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What to Expect During Open-Enrollment Season: Findings From the SHRM/EBRI
2014 Health Benefits Survey, by Paul Fronstin, Ph.D., EBRI


The SHRM/EBRI 2014 Health Benefits Survey found that only 1 percent of plan sponsors are planning to
eliminate health benefits in 2015. However, while most workers will not see major changes to their benefits
next year, they are likely to see a continuation of changes that employers have been making for a number of
years.



A relatively large number of employers continue to introduce wellness rewards and penalties, possibly the
result of the combination of the PPACA-allowed higher financial incentives and the 2018 excise tax on highcost health plans. Employers may also be focusing on wellness programs because of the link to worker risks
and behaviors, which drive chronic conditions and account for a large percentage of overall health spending.



Few employers are planning to make changes to eligibility for spousal coverage and part-time worker
benefits, and few are moving toward tiered networks, private health insurance exchanges, value-based
insurance design, and reference pricing. Employers may be waiting for evidence from early adopters before
making untested changes.



Ultimately, concerns about the excise tax on high-cost health plans may result in accelerated adoption of
tiered networks, private health insurance exchanges, value-based insurance design, and reference pricing.

History of the Employee Benefit Research Institute, Part 1, by Dallas Salisbury, Employee

Benefit Research Institute


This is the first part of a history of the Employee Benefit Research Institute (EBRI), which the EBRI board has
asked Dallas Salisbury to fully document between now and his move from EBRI President (after 37 years in
that position) to EBRI President Emeritus in 2016.



In early 1977, three representatives of consulting firms got together to discuss newly created responsibilities
stemming from enactment of the Employee Retirement Income Security Act of 1974 (ERISA), their effects on
consulting firms, and the need for objective, reliable, nonpartisan analysis.



EBRI opened its doors on December 4, 1978. The Institute’s early work supported the 1978 President's
Commission on Pension Policy, which generated visibility for both retirement issues and EBRI and led to an
expansion of EBRI’s membership and horizons.
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What to Expect During Open-Enrollment Season: Findings
From the SHRM/EBRI 2014 Health Benefits Survey
By Paul Fronstin, Ph.D., EBRI

Introduction
Annual open-enrollment season is a period of time when workers employed by companies offering employee benefits
see first-hand how their benefits may change and get to choose their elections for the upcoming plan year. Openenrollment season usually occurs during the fall for the following calendar year.
This year, there seems to be increased anticipation of changes that will take place to health benefits in 2015 as a
result of the second open-enrollment season for public exchanges as well as continued implementation of the Patient
Protection and Affordable Care Act of 2010 (PPACA). Plan sponsors are also already making changes in anticipation of
the 2018 excise tax on high-cost health plans, the so-called “Cadillac-tax” provision of PPACA. While only about onehalf of workers with a health plan have a choice of health plans,1 approximately 169 million individuals of all ages get
coverage through the workplace2 and may see changes to their benefits in 2015.
This analysis examines data from the SHRM/EBRI 2014 Health Benefits Survey. The survey was conducted in
February and March 2014 to better understand changes to health coverage in 2015. Plan sponsors—especially larger
employers—usually have a sense of the changes they are going to make to their health benefits a year early, as it
takes time to prepare such information to communicate during open-enrollment season. About 3,300 plan sponsors
were interviewed this year, with 55.6 percent employing between 100 and 2,499 workers (Figure 1). They were

Figure 1
Sample Demographics: Number of
Full-Time and Part-Time Workers Employed
2,500‒24,999 Employees,
7.9%

500‒2,499 Employees,
16.8%

25,000 or More Employees,
1.2%

1‒99 Employees, 35.3%

100‒499 Employees,
38.8%

Source: SHRM/EBRI 2014 Health Benefits Survey.
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distributed throughout the United States (Figure 2), represented different types of businesses and sectors (Figure 3),
and different business activities (Figure 4). Collectively, these plan sponsors employed 5.1 million workers in 2014 and
spent $30 billion on health coverage in 2013. The survey focused on upcoming changes in eligibility, financial
incentives, and plan design other than traditional use of premiums, deductibles, and co-payments for office visits and
prescription drugs.

Eligibility
The decision by UPS Inc. to eliminate health benefits for spouses who are eligible for coverage through their own
employer in 20143 was seen as a harbinger of things to come. As of 2012, few plan sponsors did not cover spouses
when other coverage was available to them (Fronstin and Roebuck, 2014). Despite the extensive news media
coverage, this survey by the Society of Human Resource Management (SHRM) and the Employee Benefit Research
Institute (EBRI) found that few plan sponsors expected to implement such an arrangement in 2015. Only 7.9 percent
of plan sponsors planned on eliminating coverage for spouses who are eligible for health coverage through their own
job (Figure 5). Similarly, few plan sponsors expected to add a spousal surcharge or to charge a higher premium for
spouses eligible for health coverage through their own job. Larger employers were slightly more likely than smaller
ones to add a spousal surcharge. Only 1.0 percent of plan sponsors said they plan to eliminate coverage for part-time
workers in 2015, and only 1.0 percent said they plan to eliminate coverage altogether.

Plan Design
When it comes to financial incentives and plan design, many plan sponsors said they are planning to add wellness
programs with either rewards or penalties as incentives for workers to participate. Overall, one-quarter (26.3 percent)
of plan sponsors indicated they are planning on adding a wellness program with financial rewards for participating
and/or penalties for non-participation (Figure 6). Larger employers (35 percent) were more likely than smaller
employers (24.1 percent) to report that they will add such a program. Otherwise, few plan sponsors said they are
planning to add tiered networks (3.6 percent), private health insurance exchanges (3.2 percent), value-based
insurance design (VBID) (2.6 percent), or reference pricing (0.6 percent).

Cadillac Tax
Few plan sponsors said they expect to trigger the excise tax for high-cost health plans (or “Cadillac” tax) in 2018.
Overall, 15.0 percent of plan sponsors indicated they expect that at least one of their health plans will trigger the
Cadillac tax (Figure 7). Larger employers were more likely than smaller ones to expect to trigger the Cadillac tax.
One-quarter (23.9 percent) of employers with 750 or more full-time equivalents expected to trigger the Cadillac tax,
compared with 13.2 percent among employers with less than 750 full-time equivalents.
When asked about the type of health plan that is expected to trigger the Cadillac tax, sponsors answered that
preferred provider organizations (PPOs) were much more likely than other types of health plans to trigger the tax,
regardless of firm size. Three-quarters (74.3 percent) of plan sponsors reported that their PPO will trigger the Cadillac
tax (Figure 8). In contrast, 18.5 percent of plan sponsors reported that their health maintenance organization (HMO)
will trigger the Cadillac tax; 17.3 percent reported it will be their point-of-service (POS) plan; 7.6 percent reported it
will be their consumer-driven health plan (CDHP); and 4.8 percent reported that it will be their exclusive provider
organization (EPO).
Plan sponsors that expected to trigger the Cadillac tax were asked an open-ended question regarding actions that
they planned to take to avoid it. At this point, no option dominates as the main planned action, and many plan
sponsors do not yet know what they will do to avoid the tax. Sixteen percent said they plan to change plans,
10.6 percent said they plan to reduce coverage, and 9 percent said they plan to increase employee contributions
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Figure 2
Sample Demographics: Region

West, 18.5%

Northeast, 17.9%

Midwest, 26.3%
South, 37.2%

Source: SHRM/EBRI 2014 Health Benefits Survey.

Figure 3
Sample Demographics: Type of Organization

Government
agency, 8.7%
Publicly owned for-profit
organization, 15.8%

Nonprofit organization,
23.0%

Privately owned for-profit
organization, 52.5%

Source: SHRM/EBRI 2014 Health Benefits Survey.
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Figure 4
Sample Demographics: Primary Business Activity
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Source: SHRM/EBRI 2014 Health Benefits Survey.

Figure 5
Planned Changes to Health Plan Eligibility for 2015

7.9%
Require spouses to get coverage through own
employer

7.7%
9.4%

6.7%
Spousal surcharge

5.9%
10.1%

1.3%
Eliminate coverage for part-time workers

1.0%
Total

2.4%

Less than 750 Full-Time Equivalents
750 or More Full-Time Equivalents

1.0%
Eliminate coverage

1.1%
1.0%

0.0%

5.0%

10.0%

15.0%

20.0%

25.0%

30.0%

Source: SHRM/EBRI 2014 Health Benefits Survey.
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(Figure 9). Only 4.7 percent said they plan to introduce a high-deductible health plan, and only 3.5 percent said they
plan to introduce a private health insurance exchange. About 4.7 percent said they plan to do nothing to avoid the
Cadillac tax. Overall, 29.4 percent did not yet know what they plan to do to avoid the tax. Among the 15.3 percent in
the “other” category, no more than 2 percent chose any action, with volunteered answers including “repeal
Obamacare” and “add a wellness program.”

Discussion
Despite recent assertions that few workers will get health coverage through their job a decade from now,4 the
SHRM/EBRI 2014 Health Benefits Survey found that only 1 percent of plan sponsors are planning to eliminate health
benefits in 2015. However, while most workers will not see major changes to their benefits next year, they are likely
to see a continuation of changes that employers have been making for a number of years.
A number of studies have found that cost sharing in the form of deductibles and co-payments has been increasing
and is expected to continue increasing. Along the same lines, the introduction and expansion of CDHPs are expected
to continue as well. Employers started using CDHPs over a decade ago and are at the point where they appear to be
expanding their use.
In contrast to continuing expansion in the use of CDHPs, this analysis finds that few employers are planning to make
changes to eligibility for spousal coverage and part-time worker benefits, and few are moving toward tiered networks,
private health insurance exchanges, value-based insurance design, and reference pricing. Employers may be waiting
for evidence from early adopters before making untested changes.
The exception appears to be that a relatively large number of employers continue to introduce wellness rewards and
penalties. This may be the result of the combination of the PPACA-allowed higher financial incentives and the 2018
excise tax on high-cost health plans. Employers may also be focusing on wellness programs because of the link to
worker risks and behaviors, which drive chronic conditions and account for a large percentage of overall spending on
health care worldwide.5 Ultimately, concerns about triggering the excise tax on high-cost health plans may result in
accelerated adoption of tiered networks, private health insurance exchanges, value-based insurance design, and
reference pricing.
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Figure 6
Planned Changes to Health Benefit Plan Design for 2015

26.3%
Add wellness rewards or penalties

24.1%
34.6%

3.6%
Tiered networks

3.2%
5.5%

3.2%
Move to private exchange

3.1%
3.8%
Total
2.6%

Adopt a value-based insurance design

Less than 750 Full-Time Equivalents

1.7%
5.8%

750 or More Full-Time Equivalents

0.6%
Adopt reference pricing

0.5%
1.4%

0.0%

5.0%

10.0%

15.0%

20.0%

25.0%

30.0%

35.0%

40.0%

Source: SHRM/EBRI 2014 Health Benefits Survey.

Figure 7
Expect to Trigger Excise Tax for High Cost Health Plans in 2018
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Figure 8
Type of Health Plan Expected to Trigger Excise
Tax on High Cost Health Plans in 2018
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Figure 9
Planned Actions to Avoid Excise Tax on
High-Cost Health Plans in 2018
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History of the Employee Benefit Research Institute,
Part 1
By Dallas Salisbury, Employee Benefit Research Institute

The EBRI Executive Committee has asked Dallas Salisbury to fully document the history of EBRI between
now and his move from EBRI President (after 37 years in that position) to EBRI President Emeritus in 2016.

The Employee Benefit Research Institute (EBRI) was conceived in 1977 and founded in 1978.
EBRI’s recognition and contributions outside the traditional benefits world represent their own tribute. Some
examples:
 “EBRI has set itself apart as one of the most respected research organizations in Washington. The Institute’s
publications, briefings, and knowledgeable staff provide vital information on a variety of cutting-edge policy
issues.”— Sen. Charles Grassley (R-IA)

 “With an EBRI survey you have the confidence that the compass always points north, not in any direction a
survey's sponsors choose to have it point….EBRI—avowedly impartial and objective—is emblematic of a force
to cut through the falsifying rhetoric that colors so much of what passes for politics nowadays. That EBRI
has not only lasted for 20 years, but has seen its influence grow stronger, is indeed a cause for widespread
celebration. We tip our hats to those 13 founding firms that came up with such a splendid idea two decades
ago.”—National Underwriter.

Dallas Salisbury

In an extensive interview published in Employee Benefit News, EBRI President Dallas Salisbury
described EBRI’s “greatest accomplishment” this way: “It’s the fact that EBRI has stuck to a
given mission. It’s been to provide objective information to decision-makers in a consistent
flow of information on the system of economic security and employee benefit programs and to
have the consistent data readily available in a clear and objective form.”
These points are reflected in many other comments about EBRI’s role. President George Bush
stated: “... those who make public policy in this important area (the economic well-being of
America's workers) need the best possible guidance about what works most effectively and
responsibly. By doing all of this and more, EBRI sets an important example of how our
country's private sector makes essential contributions to the public domain.”

The media view was summed up by Institutional Investor: “EBRI is the sole purveyor in Washington of comprehensive
and timely research across the entire benefits spectrum.”
And by Business Insurance: “By being independent and objective, EBRI has helped shape benefit policy...EBRI Issue
Briefs, laying out the numbers has changed, in a positive way, congressional and administration thinking in a number
of areas...our stories have been more informative and ultimately the public better informed because of your efforts.”
Former EBRI Board Chairman Ian Smith, in celebrating EBRI, noted: “...we can take pride in the accomplishments
which have brought EBRI to its present pre-eminence, and we can look forward to an increasingly important role.
EBRI began in 1977 because a few people believed that the country needed a ‘think tank’ that would focus on
employee benefits and related issues of economic security. It has evolved into one of the most authoritative and
highly respected public policy research organizations in the nation. EBRI's commitment to disseminating facts and
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figures has earned it widespread regard as an organization that ‘tells it like it is.’ Whether before congressional
committees, Capitol Hill staff, or corporate, union, or consumer groups, EBRI has maintained its dedication to the
plain truth, even if that truth is sometimes hard to digest.
“The Institute's mission of advancing the public's knowledge and understanding of employee benefits and their
importance to our nation's economy has succeeded beyond the wildest expectations of the founders. The key to much
of this success lies in the Institute's coordinating research and education programs.
“The goal of EBRI's research program has been to anticipate emerging employee benefit issues and develop research
before public policy decisions are made. The success in achieving this goal has been clearly demonstrated.”

1977: The Beginning
In early 1977, three representatives of consulting firms got together to discuss newly created responsibilities
stemming from enactment of the Employee Retirement Income Security Act of 1974 (ERISA) and their effects on
consulting firms. This included concerns that the Securities and Exchange Commission would make the determination
that actuaries would be treated as investment advisors under the 1940 Securities Act as a result of requirements for
actuaries related to pension funding and investment return assumptions contained in ERISA.
These firm leaders were:

Peter E. Friedes

Chief Executive Officer,
Hewitt Associates (age 34–retired at 50 (born 1943)).

Robert D. Paul
Vice Chairman, Martin E.
Segal Company (age 49–retired at 65 (1928–2003)).
Quentin I. Smith, Jr.

Chairman & CEO, Towers,
Perrin, Forster & Crosby, Inc. (age 49–retired age 60
(1928‒2011)).

Peter Friedes,
Founder

Robert Paul,
Founder

Quentin Smith, Jr.,
Founder and
Chairman

On June 13, 1977, the following exchange took place at a Presidential news conference at the White House:
RETIREMENT SYSTEMS
Q. Mr. President, you have taken a pretty strong position on double-dipping. I want to ask a question about
single dipping. [Laughter] How do you justify a system under which a million and a half government
workers retire, take full-time jobs, and draw full pensions, whereas 30 million Social Security retirees, if they
work, don't get any pension? [Marilyn Berger, NBC News]
THE PRESIDENT [Jimmy Carter]. I don't try to justify it. I don't think it's right, and I don't think it's fair.
We've had two meetings recently concerning the retirement system and a need for it to be reassessed and
perhaps changed. I think there's a wide difference in the retirement benefits that can be expected among
Americans who have done the same work as a background and who have contributed widely varying
amounts of money into their own retirement system. I think it's time for a Presidential-level blue-ribbon
commission to look at this whole question, the single dipping, the double-dipping, triple-, sometimes
quadruple-dipping into retirement benefits.
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There is another question that's been addressed, at least as far as private retirement systems is concerned,
and that's whether or not they are financially sound.
Many government retirement programs are unsound, particularly at the local level of government, some at
the state level of government. And this is a very dangerous thing for the security of many public servants in
our country, presently and in the past.
So, I think the entire system of retirement needs to be examined very carefully. And although I haven't
announced it publicly before, I intend very quickly to appoint a commission to give me advice on what ought
to be done to correct these inequities.
On April 25, 1978, the group of business leaders and their issues of concern were expanded.
Some of the additional issues were pension accounting, supporting the Presidential Commission
on Pension Policy, negative publicity, but probably most important, the inability of any one firm
or entity to do all of the research and education that seemed to be needed by the public and all
decision makers, including to educate legislators or the media. Many of the founding firms had
undertaken studies that were used by the Presidential Committee on Pensions appointed by
President Kennedy, only to find that some of them had done the same studies, all for no
payment as a public service. This time they thought it would make sense to fund one
Paul Berger,
Counsel

organization that would do needed studies, but only once. Paul S. Berger, senior partner at the
Washington law firm of Arnold and Porter, was retained to work with the group.

An April 1978 planning document highlighted a number of reasons for starting the Employee Benefit Research
Institute:
• Increasing public awareness of employee benefits.
• Growing adverse publicity about employer-sponsored programs.
• A lack of understanding of the benefits system among the public, the press, and the government.
• A need for better information about employee benefits and better distribution of this information.
The new members of the group were:
William N. Bret, A.S. Hansen, Inc. (age 56–retired age 60 (1922–1995)).
John A. Connors, Kwasha Lipton (age 50–retired age 55 (1928–2005)).
James A. Curtis, Milliman & Robertson, Inc. (age 51–retired age 60 (1928–2008)).
Clifford R. Simms, The Wyatt Company (age 60–retired age 60 (1918–2009)).
Douglas D. Stegner, Meidinger, Inc. (age 50–retired age 60 (born 1928)).
George B. Swick, Buck Consultants, Inc. (age 54–retired age 60 (1924 – 2008)).
On May 9, 1978, this group of nine met to begin planning how an organization could be formed that would serve as
an educational entity, with an explicit prohibition on advocacy pro or con on any policy proposal. Later that month,
invitations were extended to four other firms to join in this planning. The individuals and their firms were:
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William Ferguson,
Founder

Kenneth Keene,
Founder

A.J.C. Smith, Founder
and Chairman

Joseph Stahl, II,
Founder and
Chairman

William A. Ferguson

Tillinghast, Nelson & Warren, Inc. (age 51–retired age 60 (1927–2005)).

Kenneth K. Keene

Johnson & Higgins (age 50–retired age 60 (born 1928)).

A.J.C. Smith

William M. Mercer, Inc. (age 41–still working (born1937)).

Joseph J. Stahl, II

Alexander & Alexander (age 46–retired age 65 (born 1932)).

There was a meeting in Washington, DC, on June 21, 1978, to discuss alternatives and to establish various
committees. A number of committees were formed (each of equal importance), including a Planning Committee. The
Planning Committee:
• Recommended EBRI's name.
• Signed the Articles of Incorporation.
• Recommended the first slate of officers for EBRI.
On July 12, 1978, President Carter signed Executive Order 12071 establishing the President's Commission on Pension
Policy:
1-2. Functions of the Commission.
1-201. The Commission shall conduct a comprehensive review of retirement, survivor, and disability
programs existing in the United States, including private, Federal, State and local programs.
1-202. The Commission shall develop national policies for retirement, survivor, and disability programs that
can be used as a guide by public and private programs. Those policies must be designed to ensure that the
Nation has effective and equitable retirement, survivor, and disability programs which take into account
available resources and demographic changes that are expected into the middle of the next century.
On August 9, 1978, there was a pre-incorporation meeting for EBRI at which Arnold & Porter was retained as counsel.
On September 18, 1978, the Institute was incorporated. A first board of trustees meeting was held and the first slate
of officers was elected:
Quentin I. Smith, Jr.

President and Chair (1978–1981).

John A. Connors

Vice Chair (1978).

Clifford R. Simms

Secretary (1978-1979).
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William A. Ferguson

Treasurer (1978 – 1983).

EBRI has had 18 additional board chairs since that time:
Joseph J. Stahl II (Joe)

1982–1983

Executive Vice President

Alexander & Alexander

Robert D. Paul (Bob)

1984–1985

Vice-Chairman

Martin E. Segal Company

John K. Kittredge (Jack) 1986–1987

Executive Vice President

The Prudential

A.J.C. Smith (Ian)

President

Marsh & McLennan

Donald P. Harrington (Don) 1990–1991

Vice President

AT&T

David Skovron (Dave)

1992–1993

Chief Executive Partner

Kwasha Lipton

William Link (Bill)

1994–1995

Executive Vice President

Prudential Insurance Co.

John H. Seiter

1996–1997

Executive Vice President

Capital Guardian

Francis Bonsignore (Fran) 1998–1999

Senior Vice President

Marsh & McLennan

John McCormack

2000

EVP

TIAA-CREF

Howard Fluhr

2001–2002

President & CEO

The Segal Company

Dale Gifford

2003

Chairman & CEO

Hewitt

Edward McGann (Ed)

2004

SVP

JP Morgan Chase

Larry Zimpleman

2005

President

Principal Financial

Scott Spencer

2006–2007

SVP

NRECA

Peter Smail

2008–2009

President

Pyramis (A Fidelity Company)

Michael I. Davis (Mike)

2010–2013

SVP

General Mills

Pamela French

2014–

Director

Boeing Company

1988–1989

Bylaws, Principles, and Purposes
The EBRI Bylaws began with a declaration of three principles:
Principle 1. The Institute believes it to be critically important to develop an economy in which as much
freedom of opportunity as possible exists for each citizen to achieve his maximum personal development. The
Institute believes that employee benefit plans, whether governmental, private, or otherwise, constitute an
essential element of such an economy.
Principle 2. The Institute considers well-conceived employee benefit plans to be effective means of
developing cooperation between employers and employees and encouraging productive efficiency.
Principle 3. The Institute is dedicated to the purpose of extending soundly conceived and administered
employee benefit plans in every practical way.
These are followed by six purposes, equally important:
• To promote, improve, and further the common interests of persons involved in the employee benefit field
through activities, including the encouragement and conduct of research relating to employee benefit plans,
ebri.org Notes • December 2014 • Vol. 35, No. 12

13

whether governmental, private, or otherwise, including the tens of millions of participants in these programs
who rely upon them for economic security;
• To promote employee benefit plans as an important means of strengthening the system of free enterprise;
• To promote goodwill and harmony among employers and employees through the development and
advancement of employee benefit plans;
• To bring together for their common interests persons who are interested in employee benefit plans;
• To assemble and disseminate information on employee benefits, by publication or otherwise, to the general
public, including interested organizations, both private and governmental; and
• To sponsor lectures, debates, round tables, forums, and study groups on employee benefit plans.

EBRI Born
Early on, an Executive Director Recruitment Subcommittee was formed, which, on October 3, 1978, interviewed
Dallas L. Salisbury, then Acting assistant executive director of the Pension Benefit Guaranty Corporation (PBGC), and
formerly Acting assistant administrator for Policy, Evaluation and Research of the ERISA program at the U.S.
Department of Labor. On October 16, the second major appointment was made that clearly shaped the future for
EBRI: Salisbury was formally offered the position of executive director, to officially begin work on December 4, 1978.
(Side Note: Salisbury was born and raised in the State of Washington. He shared a church and a home town with
Senator Henry M. “Scoop” Jackson, who had gone to high school with Dallas’ parents, and had met Dallas at a very
early age. President Carter had appointed Peter McCullough, then the Chair and CEO of Xerox, to Chair the
Presidential Pension Commission. In September, Sen. Jackson had called Dallas to see if he would interview with
McCullough for the position of executive director of the Presidential Pension Commission, telling him “Peter asked me
for suggestions and you are the only person I knew who finds pensions and retirement to be exciting topics”. He
interviewed, but a good friend from the Labor Department got the job, Thomas Woodruff. One week later, Dallas was
interviewed to be executive director of EBRI, with a primary assignment of assisting the Commission, which EBRI did
until the final Commission report was issued in January 1981.)
On November 21, 1978, the original EBRI Planning Committee, plus the officers of EBRI, met with Dallas Salisbury in
Atlanta. This was in preparation for the November Board meeting. This group established that EBRI needed to expand
its horizons and its membership rolls in order to:
• Assure money to finance EBRI’s goals.
• Establish broad geographic and industry support so that we could inform national policy.
• Clearly demonstrate openness and non-exclusivity.
On November 28, 1978, a second Board meeting was held and Salisbury was introduced to the Board. On December
4, 1978, Salisbury began work as the executive director and took charge of turning the principles and purposes into
action, opening the initial office at 1800 M St. NW, in the nation’s capital.
The first full year of operations for the Institute moved it beyond the first year expectations of the founders—helped
in no small part by press attention generated by the President's Commission on Pension Policy.

End of Part I
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EBRI makes information freely available to all.

EBRI assumes a public service responsibility to make its findings completely accessible at www.ebri.org
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