the employee shall have & grace period for the payment of hils
~ own premiums. ®
Reneficlaries and Optlons:

Each employee 13 given the opportunity of naming any
beneficlary he desires and of changing the beneflclary at any
time upon notifying the insurance company on forms provided
by it.

The insurance mey be psid to the bensflicilary in one

8. Ibid, Cards 13 and 14.

9. Company Group Insurance Plans, Fatlonal Industrial
Conference Board, P. .
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large sum, or arrangements may be made by the employee t; have
it pald out in Installments. The beneficisry 1s also given
the same privilege if the employee dies without previsusly
making arrangements for installment payments. The amount and
the durstion of these payments are subject to the spproval of
the insurance company.

Extended Death Benefits:

If death occurs within thirty-one days after term-
ination of the employment, the laws of most states provide
that the individual's beneficlary must be paid the death
beneflt.

At one time the death benefit was pald in adwvence to
employees who were permanently snd totally dissbled. Exper-
ience with this type of insurance protection hss shown unsatis~
factory results. Many insurence companies have discontinued
it, but a great deal still remains on the books of most come
panies,

Instead of the total sand permanent disability feature,
there is the more popular walver of premium., If the disability
occurs before the age of sixty or sixty-five and while the

10
employee 1s still insured, the 11ife insurance remains in force

10. Inid, P. 27.
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end the contributions stop. The type of extended death ;onofit
that 1s available 1a dependent upon the underwriting regulations
of the insursnce company.

Layoffs and lLeaves of Absence:

Insurance regulations state that the life insurance
beneflt may be continued for a certaln period if any employee
ia given a leave of absence or has been laid off. For laide
off employees, this stipulation is applicadle only Aif they are
carried on the regular roster and are regarded as employees,
subject to recall as they may.ba needed. This extension period
is allowed only if the premiums are continued,

There is a diversity of policy in regard to the length
of time the insurance is kept In force. The period mey run
from immediate stoppage to a length of one year.X1
Life Insurance for Retired Employees:

A very important problem which is being considered
more and more 1s the continuing of insurance for retired
employees. The problem and the solution to 1t 1s a Aifficult
one,

When an empiayee is retired from s company, there are
several alternatives with which to handle his group life Insur-

12
ance: the employee may convert all or part of his insurance

12. Gregg, Davis W., An Anslysis of Group Life Ins.
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to an individual policy; the insurance may be permitted ;a
lapse; or the employer may decide to continue all or part of
the employee's insurance, either with or without the premium
contribut ions from the employee. Only a very smasll amount of
insurance is converted, since the premium rates are very high
at the usual retirement age. As a result, there are two alter-
nativest elther the employer has to continue all or part of the
insurance or it will lapse.

Many employers have been hesitant to ellow their
employees to lose all of their group insurance on retirement,
especlally when the employee depends upon this coverage as his
only l1ife insurance protection. Because of this, some employ-
ers have continued to carry their retired employees on their
group life insurence roster with a decided effect upon the cost
of the plan.

When the retired employees of s compsny are contlinued
to be carried under the group life insurance plan, there 1s no
longer the decrease from the group of the older, high-premium
cost persons. The end result leads to an increasing average
premium coat which will tend to higher levels as the proportion
of retired insured persons incresses. The Increased cost slways
falls on the employer as he either pays the entire premium in a

13
noncontributory plan, or all of the excess premium over the

13. Ibid, P. 181-184.
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employes's level contributions iIn a contributory plan.

An sotuarlial study was recently made to determine what
the actual effects on premium cost would be 1f insur-
snce were continued on employees retired at age sixty-
five. 1t was found that 1f instead of lapsing the
Ingurance at age sixty~five it werse continued in full
on the retlired employees, the net cost per month per
$1,000 could be expected to incresse from $.60 to $1.42
-~an increase of 137 per cent. If the insurance were
continued to the extent of 50 per cent, 25 per cent, or
10 per cent, the net cost would inocrease 73 per cent,
38 per cent, and 17 per cent, respectively. 14

Most of the group Iinsurance companies recommend to
the employexr that insurance be continued on retired employees
only for reduced amounts. Some companies advise the amount
of the insurance be reduced one half on reaching retirement
age, while some recommend that it be reduced to e maximum of
$500 or $1,000.

It may be that the employer wishes to continue the
group insurance on retired employees. In thias event a group
permanent plan might be used in place of the group term insure
snce., In using a group permanent plan, the costs may be spread
over the longer period of time and the employee may shgre the
cost to a greater extent. The recent interest In group perm-
anent Insurance has been brought about, therefore, by the progg

lem of how to handle the life insurance of retired employees.

14, Ibid, P. 181-184.
15- R&id, P, 181“18“0
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Group Permanent Insurance:

Group permanent Insurance wss Iintroduced in 1942 by
the Bankers Life Company of Iowa and 1s now offered by most of
the group wrlting companies, It has had rather a slow growth
and 83 yet 1%t has not taken the place of group term insurance,

Three ressons were responsible for the development
of thiz group Insurance. One reasson was the increasing demand
for & type of coverage which would provide cash or palde-up
insurance values upon termination of employment, eapecially at
the ad vanced ages., The second reszon was the necesslty for =
plan in which the insurance could be continued after retirement
and on 2 fully paid~up bagis. The third resson grew out of the
development of "pension trust™ plans under which individual
policlies were lssued to trustees, which was to secure the
advantages of group underwriting prccedgrea and administrative

6

methods in connection with such plans.
Where s group permanent plan 1s sdopted for pension pur=
poses the plan of insurance is usually the "Income
Endowment® form (providing units such as $1,000 of insur-
snce and $10.00 monthly income at the maturity date.)
In other cases a popular plan 1s Whole Life paid-up &t
age sixty~five., In some plans, lnsurance during the first
five years after the employee becomes ellgible for Insure-
ance,1s on the renewable term basis, the permanent plan
of insurance taking effect thereafter, In order to reduce
the percentasge of early withdrawsls there is usually a

waiting period of at least three years before an employee
becomes eligible. 17

16. McClean, Joseph B.,Intrcduction to Life Insur-
ance, McGraw-H1ll Book Co., New York, 1950, Pg. 1B8l1-2,

1‘7: Ibid. Pgo 181"‘2.
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Group psrmanent policies as yet have not besn ;tan-
dardized to the same extent as group term insurance, but they
are wrlitten up on an Individual basis with the benefits and pro-
vislons to £it each situation., Because of the large expense
of sollcliting and writing this type of contract, they are not
usually issued unless the total amount of the insurance on the
group 1s at least {250,000, Lare annual premiums are, there-
fore, Ilnvolved. As s result of thls, and because of the
greater desirabllity that such s contract should be maintalned
in force by the employer, & group permanent plan ls not sulte
able 1in all caaes.ls
The business of thé employer should be one which hszs
stable earnings, which 1s well established, and where
labor turnover 1is not heavy, and the total cost to
* the employer should not be too high a proportion of
available net income. 19
Although all the above requirements may be wet at
the time the policy is Issued. the employer may have 2 poor
year and mey find it hard or imposslble to pay the current
premiums. In order tuv mest this type of aituatlon some group
permenent pollcies contaln a provision that, upon request
by the employer, ths permenent insurancse may be discontinued
and replaced by renewable term insurance., If this Is done,

20
the emount of term insurance on each employee 1s the difference

18, Ibid, 181-2.
19, Ibid, 181-2.
20. Ibid, 161-2.
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between the full amount snd the reduced paid-up 1nsuranc‘e avalle
able under the permanent policles. At s later date, the perme
anent plen can's resumed by converting the term Insurance then
in force on each employee to the permsnent plan as of the cure
rent dete with premiums at the then attained ege.

Under the group permenent plan, in case of terming=
tion of employment, any cash or Insurance value which has
arisen from the employee's own contribution 1s avellable to
him, Under the non-contributory plan the employee would not
recelve anything but, In most cases, the contract gives him
the same conversion opportunity as urder the group term

21
econtrect.

21, Ibid, P. 181-2.




CHAPTER V

RESULTS OF A SURVEY CONDUCTED FOR THE PURPOSE OF THIS THESIS
Seventy-five questionnalires were mailed to various
Cathollic colleges throughout the United States, Of this number
twenty~six were malled to Jesult universities and colleges and
the balance of forty-nine were malled to non-Jesuit colleges
end universities. Thirty-three replied to the gquestionnaire
or 44.0 per cent. (See Table I-A) |

TABLE I-A
QUEST IONKA IRES ISSUED AND PER CENT RETURNED

Queatlonnairaal’asuod..-............;-.75
Queationnaireaﬁoturnad......_.....-....‘33

PQrCﬁnﬁOfﬁﬂtwnﬂoiaoocoop-oootcc'o¢44ﬂ

0f the thirty~three Catholiec colleges reporting,
fifteen or 45.5 per cent have group life insurance programe in
force; in seven or 21.2 per cent of the cases there was no
detailed information available, and eleven or 33.3 per cent had
no progrems in force. (See Table II)

Table III shows the pendulum hags again swung back to
contributory plans. Of the total number of colleges reporting

39.4 per cent of the plans are on a ocontridbubtory basis; only
34
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Seventy-Filve

Questionnalres

Sent

' FIURE 1

SCOPE OF THE SUR WEY

s \ memeee=Represents five colleges.

Thirty-three reporting = 44.0 Per Cent
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FIGURE 2

SCOPE OF THE SURVEY
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% States to which questionnaires were malled having
Cathollie colleges.

All Jesult American colleges were mailed questionnaires.




TABLE 1I

' ®
NUMBER AND PERCENTAGE OF COILEGES HAVING PROGRAMS

37

Quest ionna ires Bumber Per Cent of COIIQgeé Reporting
Collegea with 15 45.5
program
Colleges without | 11l 33.3
program !
No detalled In- 7 ' 2l1.2
formation availw
able
Total 33 100.0

# See appendix for names and locations of colleges,
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two or 6.1 per cent are on a non-contributory basis; seven
colleges or 21.2 per cent did not presegt sufficlent infore
mationi and one~third or 33.3 per cent ;r the colleges have
no plans whatsoever. However, of the tétal nuamber with
complete Information avallable as to plans, 86,7 per cent are
on the contributory basls and 13.3 per cent are nonecontribe
utory. The arguments In favor of the contributory plans were
enumerated In Chapter III.

Approximetely twelve per cent determine the smount
of insurance for each employee according to his annual salary;
12.1 per cent by the employeets occupation; 3.0 by the indivie
dual's length of service; 15.2 per cent grant the aaﬁe amount
of insurance for all employees; 3.0 per cent did not reply to
this inqulry; and in 21.2 per cent of the caeses there was no
detailed information available; the balance or 33.3 per cent
did not have any plsns in force. (See Table IV).

As to the total and permanent disabllity festure,
moat of the colleges make some provision. In 8.1 per cent of
the returns, the employee after becoming totally and perman-
ently disabled cen srrange to continue his Iinsurance with the
company issuing the Iinsurance; in 24.2 per cent of the colleges
reporting, the insurance company will waive the premiums; only

ons employer, or 3.0 per cent of these reporting colleges, will

pay the premiums; 9.1 per cent of the colleges ﬁako ne provi-




TABLE IXIX
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NUNBER AND PER CENT OF CONTR IBUTORY--HNOK CONTR IBUTORY PLANS

Type of Plan Number Per Cent of Collagea’neporting
Contributory 13 39.4
Non-Contributory 2 6.1

No Plans 11 35.3
Ro detailed infore 7 21.2

mation available

Total Reporting 33 100.0
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TABLE IV

CO VERAGE ACCORDING TO SCHEDULE OF BENEF ITS

Amount of Inaurance Humber Per Cent of Total Reporting
Determined by

Annual Salary 4 12,1
Occupat ion 4 12,1
Length of Service 1 3.0
Same for all employees 5 15.2
Hot answered 1 3.0
No detsiled informatlon 7 21.2
available
Ko Plans in Force 11 33.3

Total Reporting 33 99,9
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sion; 2l.2 per cent dld not give detalled informationy and
33.3 per cent have no plang for group life Iinsurancs in forcse,
(see Table V)

In moat cases 1f the employes does not take out the
group life insurance within a specifiled period of time s
medlcal examination wlll be required before he can join after
such perlod., In 18,2 per cent of the returns the colleges
require an examination after thirty~one days; in 6,1 per cent
of the cases after ninety- days; in 3.0 per cent they always
regulre an examinatlion; Iin 18.2 per cent there is no mention
of the period of time &s to when an examination will bs re-
quired; In 21.2 per cent of the returns the colleges d1d not
provide sufficient Information; and 33.3 per cent had no plans
in force. (See Table VI)

Table VII shows that in the me Jority of the plans,
the insurance urder the group policy will terminate either
ismed 1ately upon terminat ion of employment or after thirty-one
days, unless oconverted into an Indlvidual policy., In 18.2 per
cent of the returns the survey showed the Insurance would
terminate immedlately; in 15.2 per cent the coverage would
terminate after thirty-one days; in 9.1 per cent of the
reporting colleges no period of times was mentioned; In one
case or 3.0 per cent another perlod of time was permitted;

in 21.2 per cent of the cases no detalled Informatlion was
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TABLE V

PRO VIS IONS FOR PERMARENT AHD TOTAL DIBABILITY OCCURRING
BEFORE AGE 8 IXTY

i
—

Provision %umbor Per Cent of Colleges Reporting
!
é
Employee can srrangs 3 09.1
to continue the
insurance
Insurance company 8 24 .2
will waive the
premium
Employer will pay 1 | 03.0
the premium
No provision made 3 08.1
Bo detalled infor- 7 21.2

mation available
No plans 1n force 11 33 .3
Total Reporting 33 ; ' 99,9
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TABLE VI

MED ICAL EXAMINAT ION REQU IRED IF EMPIOYEE DOES HOT JOIN
PLAN WITHIN SPECIFIED PERIOD OF TIME

Poriod { Number Per Cent of Colleges Reporting
31 Days 6 , 18.2
90 Deys L2 6.1
Alweys Required 1 3.0
No Stipulation 6 18.2
M¥ade ;
No Detailed Infor-. 7 21.2
mation Avallable “
No Plans In Force ; il 33.3
Total Reporting 33 100.0
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avallable; and in 33.3 per cent of the returns no group‘;lana
were in force,

For those colleges which gave information on layoffs
and leaves of absence in their employess insurance booklet or
replied to the questlonnaire, it was found that in 30.3 per
cent of the cases no stipulation 1a made as to coverage during
layoffs and leaves of sbsence; conslderation 1is given in 15.2
per cent of the colleges reporting; 21.2 per cent 4id not
provide detalled Information; and 1n 33.3 per cent there are
no group life Insurence plans In force. MNost plans permit
(1) continuation for three months or (2) the continuation of
insurance to the end of the month following the month in which
the layoff or leave of absence occurs. (See Table VIII)

In Table IX the ma jority of group life insurance
plens allow the individual whose services are terminated to
convert all or part of the insurance to an individual life
insurance policy, provided application 1s made and the first
premium is paid within thirty-one days of termination. In
36.4 ‘per coent of the colleges reporting, thirty-one days 1s
allawed; In 6.1 per cent of the cases no period of time was
mentioned; one college or 3.0 per cent had some other period
of time other than the thirty~one days, but this period was
not specifieds in 21.2 per cent of the returns no detailed

informat ion was availablej and in 33.3 per cent of the colleges
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TABLE VII

PERIOD IN WHICH INSURANCE COVERAGE CEASES

Perlod Number | Per Cent of Colleges Reporting
Immed iately upon term=- 6 18.2
ination of employment
After thirty~one days & 15.2
No perilod ment loned 3 9.1
Qther 1l 3.0
¥o detalled information 7 21.2
available
Ho plans 1In force 11 33.3

Total Reporting i 35 100.0




TABIE VIII

COVERAGE DURING TEMPORARY IAY-OFF OR LEAVE OF ABSENCE

46

Provision ~esr-ucw- Humber Per Cent of Colleges
Report ing
Consideration given 5] 15.2
¥o stipulation made 10 30.3
No detalled information 7 21.2
available
Xo plans in force 11 33.3
Total Reporting 33 100.0
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reporting there was no Insurance in force., The employee may
select any type of 1life insurance usuplly Z2ssued by the insur-
gnca company, with the exception of term Insursnce, No phys=-
ical exemination 18 necessary if the employse acts within the
specified perilod,




48

TABLE IX

CONVERS ION PRIVILEGE OFFEHRED EMPLOYEE PROVID ING APPLIED
FOR IN SPRECIFIED PERIOD OF TIME

Period Bumber Per Cont of Colleges Reporting
Thirty-one days 12 36.4
Other 3.0
No perlod mentioned 6.1
o detailed Infore 7 2.2
mat ion available
Ko plans in force 11 33.3
Total Reporting 33 100.0




CHAPTER VI

EWLUATION OF COLLEGE GROUP LIFE INSURANCE PROGRANS

One of the main objectives of the group life insure
ance program is to give employees and their dependents a
feeling of some financlal security and also some freedom of
wor>y when death comes. The advantages which the employer
may get from the plan are mostly intanglble since they stem
mainly from employee satisfactlon.

Colleges were asked to evaluate their group life
insurance program from the standpoint of the group headings
shown below. ©Of the thirty-three colleges reporting fifteen
had programs Iin force. The percentages which follow are based
upon the fiftesn colleges with programs,

Employee ¥orale: )
By providing employees with a measure of security

and freedom of worry, the group life insurance has greatly
helped to improve employee morale. In replying to the question
a8 to whether the group life insurance had improved employee
morsle, 73,3 per cent replied in the affirmative. Some
colleges are more enthusiastic about the plan as a morale
builder than others. The following is a quétstion which
Indicates the opinion of a large Eastern university.

49
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L]

Even mention of insurance stimulates employees interest
in future even tho {they} may not take out our insurance.
As a result many find company that has insurance best
suited to thelr own needs.
Of the reporting colleges 13.3 per cent did not reply
to the question asked, 6.7 per cent anawered No and the remsain-
der or 6,7 per cent said 1t was doubtful,

Jmproved Employer-Employes Relstlons:

If a group life insurance program creates a higher
level of employese mprale, then it should also create better
smploysr~employee relations. This was savidently the case as
was found in the gquestiomnsire. Approximately the same amount
of colleges that felt the plan Tto be s morale bullder felt it
to be responsible for detter employee-employar reletions.
About 66.7 per cent of the reaspondlng colleges felt that the
plan improved employer-employee relations; 13.3 per cent did
not reply; 6.7 per cent felt that 1t 414 not improve relationa;
and 13.3 per cent stated that 1t was doubtful. The following
is an excerpt from a small college.

We feel by our plan we will be able to hold on to our
teachers; the plan will give them pause i1f they intend
to get & better job., The purpose wes to offer them
something special to keep them as teachers in our
college.

Effect On Labor Turnover:

Although the group Insurance plan proved effective iIn

improving employes morale end creating better employer-employee
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relations, it hes not been as effective in reducing labé; turn-
over, Only 20,0 per cent of the reporting colleges felt that
the group life insurance has had an effest on reducing labor
turnover, Forty~aix per cent approximately (46,7) felt there
was no decrease In labor turnover; 13.3 per cent did not reply
to this question; 13.3 per cent expressed doubt ss to whether
the group life insurance resulted in a decrease in laber turn-
over; and 6,7 per cent felt that labor turnover was never a
problem with them.

Effect on Efficlency:

To the point where an employes feels securs and 1s
relleved from anxiety, the group life Insurance plan may play
a part in incressing effilciency. The viewpoint of most of the
colleges or in 33.3 per cent of the colleges which reported ,
the consensus of opinlon was that the group life insurance
program had no effect on increasing employee efficiency. Of
the colleges reporting 26.7 per cent felt that the progﬁum does
increase efficlency of the employeei again 26,7 per cent felt
that it was doubtful as to whether the employees efficlency
was increased because of the program; and 13.3 per cent d4id
not reply to this guestion.

Alded in the Recruitment of Employees:

A greater proportion of the colleges with programs
felt that having a group life lnsurance program aids in recruit-
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ing employees. Approximately forty-six per cent (46.7) ;f the
total replied in the affirmative; 20.0 per cent replied in the
negative; 13.3 per cent did not reply to this question; again
13.3 per cent expressed doubt as to its wvalue in regard to this
question; and 6.7 per cent felt that recruiltment of employees
was never a problem with the colleges.

Reduct ion of Absenteeism and Tardiness:

In regard to this question only 6.7 per cent of the
colleges with a program felt there was any reduction in asbsent-
seism and tardiness az a result of the nrogram; 40,0 per cent
felt that there was no reduction in regard to this questiong
26.6 per cent did not reply; 20.0 per cent expressed thelir
doubt as to any decrease in absenteelsm and tardiness azs e
result of the Institution of the program; and 6.7 per cent felt
that this was never a problem with them.

Stimulation of Interest in the Job and the Organization:

It is epparent from the following that the group life
insurance program does stiwulate interest in the job and the
organization since 40.0 per cent of the colleges with s program
felt this was the case with them. However, 26.6 per cent
replied in the negative; 26.6 per cent dld not reply to this
question; and 6.7 per cent expressed their doubt as to any

st imulatlion of interest es the result of instituting such a

program.
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Transfer of Benefits Between Colleges:

Only one college or 6.7 per cent of the colleges
having group life Iinsurance permit the transfer of benefits
between colleges; 80.0 per cent do not permit any transfer;
and 13,3 per cent di@ not raplj to this question.

Other Factors:

The following are some of the comments which were
made in reply to the gquestion &s to whether they had any com=-
ments to meke regarding the group life Insurance program in
force at their particular college,

When an employee dles he does not leave a destitute
famlly which might be [embarasing ]to the college.

Group Insurance plans enable omployées in lower salary
brackets to obtain insurance coversge where they could
not otherwise afford to do so.

A means of bringing college wages and salaries up to
living soclial standards.

Our group medical-hospitel plan under the Blue Cross plan
in which the school pays one half the cost seems %o have
much more Influence with employees than does the life
insurance coverage.

Employees are very thankful that the plan was put in and
hope that there will be additions to 1it.

Our group insurance 1is strictly term insurance. It 1is
optional. Contribution 1s shared by the University and
the employee. Particlpation is ended upon retlrement,
and this causes some resentmentj but any participant
may, upon leaving or retiring, convert te regular
policy without health examination.




CHAPTER VII

CONCLUS DX

Group term Iinsuresnce 1s unsatisfactory from several
standpoints Iin case employment 1s terminated. One disadvantage
is tha t the employee is charged that rate for the age which
he has attained at the time of conversion to another type of
policy. If the employee 1s getting on in years, this conver-
sion may cost more then he 1is able to sasume. It has been
the experlence of most of the insurance companies that the
death rate under the converted policies 1s higher than for
the policies seld with the requirement of a physical examina-
tion., The indlcation 1s that the employees who take advantage
of the conversion privilege are not up to par physically.

Another diseadvantage of group life insurance ia that
it does not have any cash surrender valus. Many individuals
cannot understand why they are not entitled to some cash return
when they haye made contributions for so meny years. Then too,
it 1s difficult for the individual to emprehend why the
premium rate of the converted policy 18 not based on the age
at which the Individusl entered ths plan.

Dissatisfaction also arises due to the retirement of
older workers. The premium rate for the individual climbs
steeply as the worker grows older. The basic premium rates for

54
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group life Iinsurance are based mostly upon the ages of ail the
employees covered, The rate for $1,000,00 1ife insurance is ten
times higher for workers at age seventy than it is at age
thirty.l Therefore, it 1s belleved that the insurance for
the older workers should be a different type than the group
term, that 1s, the premium rate should not increasse with age
and the policy should have some cash surrender valus. Group
permenent life 1nanrapua might help to solve the above
ob jections. |
Under the group permanent plan, the premium 1s loaded
in order to provide for reserves during the aarl;gr years to
take care of mortality which is expected later on. The reserves
make the pald-up and cash values of this type of policy possible
The most typlcal form of group permanent life insur-
ance usadﬁia?a combinnﬁian of term and paid-up life insurance.
Under this type of insurance, which Is usually on a contributory
basis, the employees' contributions are used to purchase the
peid~up portion of the polliey, while the employer's contribu-
tlons are used to pay for the term insurance. As the pald-up
insurance Iincresses, the term insvrance decreases. As & result,
at the early ages, the employer pays a falrly good portion of
the individual's insurance, but he pays a much smaller part 2

: 1. Studies in Personnel Poliecy, National Industriasl
Conference Board, #liZ, P. 28.

2. Ibid, P. 28
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near retirement.

It is significant to note that none of the colleges
with group life Insurance programs continued the insurance for
the employee by paying even a small portion of the premium,.
upon retirement of the employee. It would seem that even
though the requiremente of the employee &t age slixty-five are
not as greast ss they once were, there is still need for at
least a reduced amount of 1ife Insursnce. Yet, due to the
increased premium cost based on the employee's advanced sage
the retiring employse may be unable to convert his Insurance,.
and a8 a result he 1s turned out te pasture,.

McDonald states that there 1s a decided trend toward
reduced Group Life Insurance for employees who have reached a
coertain age, usually sixty-five, or who have actually retired
from work. He goes on to state that the premium cost of Group
Life Insurance at the clder ages iz high and the need for family
protection at this time of life i3 greatly reduced. Iecause of
these reassons, spending money on full protectlion for such em=~
ployess, an employer 1s diverting money from:

1. Pension benefits which would be of greater benefit to
the older group of employees and

2. More adequate Group.Lifo Insurance coverage for the
younger and more active employees who, it 1s felt have s

greater need for this protection.
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-

As a result of this, some companies have come to the

conclusion that Group Life Insurance should be continued on

some reduced basis, in most cases without cost to the employee.

Some advocate gradual reduction and others immediste reduction,

The following i1llustrate graphically the practices of some

large prominent companies in carrying out these two systems of
3

reducing Group Life Insurance.

1.

2,

Group Life Reduction
After Age 65 or Retirement

An Auto Company-~ for employees with 10 years or mors of
coverage~-Maximum $50,000 -~ Minimum $2,500.00

Full amount of R Inmed 1late $500 Reduction
Group Life E at 65 plus
Insurance T
I 2% 15 to 30% of original
R | Monthly coverage. Minimum of $500
E i Reductions
M Without Contributions
E
N
T Unt 11l Death ——>
68 68

A Utility -- Maximum $20,000 « Minimum $2,200

Full Amount of R
Group Life g 0% of Original Coverage
I ithout Contributions
R
B Unt il Death ——
g8 4

3 & 4 McDonald, Edwin C., Pensions and Group Insure

ance, New York, 1952, P. 50.
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An 01l Co, =~ Maximum $20,000 «-~ Minimum $1, 600

1.

2.

58

Approximetely 1 year's

R \\\\
E .-
Full Amount T 10%
I
or R Annual pay (50% of original
E coverage) Without
Group Life | Reductions; Contributions
E
N
T i OB A1 Death
65 66 70
IMMED IATE

i

A Meat Packing Co: ~~ Maximum $20,000 «- Minimum $500

N

-
E
- Full Amount T  ———
I 0% of original coverage.
or R Without Contributions

B

Group Life |
E
|
T Until Death
65

A Steel Company - Maximam $40,000 -~ Minimum §$1,500
R
E

Full Amount T
| Reduced to $1,250.

of R Without Contributions.

E

Group Life g
N
! Unt il Death
65

Gﬁ%

5. Ibid’ ?. 50"'2
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3. A Steel Co, = Maximum $20,000 == Minimum $2,500

R i
Full Amount E Reduced to §1,250,
Of Group T
Life I ®Without Contributions,
R
B Unt 11D oot
65

4, A Chemical Co, =- Maximum $40,000 «-Minimum §2,000.

R
Full Amount E Reduced to $1,000,00
of Group T
Life I Without Contributions.
R
B Unt 1) Death -—3 |
65

Let us hope then that Catholic colleges will soon
follow what industry has seen fit to do, and not permit the
faithful employee to laave the employ of the college without

someé insurance coverage for his remaining years.

6. Ibid, P. 52.
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APPERDIX I

27 JESUIT COLLEGES AND UNIVERS ITIES
CONTACTED FOR THIS STUDY

61

1952

No. KName of Institution City State

l. Boston College Cheatnut Hill Massachusetts
2+ Canisius College Buffsalo New York

3. Creighton Univeraity Omaha , Nebraska

4. Falrfield University® Fairfileld Connect icut
5. Fordham University New York Hew York

6. Georgetown University®* Washington D.C,

74 Gonzega University Spokane Washington
8. Holy Cross Collegs Worcester Maassachusetts
9. John Carroll UniversitywCleveland Ohio

10. LeMoyne College Syracuse New York

11. Loyola College Balt imore Maryland

12. loyola University Chicago Illinois

13. Loyola Universitys Los Angeles California
14. Loyola University New Orleans Louisiana

15, Marquette University® Milwaukee Wisconsin

16, Regls College Denver Colorado

17. Rockhurst College Eanses Cilty Missourl
18. St. Joseph's College# Philadelophia Pennsylvania
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27 JESUIT COLLEGES AND UNIVERS ITIES
CONTACTED FOR THIS STUDY

1952
Ko. Rame of Institution City State
19, 8t, Louls University# St, Louls Missouri
20, St, Peter's College Jersey City Rew Jorsey
21, Seattle Univeraity+« Seattle Washington
22, Spring H1ll College Mobile Alsbama
23, Unlversity of Detroit Detroit Michigan
24, University of San Freancisco Celifornis
San Franc isco%*
26, University of Santa  Santa Clare,  Califernia
Clara# N
26, Unliversity of Scranton# Scranton Pennsylvania
27. Xavier University Cincinnati Ohio

# 8Signifies colleges replying in this atudy.
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49 NON-JESUIT COLLEGES AND UNIVERSITIRS

CONTACTED FOR THIS SURVEY

1952

No, Name of Institution Cilty State
1, Assumptlion College# Worcester Massachusetts
2., Bellarmine College# Loulsville Kentucky

3 Belmont Abbey College Belmont North Carolines
4, Carroll Collegse Helena Nontana

5. Catholie University Washington D.C.

of Americas

6., College of St. Francila® Jollet Illinois

7o Dayton University Dayton Ohilo

8. DePaul University#® Chiecsgo INlinois

Q. Dominican College San Rafael California

of San Refael

10. Duquesne University Pittsburgh Pennsylvanisa
11. Holy Names, College of Oakland California
l2. Lewis College¥ Lockport Illinois

13, Manhattsn College# New York Kew York

14, Marymount College# Los Angeles California
15. Mt. St. Mary's College# Emmitaburg ¥aryland

16. Mt. St. Mary's College# Los Angeles California
17. Niagara Univeraity Riagars Falls New York
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49 NON-JESUIT COLLEGES ARD UNIVERSITIES

CONTACTED FOR THIS SURVEY
1952

B e e e e e A e ot it

No. Name of Institution Clty State
18, Providence College Providence Rhede Island
19, Rosary College River Forest Illinois

20. 8t., Ambrose College# Davenport Iowa

21, St. Anselm's College Manchester New Hampshire
22, St. Basll's College Stamford Connect icut
23. S8t, Benedict's College® Atchison Kansas

24, St. Bonaventure Univ.# St. Bonaventure New York

25, St ,Edwardts University Austin Texaa
26, St. Francls Colleage Biddeford Ma ine
27. 8t. Francis College Fort Wayne Indiana
28, 8%t. Francis College Brooklyn New York
29, St. Joh? Fishesr College¥#Rochester New York

30, St. John's Univeraitys Collegeville  Minnesota
31. St. John's University® Brooklyn New York
32. 8t. Josepht!s College Collageville Indians

33. 3t, Martin's College Olympls Washington
34, St. Mary-of-the-Woods St. Mary-of-the

College Woods Indilana
35. 8t. Mary's College Orchard Lake Michigan

36, St. Mary's College of
Californis 3t. Mary's California
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49 NOR=-JESUIT COLLEGES AND UN IVERS ITIES
CONTACTED FOR THIS SURVEY
1952

o e iAo 5. R YR 4 o Aol 4 o8 R M 8 At ] e 1m0 AR 1 1S

Name of Inatitution

No. City State

37 St. Mary's College Winona Minnesota

38. St. Mary's University San Antonlo Texas

39. St. Mlchael's College Santa Fe New Mexlco

40, 8t. Michael's College Winooski Park Vermont

41. 8t. Vincent Colleges Latrobe Pennsylvania

42, Steubenville College®# Steubenville Ohio

43, Stonehlll College Nerth Easton Massachusetts

44. Trinity College Weshington D.C.

45. University of Notre Notre Deme Indlana
Dame#

46, University of St. Houston Texas
Thomas#

47 . University of Portland Portland Oregon

48, Villanova College Villanova Pennsylvania

49, Xavier University# Hew Drleans Louisiana

# Signifies colleges replying in this survey.
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APPERDIX III
12 JESUIT CATHOLIC COLLEGES WHICH REPLIED IN THIS SURVEY

i

e e o
N

No, Neme of Instlitution City State

1. Falrfield University Fairf leld Connect icut

2. Georgetown University® Washington D,C,

3. John Carroll University Cleveland Ohio

4. LeMoyne College% Syracuse New York

5. Loyola University Los Angeles Californis

6 Marquette University#  Mllwsukee Wisconsin

Te St. Joseph's College Philadelphla Pennsylvanls

8. St. Louls Universlitys 3t, Louls ¥igsouri

9 Seattle Universitys# Seattle Washington

10. Unlversity of San Francisco California
Sen Francisco#

11l. University of Santa Santa Clars Californias
Clara#

12. Univarsity of Seranton# Scranton Pennsylvania

# Signifies colleges with group life Insurence programs.
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APPENDIX IV

21 NON-JESUIT CATHOLIC COLLEGES WHICH REPLIED
IN THIS SURVEY

1952
Yo, Name of Institution City State
1. Assumption College Worcesater Maasachusetts
2, Bellarmine College Ioulsville Kentucky
3, Catholic University Washington D.C,
of America®
4, College of St. Francis Joliet INlinols
5. DePaul University# Chicago Illinois
6. Lewis College Lockport INlinols
7. Manhattan Colleges New York New York
8. Marymount College Los Angeles California
9. Mt, 8t. Mary's College Emmitsdburg ¥aryland
10, Mt. St. Mary's College Los Angeles California
11, St. Embrose College# Davenpor?® Iowa
12, St. Benedlct's Cellegex Atchiszon Kansas

13, 8t. Bonaventure Univ.% S8t. Bonaventure New York
14. 8t. John Fisher College Rochester New York
15. 8t. John's University® Collegeville Minnesota
16. gt. John's University Brooklyn Rew York
17. 8t, Vincent College Latrobe Pennsylvania




21 NON-JESUIT CATHOL IC COLLEGES WHICH REPLIED
IN THIS SURVEY
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1952

B e a—— : e
No. Name of Inastitution City State
18, Steubenville College Steubenville Ohio
19.. University of Notre Hotre Dame Indlana

Dame#
20. University of St. Thomas Houston Texas
21, ZXavier University New Orleans Loulslana

# Signifles collegea with group life insurance programs.
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APPERDIX V

Name and Address of Institutlion:

The Catholiec University of America
Washington 17, D.C.

Insurance Carrier:

The Aetna Life Insurence Co.
Hartford, Connecticut

El1gibility Requirements:

All full time employees with three months of continu-
ous service with the university.

Schedule of Benefitss

All full time employees limited to $1,000.00 of
insurance.

Employee Contributions:

Each employee contributes slxty cents per month.
Employer Contributions:

Balance of costs.
Remarks:

Premium waiver in cese of total and permesnent dlse
ability prior to sge sixty.

Source?

Cooperative Group Insurance Plan booklet 1ssued by
Aetna Life Insurance Co., Hartford, Comn.j recelived 1952.
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APPENDIX V

Name and Address of Institutlion:

De Paul University
Chicago, Illinois

Inzurance Carrier:
Information not available.

Eligibllity Requirements:

All regular full time employees except, secretaries,
bookkeepers, etc.

Schedule of Benefltst

Classification Amount of Insurance
Under $3,000 Annual Ssalary $3,000
Over $3,000 Annusl Salary $4 ,000

Employee Contributiona:
Sixty cents per $1,000.00 per month,

Employer Contributions:

Balance of cost.

Sources

Quest ionnaire recelived in 1952.
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APPENDIX V

Neme and Address of Institution:

Georgetown University
Washington, D,.C.

Insurance Carrier:

The Travelera Insurance Co.
Hartford, Connecticut

Ellgibllity Requirements:

All full-time lay employees after completing twelve
months service,

Schedule of Beneflts:

Classification Amount of Insurance
Full-time members of Academic $4,000
Faculty
All other employees $2,000

Employee Contributions:

Sixty eents per month for each $1,000 insurance.
Employer Contributions:

Balance of cost.
Remarks:

Premium waiver in case of total and permanent dis-
ability prior to age sixty.

Source:
SR

Group Life Insurance Plsn booklet issued by The
Travelers Insurance Co., Hartford, Cennecticut; received 1952,
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Hamovand Address of Instltution:

Manhattan College
New York, New York

Insurance Carrler:

Motropolitan Life Insurence Co.
New York, New Yerk

Eliglibllity Reguirements:

Faculty: All fulletime members after three months of
employment.

Hon-Academic: All fulletime employees after six
months of employment.

Schedule of Beneflts:

Faculty

If Baslc Annual Pay Is Amount of Insurance Is
Less than $2,500 2,000
%2,500 « less than $3,000 2,500
53,000 =« less than $4,000 3,000
%4,000 « leas than $5,000 4,000
45,000 or more 5,000

Non-Academic
If Basic Annual Pey Is Amount of Insursnce Is

Pemale Male

bttt

Less than §$1,000

$1,000 - less than §1,500 1,000
1,500 - less than $2,000 2,000
52,000 - less than $2,500 2,000
2,500 - less than {3,000 2,000
3,000 or more 2,000
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Employee Contributions:

Not determinable, amount incornorated in other
employee benefitas,

Employer Contributions:
Balance of cost,
Remarks:

In case of total and permanent disability prior to
age sixty, employse can arrange to continue life insurance.

Source:
Your Group Insurance, Faculty and Employees Benefit

Plan, WoneAcademic, Metropolitan Life Insurance Co., New York;
received, 1952.
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APPENDIX V

Name and Address of Institution:

Marquette University
Mlilwaukee, Wisconsin

JAnsurance Carrier:

Benikkers Life Company
Des MNoines, Iowa

Eligibility Requirements:

All full~time administrative, teaching and clerical
employees after completing six months continuous service.

Schedule of Benefits:
$1,000.00 for sll employees.

Employee Contributions:

Fifty cents per month for each $1,000 insurance.

Employer Contributions:
Balance of cost.

Remarkss

Premium waiver in case of total and permanent dis~
ability prior to age sixty.

Source:

Group Life Insurance Plan booklet lssued by Marquette
University and Benkera Life Co., Des Moines, Iowaj recelved 1952,
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APPENDIX V

Nems snd Address of Institutlon:

3t. Ambrose College
Davenport, Iowa

insurangs Carriers

The Lincoln Batlional Life Insursnce Co,
Fort Weyne, Indlana

Eligibllity Regquirements:

All fulletlme lay faculty members end administrative
amglazaoa after three months of service, provided they have
not attained age sixty.

Scheduls Benefit
Clessiflcation Amount of Insurance

Less than five years of service 21.000
Five years or more of service 12,000

Employee Contributions:

Kone

oyey Contributions:
Employer pays the entire cost.

Source:

Ete Ambrose College Retirement and Insurance Plan
booklet; received, 1852,
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Name and Address of Institutiont

St. Benedict's College
Atchison, Kansas

Insurance Carrier:
Selfeinsured by St. Benedict's College.

Eligibllity Requirementss
All full«time employees.

Schedules of Bepnafits:

$1,000 payable to each employse upon death.

Employee Contributlons:

$ .60 per month per each $1,000 insurance.

Employer Contributlions:

$.60 per month per each §1,000 insurance.

Source:
Questlonnaire received in 1952.
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Hame and Address of Institutiont

8t, Bonaventure College
S8t. Bonsventure, New York

Insurance Carrier:

The Prudentiasl Insurance Co.
x“ﬂ.l’k, ﬁo Jo

Eligibility Requirements:

All full-time lay employees after three months of
service.

Schedule of Benefits:

If Basic Annual Pay Is Amount of Insurance Is
Less than $1,000.00 500 '
1,000 - less than $2,000 1,000
2,000 -~ less than §3,000 1,800
3,000 ~ less than 5,000 2,000
5,000 - and over- 3,000

Employee Centribubtionsi

Not determinable, amount incorporated in premiums
for other employee benefits.

Employer Contributions:
Balsnce of cost.
Remarks:

Premium waiver in case of total and permanent diss-
bility prior to age sixty.

Double Iindemnity in case of accidental death or
dismemberment on or off the job.

NSQureos
A Plan of Group Insurance for Our Employees baoklat,
8t. Bonaventure College, received, 1952.
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Name and Address of Institution:

S8t. John's University -
Collegeville, Minnesota

Inauranch Carrler:

- The Travelers Insurance Co.
ﬁartfarﬂ, Connect lcut

Eligiblllgz Requirements:

All full-time lay employees after completion af
one month of service.

Schedule ar Benefits:

Clessification Amount of Insurance
Faculty 2,000
All other employees 1,000

Employee Contributions:

Not determinable, included in premiums for other
employee benefits,

Employer Contributions:

Balance eof cost.

Remarks s

Double indemnity in case of non-ocoupationsl acciden~
tal death, dlsmemberment.

Premium walver in case of total and permanent dlsa-
bility prior to ege sixty.

Source:

Group Insurance Protectlon for You, issued by Order
of St. Benedict, Inc., 8t, John's Univeraity and The Travelers
Insurance Co., received, 1952,
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Neme and Address of Institutlon:

Saint Louls University
Saint Iouls, Missouri

Insurance Carrier:

The Lincoln National Life Insurance Co.
Fort Wayne, Indlana

Eligibllity Requirements:

A1l full-time faculty members and lay employees
after three months of service,

Schedule of Benefitss

If Annusl Pay Is Amount of Insurance Is
Less then $1,800 $§ 500
1,800 - §2,399 1,000
2,400 - $2,999 2,000
3,000 - $3,569 3,000
3,600 = 4,199 4,000
4,200 = and over 5,000

Employee Contributilons:
Fifty cents for each $1,000 insurance.

Employer Contrlbutions:

Balance of cost.
Romaris:

Double indemnity In case of accldental death, dis-
memberment or loss of sight exsept if covered by Workmen's
Compensat ion Law.

' Premium walver up to a maximum of 12 months, in case
- of total disabllity prior to age 65.

Sources
St. Louls University booklet received, 1952.
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Name and Address of Institutlion:

Seattle University
Seattle, Washingten

Insurance Carrier:

Information not available.

Eligibllity Reguirements:

All regular full-tlme employees.

Sehedule of Benefits:

$5,000.00 uniform benefit for all employees.
Employee Contributions: ‘

Fifty cents for each §$1,000 of Iinsurance.
Employer Contributions:
. Balance of cost.
Remarks :

Premium walver in case of tetal and permanent 4isa=-
bility prior to age sixty.

Source:

Questionnaire received in 1852,
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ddress of Institution:

University of Notre Dame Du Lac
Notre Dame, Indlans

Insurance Carriers

The Travelers Insurance Co.
Hartford, Connecticut

Eligibility Requirements:

A1l full=time lay employees of the university.

Schedule of Benefits:

GROUP
Class I II II1 v v VI
A(1)  §5,000 $5,000 $5,000 $5,000 $5,000 $5,000
(2) 5,000 4,000 3,000 2,000 1,000 500
B 2,500 2,500 2,000 1,500 1,000 500
c 2,000 2,000 2,000 2,000 2,000 2,000
D 1,500 1,500 1,500 1,500 1,500 1,500
E 500 500 500 500 500 500
Class
A(1l) Department Heads who are not Members of Faculty.
(2) Deans and Department Heads who are Members of
Faculty.
B Members of Faculty not included in Class A(2)
C(1) Male General Clerical Employees, and
(2) Male Employees whose monthly salary or wage I1a
126 or over, not inecluded in Class A or B
D(lg Female General Clerical Employees, and
(2) Male Employees whose monthly salary or wage 1s loss
than $125, not iacluded in Class A, B or C.
E Female Employees not included in Class A, B or D.
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Group
I. (a) Each employes insured under policy on September 1,
1947 who had attained the 65th snniversary of
hls date of birth on or before said date.

{b) Each employes who has not attained the 6lst

birthdﬂy .
iI. Each employee who has attalned the 6lst but not
the 62nd birthday.
IIl. Bach employee who has attained the 62nd but not
the 834 birthday.
Iv, Fach employee who has attalned the 634 but not
the 64th birthdsy.
V. Each employes who has attained the 64th but not
- the 65%th birthday.
vI. Each employee who has attalned the 85th but not

included in Group I (a).

Employee Contributions:

Employees In Classes A,B, C and D will contribute
g Ixty-cents per month for each $1,000 insurence. Employees
in Class E will contribute twenty-cents per month.

Employer Contributions:

Balance of cost.
Remarks?

Premium waiver in csze of total and permanent disa-
hility prior to age sixty.

Source:

Group Insurance Protection For You, University of
Hotre Dame and Travelers Insurance Co., booklet, received 1952,
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Name and Address of Ihntibut;gn:

University of San Francisco
San Francisco, California

Insurance Carrier:

The Travelers Insurance Co.
Hgrtford, Connecticut

Eligibility Requirements:

All full-time lay employees and part-time faculty
members after completing twelve months of service.

Schedule of Benefits:

Classification Amount of Insurance
Faculty 4,000
All other employees $2,000

Employee Contributions:
2ixty cents per month per $1,000 insurance.

Employer Contributions:
Balance of cost.
Remarks:

Premium walver in case of total and permanent disa=~
bility prior to age 60.

Source:

Group Life fnsurance Plan booklet, University of
San Francisco and Travelers Insurance Co,, received 1952,
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Hame and Address of Institution:

University of Santa Clara
Santa Clara, Californiea

Insurance Carriers

Information not determinable.
Eligibll ity Requirements:

All full=time faculty members,
Schedule of Benefits:

Information not avalilable.

Employes Contributions:

Dependa upon age of the employsee.
Employer Contributions:

Balance of cost.
Source:

Questionnalre received in 1952.
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Name and Address of Institution:

University of Scranton
Scranton, Pennsylvanla

Insurance Carrier:
Information not available,

Eligibility Requirements:

All regular fulletime employees.
Schedule of Benefitsa!

$2,000 uniform benefit of insurance on each employes.

Employee Contributions:
Sixty cents per month for each $1,000,00 insurance,

Employer Contributions:

Balanse of cost.

SBource:

Questionnaire recelved in 1952,
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IOYOLA UNIVERSITY

Inatitute of Industrial Relations
Chicago, Ilinols

EVALUATION OF YOUR GROUP LIFE INSURANCE PROGRAM

Approximately how many employees does your Group Life
Insurance Plan COver . « « « o « s & o o s » o

Please check which cless of employees 1s covered:

1. PFaeulty members and sdministrative
Off1cors onlY ¢ ¢ o ¢ ¢ o s o s « & & o .

A A —
AT

2+ 411 regular full-time employess . . . . .

3. Coverage 1s extended to all employees . .

Has Your Group Life Insurance Progrem Done The Following:
Please check either yes or no.

1. Improved employee morale? ., . . . .

G

No
2. Improved smployer-employes relations?

3. Decreansed ladbor turnover? . . . . .

4., Increased efficlency? « ¢« ¢ « ¢« o o

|
|

5., Alded in the recruitment of
employees? + ¢ ¢« + o o+ o s s o o

||
||

6. Reduced absenteelsm and tardiness?

7. Stimulated interest in the job
and the organizatiﬁn? e & & & o

|
|

8. Permitted transfer of benefits
between Catholic colleges? . .

9. Are there any other advantages or
digsadvantages which you would
like to comment on? o . « + ¢ &




1.

e.

3.

4.

a7
APPERDIX VIIX

YOUR GROYP LIFE INSURANCE PROGRAM

Is your group life insurance program on a contributory or

nonecontributory basis? That is, does the smployee make

a partial contribution or is the whole premium pald by the
employer? Check one:

Contributoery Non-contributory

If the plan is contributory, what 1s the amount of the
smployees contribution per month for each $1,000 of
insurance? Check one:

g.40 «50 +60

«45 5B ther

Schedule of Insurancet

Is the amount of the iIndividual employees insurance deter-
mined by his: Check one:

A+ Annual Salary
B. Ooccupation
C. Length of Service

Is there any provision for permanent and total disabllity?
If the insured under your plen stops work becsuse of total
or permanent disability before the ages of 60, (Check One)

a. Can he, the employee, arrsmge to have the l1ife
insursnee protection cont inued?

b. Will the insursnce company pay the amount of
the insurance in force on the employee's life
at the time the dlsablility commenced, in lieu
of all other beneflts provided fer under the
peliey?

¢. If the disebility has lingered for nine months
and 1t 1s presumed to be permanent, will the
1life Insurance continue to be iIn foree during
the cont inusnce of such total diaebility, with-
out any cost te the employee during such disa-
bility?




5.

6.

7.

8.

9.
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YOUR _GROUP LIFE INSURANCE PROGRAM

Is & medical examination required 1f the individusl
{employee) does not join within the specified period of
time? If so, what 1g that periocd of time? Check one:

a. 30 days ¢, 90 days
b. 60 *® d, Other

When Adoes the insursnce terminate? Check one:

a., Does 1t terminate when employment terminates?
b, Does 1t terminete when premiums are not met?
G.chor..-....-...........

Is any conslideration given for temporary lay~offs or leaves
of absence? That is, during this time can the insurance

be continued until such time that the employee is definitely
considered a8 no longer in the institution's employ:

Check one:

e, Consideration is given for temporary lay~offs or
leaves of abaence.

b, Consideration 1s not given for temporary lay-offs
or leaves of absence.

Is there & conversion privilege following termination of
employment or retirement from the university? If so, 1is
it the usual 31 days? Check oneil

a, 31 days Other(Specify)

Is insurence continued in force for the retired employee?
If s0, is the premium pald by the university in the
following manner: Check one:

8., All of the premium
b. Part of the premium
¢. Hone of the premium
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