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Introduction
House Resolution No. 143 (HR 143) of the 2025 Regular Legislative Session (Appendix A) created 
the Phased Retirement Task Force. Under the jurisdiction of the Board of Regents, the Task Force 
(Appendix B) is charged with studying the creation of a phased retirement program for Louisiana’s 
public postsecondary education institutions. The Task Force also examined the potential of 
increasing the employer rate for Optional Retirement Plan (ORP) contributions, shifting the cost of 
the retirement plan’s administrative fee from ORP members to their employers, and enhancing the 
benefit to ORP participants with additional payouts of accrued leave. Data from both national and 
state sources are used to inform this report.

This Task Force serves as an extension of the work completed under HR 169 of the 2024 Regular 
Legislative Session, and continues discussions to understand the recruitment and retention 
challenges faced by postsecondary education institutions that are critical to develop and build 
talent within Louisiana. Higher education serves as an important driver of economic development by 
preparing the workforce, advancing research, and fostering innovation. Consequently, the recruiting 
market for faculty and highly skilled sta� is national and increasingly international in scope. To remain 
competitive with peer states and the private sector, institutions must be able to attract and retain 
highly productive faculty and sta�, an essential component to educating and developing the state’s 
future talent base. Addressing the challenges associated with recruiting and retaining highly qualified 
personnel—and implementing e�ective strategies to respond to those challenges—is central to this 
legislative call to action.

In total, HR 143 identified ten aspects of phased retirement to be examined by the Task Force. 
This report responds to all these elements, providing recommendations and highlighting key 
considerations.

Overview of Phased Retirement Plans
Phased (also known as modified or planned) retirement programs provide work arrangements that 
enable eligible faculty and sta� nearing retirement to transition gradually by reducing their teaching 
loads, administrative responsibilities, and/or work schedules while remaining employed for a defined 
period of time. These programs are typically voluntary and governed by formal agreements that 
specify duration, workload, compensation, and a fixed retirement date.

Phased retirement programs are o�ered by the federal government as well as across various state 
governments and public/private universities. The federal government provides the option of phased 
retirement for most employees, with the exception of those in most law enforcement, border 
protection, and air tra�c controllers categories. States that provide such an option for both state 
employees and their public higher education systems include: Alabama, Florida, Illinois (agency-
specific), Iowa, Kansas, Maryland, Massachusetts, Minnesota, Missouri, New York, Utah, Virginia, 
Washington, and Wisconsin. California and Hawaii o�er programs for their state employees, but not 
their public postsecondary education institutions. Further, some states o�er phased retirement for 
only some of their public or private universities such as the University of Arizona, University of Idaho, 
University of Texas and Texas A&M University systems, Kansas Board of Regents, Cornell University, 
Carnegie Mellon University, West Virginia University, and University of North Carolina System. 

The only institution within Louisiana that o�ers a phased retirement program is Loyola University 
New Orleans. Full-time, tenured faculty are able to participate if they are over 60 years old with 
at least 15 years of continued service at the university. Reduced teaching and research loads, or 
equivalent service, ensures that the participating phased retirement professors remain active 
participants at Loyola as they prepare for retirement. The phased retirement work plan, agreed upon 
by the faculty member, department chair, and dean, stipulates the appropriate workload over the 
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allowable three-year period, with the faculty member receiving 100% of their [fixed base] salary the 
first year and 50% during the final two years while maintaining full-time status in order to receive 
benefits. Although the participation rate is not high, the university believes that providing the phased 
retirement option is an appropriate use of its resources.

For faculty and sta� in federal and state government as well as higher education, phased retirement 
options support a smoother transition into retirement while maintaining professional engagement 
and income stability. Within higher education, reduced workloads allow continued participation in 
teaching, research, advising, and/or service while also facilitating e�ective knowledge transfer. For 
tenured faculty in particular, phased retirement provides an opportunity to complete research while 
also supporting students and colleagues through mentorship, and curriculum continuity.

Phased retirement programs are a strategic tool for succession planning in an environment often 
characterized by aging faculty, constrained budgets, and long-term enrollment uncertainty. By 
retaining experienced faculty and sta� on a reduced workload, institutions can preserve academic 
quality, research continuity, and governance capacity. Phased retirement also allows departments to 
plan course o�erings, advising coverage, and research supervision more e�ectively, ensuring stability 
is maintained and personnel transitions are smooth.

Despite these benefits, phased retirement programs in higher education present distinct challenges. 
Faculty workloads often involve interconnected teaching, research, and service responsibilities. 
Reduced appointments may a�ect eligibility for health insurance, retirement contributions, and other 
benefits, requiring additional coordination with benefits providers and retirement plan administrators. 
Further, it is di�cult to determine whether phased retirement plans are cost e�ective for both 
the state and higher education institutions as the programs are voluntary and highly correlated to 
the retirement decisions made by the employee and the policy guidance set forth by the system 
management boards. Clear eligibility criteria and standardized program structures are necessary to 
avoid perceptions of inequity across departments or disciplines.

Phased retirement programs can o�er benefits to both employer and employee when implemented 
within a clear policy framework. Each institution may tailor its phased retirement program based on 
its needs, budget, and faculty demographics. When aligned with institutional mission and system 
needs, phased retirement can address recruitment and retention issues faced by postsecondary 
education institutions, by assisting with talent development, financial stability, and long-term faculty 
renewal.

Task Force Overview
HR 143 requested that the Commissioner of Higher Education call the first meeting of the Phased 
Retirement Task Force to take place no later than August 1, 2025, and that the Task Force submit a 
report of its findings and conclusions, including recommendations for related legislation, to the House 
Committee on Retirement no later than December 31, 2025. To meet these requirements, the Task 
Force met for the first time on July 30, 2025, and set a meeting schedule to conclude in December 
2025.

Over that period of time, the Task Force members learned about phased retirement plans o�ered 
in the federal government, along with those of various state governments and both public and 
private higher education systems and institutions across the country. The Task Force received 
presentations from Brenda Mundell with Pennsylvania’s State System of Higher Education and 
Kristin Vocke with Loyola University New Orleans. Both presented details such as the number of 
participants, cost impacts, and organizational structure of their respective phased retirement plan 
options. Pennsylvania o�ers phased retirement options to faculty and sta�, while Loyola o�ers 
phased retirement to only tenured faculty members. In addition, information presented included 
an inclusive listing of ORP plans and contribution amounts across multiple institutions from the 
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National Association of State Retirement Administrators (NASRA). Each of the three ORP vendors—
TIAA, Voya Financial, and Corebridge Financial—gave a presentation on the services they provide 
for members. Katherine Whitney, Director of the Teachers’ Retirement System of Louisiana (TRSL), 
provided a presentation on the status of Return-to-Work provisions and recommendations per 
Senate Study Request No. 1 of the 2025 Regular Legislative Session.

Current Membership
Based on the 2025 actuarial valuation approved by the TRSL Board of Trustees at its October 2025 
meeting, within higher education 18,007 active members participate in the Defined Benefit (DB) 
plan and 6,783 active participants in ORP. The breakdown by system, along with total payroll and 
employer contribution amounts, is provided on page 5.

Employer Contribution Rates
HR 143 charged the Task Force with reviewing the impact of increasing the employer contribution 
rate for those employees participating in ORP. The contribution amounts detailed in Figure 1 are 
based on the employer contribution rate. For both plans (DB and ORP), the employer contribution 
rate includes the unfunded accrued liability (UAL) rate for that fiscal year. In Fiscal Year 2024–2025 
(FY25), the shared UAL rate was 15.9%. 

For ORP members, the employer contribution rate includes the 6.2% transfer amount and the shared 
UAL rate. As a result of this, the employer contribution rate in FY25 was 22.1% of each ORP member’s 
salary.

For DB plan members, the employer contribution rate includes the following components: normal 
cost, administrative expense rate, Account Funding Contribution (AFC) Rate, and the shared UAL 
rate. 

• The transfer amount is the amount transferred by the employer to the ORP carrier as
determined by the employee.

• The normal cost is the cost of benefits earned by current active employees that is allocated to
the current year. For FY25, the normal cost for higher education employers was 3.10%.

• The administrative expense rate includes expenses associated with the operations of TRSL
and is determined as a percentage of the projected payroll of all active members. The
administrative expense rate for higher education employers in FY25 was 0.38%.

• The AFC Rate is used to directly pay for the future permanent benefit increases (PBIs). The
AFC rate will be capped at 2.5% of payroll. The AFC rate for FY25 was 1.5%.

• The shared UAL rate is that year’s payments toward the unfunded accrued liability. The shared
UAL rate for FY25 was 15.9%. For the DB plan, the employer contribution rate for higher
education in FY25 was 20.88% of each member’s salary.
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Table 1. Employer Contribution Rates.

FY25 Plan Expense Rates ORP DB

Transfer Amount 6.20% —

Normal Cost — 3.10%

Administrative Expense Rate* 0.38%

AFC Rate 1.50%

Shared UAL Expense 15.90% 15.90%

FY25 Total 22.10% 20.88%

Source: TRSL June 30, 2023 Actuarial Valuation and TRSL Website

* E�ective FY27, Act 109 of the 2025 Regular Legislative Session requires the employer to pay a 
share of the ORP administrative expense fee set by the TRSL Board of Trustees. The employee pays 
the lesser of 0.05% of 1/2 of the total fee (currently 0.05%) and the employer pays the remaining 
amount.

Table 2. Defined Benefit Plan Membership.

System Member Count Total Payroll Employer Contributions

Board of Regents 149 $10,282,732 $2,147,034 

LSU System1 6,990 $488,087,757 $101,966,637 

SU System2 1,404 $82,998,711 $17,347,808 

UL System 6,267 $329,501,110 $68,806,364 

LCTC System 3,197 $162,792,003 $33,990,970 

Total 18,007 1,073,662,313 $224,258,813 

Source: TRSL, 2025

1 – LSU System includes University Laboratory School, Health Care Services Division, and Lallie Kemp
2 – SU System includes Southern Laboratory School

Table 3. Optional Retirement Plan Membership.

System Member Count Total Payroll Employer Contributions

Board of Regents 56 $4,577,623 $1,011,655 

LSU System1 3,621 $343,885,406 $75,998,780 

SU System2 213 $19,024,718 $4,204,461 

UL System 2,438 $181,724,253 $40,161,134 

LCTC System 455 $25,936,246 $5,731,916 

Total 6,783 $575,148,246 $127,107,946 

Source: TRSL, 2025

1 – LSU System includes University Laboratory School, Health Care Services Division, and Lallie Kemp
2 – SU System includes Southern Laboratory School
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Task Force Recommendations
Over the course of its meetings, the Task Force explored numerous recommendations pertaining to 
the development of a phased retirement plan. Based on these discussions and Task Force consensus, 
the following recommendations are o�ered to the House Committee on Retirement:

	The Task Force recommends that Louisiana higher education institutions develop a 
voluntary Phased Retirement Program policy to assist in the recruitment and retention of 
faculty and staff, while ensuring institutional knowledge transfer and strategic succession 
planning. The Phased Retirement Program policy shall be approved by each system’s 
management board no earlier than June 30, 2027, to allow the phased retirement program 
to go into effect no earlier than July 1, 2027. Enrollment in the program shall be entirely 
voluntary for employees to participate.

	In order to allow higher education institutions/systems to develop their Phased 
Retirement Program policies, the Task Force determined that an appropriate length of 
time is necessary to support such action. This recommendation provides one year for 
research, design, and approval of a Phased Retirement Program policy

	The Task Force recommends that each system develop a Phased Retirement Program policy 
reflecting its individual system and institutional needs. Each policy will require approval by 
the system’s Board of Supervisors and include the following items:

	Definition of potential enrollee

	The enrollee must be retirement-eligible to participate under their respective 
retirement system

	Length of enrollment, no less than 12 months and no more than 36 months

	Persons enrolled must have a minimum of ten years of collective (not consecutive) 
service in a Louisiana public postsecondary institution, without refund of retirement 
contributions

	The age of the enrollee shall be no less than 59 ½ years

	Enrollees may be rehired at full- or part-time, but only following a defined period (as 
noted within the system/institution phased retirement policy) after the end of the 
phased retirement enrollment

	A Memorandum of Understanding (MOU) shall be executed between the institution/
system and the enrollee, inclusive of the enrolled employee’s workload and schedule 
expectations

 The MOU shall be approved by an institution’s Human Resources officer, a chief 
academic officer, and a chief fiscal officer

 The workload shall be no less than 50% effort

 Dual employment in another Louisiana State Retirement System-eligible 
position is prohibited during phased retirement enrollment

 Formal acknowledgment is to be required

	Each system may choose to provide additional policy guidance and implementation 
actions.
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	Phased Retirement Program enrollees shall continue to be considered full-time active 
employees, retaining full-time benefits status, and receive an appropriate salary reflective 
of their adjusted work schedules. Further, Phased Retirement Program enrollees may 
continue to contribute to their respective retirement plans, providing additional lifetime 
income.

	In order to support recruitment and retention e�orts, those defined enrollees must 
maintain their active status and be considered full-time employees to ensure continued 
receipt of appropriate salary and benefits options

 Enrolled participants shall retain full-time benefit status in order to maintain 
group insurance benefits

 Enrolled participants’ salaries shall be adjusted based on percent of e�ort 
during their time in the phased retirement program

 Enrolled participants shall continue to accrue leave based on their agreed-upon 
work e�ort per the MOU

 Enrolled participants may continue to contribute to their supplemental 
retirement plans

 DB Plan Members:

 Enrolled DB plan members shall receive a pro rata portion of their 
retirement benefits based on each system’s defined percentage of e�ort 
(defined as not less than 50%)

 No employee or employer contributions shall be made to the DB plan on 
behalf of an enrollee

 ORP Plan Participants:

 Contributions made by the participant to their respective ORP plan shall 
continue based on their adjusted salary

 Employer contributions to the enrollee’s ORP plan shall continue based 
on their adjusted salary

	Increase employer contributions to ORP accounts 

	Employees contribute 8% of their salary (less a 0.05% administrative fee to TRSL) 
to the account. Since FY18, employers have contributed a minimum of 6.2% of the 
employee’s salary to the employee’s account. For higher education employees, the 
management boards may, through board resolution, establish a rate above 6.2% (R.S. 
11:927).

	An administrative fee of 0.05% is collected from ORP participants to cover the cost of 
administration and maintenance of the optional retirement plan since TRSL Trust Fund 
dollars cannot be used for ORP costs. Effective in FY27, these administrative costs will 
be split between the employee and the employer (see below).
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	Based on information provided by NASRA during the TRSL-ORP Task Force in 
September 2024, Louisiana ranks among the lowest in the Southern states in employer 
contributions to ORP accounts. Notably, Louisiana is the only Southern state that does 
not contribute to Social Security, further highlighting the state’s deficiency in providing 
highly competitive retirement benefits for employees.

	To ensure equitable and competitive retirement benefits for Louisiana’s public 
postsecondary education employees, it is strongly recommended that employers 
increase their minimum employer contribution rate to equal the employee’s required 
contribution of 8%. This adjustment would aid in aligning Louisiana with best practices 
in retirement funding while also enhancing the state’s ability to attract and retain 
top talent in a highly competitive international job market. An equalized employer 
contribution rate reflects a commitment to investing in employees’ futures and 
provides a more sustainable path toward financial security in retirement.

	The Constitutional amendment passed as Act 222 of the 2025 Regular 
Legislative Session, to be voted on by the state populus in May 2026, seeks to 
liquidate various trust funds and use the proceeds to make payments to TRSL’s 
unfunded accrued liability (UAL), thus creating savings for employers.

	Contingent upon the passage of the amendment, it is recommended that any 
savings recognized ($71M estimated presently) remain in the higher education 
budget and a portion of these savings may be used by institutions to increase 
employer contributions to ORP accounts, making Louisiana more competitive 
among Southern states.

 Shift payment of TRSL administrative fee from ORP members to employer

	Beginning July 1, 2026, the administrative fee charged to ORP participants will be split 
evenly between the employee and their employer. From this date, employees will not 
be debited any fee greater than 0.05% or half of the total administrative fee amount. 
However, should the fee amount be increased by the TRSL Board of Trustees, the 
difference will be made up by the employer. 

	The Task Force recommends the administrative fee should be paid by the employer 
in its entirety contingent upon an appropriation of recurring state funding for higher 
education institutions to support this enhancement, thereby not causing an additional 
mandated cost.

 Potential cost of providing greater payout by using accrued leave to enhance a participant’s 
benefit

	State employees enrolled in the TRSL DB plan are typically paid for 300 hours or 
37.5 days of annual leave and 200 hours of unused sick leave, and members are 
allowed at no cost to convert up to one (1) year of unused sick leave earned on or 
after July 1, 1990 to service credit. Those employees enrolled in the Louisiana State 
Employee’s Retirement System (LASERS) DB plan are able to convert unused leave to 
days by adding the hours of annual and sick leave and dividing these hours by eight, 
representing an eight-hour day—or they may receive a lump-sum payment of the 
actuarial value (not the hourly salary rate) of the unused combined annual and sick 
leave which may be rolled over to an IRS qualified plan.

	Employees enrolled in an ORP may be paid for up to 300 hours of unused annual leave 
and 200 hours of unused sick leave. 
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	The use of accrued leave to enhance a participant’s benefit can serve as a valuable 
workforce management and retention tool. Enhanced payouts may encourage 
voluntary participation in phased retirement programs, creating more predictable 
separation timelines and facilitating succession planning. In higher education, this 
predictability can support continuity in teaching, research, and administrative 
operations, while helping institutions manage workforce transitions; however, 
depending on those who are enrolled in an ORP plan, providing additional accrued 
leave may result in increased institutional costs,

	The Task Force recommends that those persons participating in an ORP plan be paid 
for an additional 100 hours of unused annual and/or sick leave.

	The Task Force also strongly recommends an appropriation of recurring state funding 
for higher education institutions to support this enhancement, thereby not causing an 
additional mandated cost.

Conclusion
Over the course of five months, the Task Force created by HR 143 of the 2025 Regular Legislative 
Session conducted a comprehensive review of state and national data to examine phased retirement 
programs and other retirement-related challenges impacting Louisiana’s public postsecondary 
education institutions and their systems to recruit and retain faculty and sta� within a competitive 
national and international labor market. Through a collaborative e�ort of the four systems, TRSL, 
the O�ce of Group Benefits, the Louisiana Legislative Auditor, and the Board of Regents, this report 
presents recommendations for consideration to be implemented through rules, system/institutional 
policies, and legislative action.
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Appendix A 

HR 143 OF THE 2025 REGULAR LEGISLATIVE SESSION
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Appendix B
Task Force Roster

Member Seat Information
Dr. Samuel Gladden Louisiana Board of Regents

Gena Doucet Louisiana Community and Technical College System

Dr. Mark McLean Louisiana Community and Technical College System

Beth Alford Louisiana Community and Technical College System

Wendi Palermo Louisiana Community and Technical College System

Kenneth "Kenny" Herbold Louisiana Legislative Auditor

Haley "Niki" Norton Louisiana State University System

Tommy Smith Louisiana State University System

Dr. Daniel "Dan" Tirone Louisiana State University System

Dr. Jane Cassidy Louisiana State University System

Heath Williams O�ce of Group Benefits

Dr. Cynthia Bryant Southern University System

Dawn M. Harris Southern University System

Desiree Honore Thomas Southern University System

Dr. Ghirmay S. Ghebreyesus Southern University System

Kenneth "Trey" Roche Teacher's Retirement System of Louisiana

Ashley Jackson University of Louisiana System

Eddie Meche University of Louisiana System

Dr. Bryan Fuller University of Louisiana System

Dr. Jeannine O’Rourke University of Louisiana System
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Appendix C 

NASRA Comparisons of Southern State ORPs
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