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As the state of Mississippi gears up for its newly created Public Employees’ Retirement System
(PERS) Tier 5 introduction, slated to go into effect March 1, 2026, there are a number of
growing concerns among leaders of state agencies, municipal organizations, and most notably,
first responders’ leadership. These concerns come in a number of different arenas, from the
increased number of years of service, the reduction in defined benefit opportunities, and for the
ability to attract and retain first responder personnel. The question that lawmakers and agency
leadership will need to address with its staff  is how do we navigate the personnel challenges and
opportunities afforded this new Tier 5 system? 

First responders in this research are comprised of local and state law enforcement, except for
Mississippi Highway Patrol officers who currently have their own retirement plan, fire fighters at
the local and state level, dispatchers, and public emergency medical service (EMS) personnel.
Many of the states in this analysis have different categories of their inclusion of the different
types of professions included in their first responders categories including correctional officers
and others. Throughout the following analyses, much of the research will focus on law
enforcement and firefighters, as a fair amount of health-related research exists focusing
primarily on these two categories of first responder personnel. 

While a comprehensive study into the newly created PERS Tier 5 is beyond the scope of a short-
term research investigation and requires the involvement of actuaries and financial advisors
specializing in state-level retirement options, the Stennis Institute of Government tasked its
current Master of Public Policy and Administration Graduate and Undergraduate Research
Assistants with developing an overview of the southeastern United States, focused on detailing
the neighboring states’ retirement systems and how their first responders’ retirement systems
compare to that of the newly-created Tier 5 PERS plan in Mississippi. 

Best practices and comparison approaches are often beneficial for individuals to make decisions
based on others’ approaches to common challenges and opportunities, providing a relative
“apples to apples” approach to decision making. While there exist many corollary data points
and considerations, the following will provide the citizens of Mississippi with an overall big-
picture view of the retirement system landscape, particularly as it relates to the first responders
(law enforcement and fire fighters in this instance) across the state and region. 

Reports such as these are not meant to advocate for one position over another, but rather to
inform decision makers of information and data that may allow for better data-driven decisions
in the future. The information contained in this insight report is meant to inform public policy
and to aid in decision making for the well-being of the people of Mississippi.

INTRODUCTION
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Comparing Mississippi’s upcoming changes to its PERS tier system requires that an
understanding of the current tier 4 system and perceived and applicable changes resulting from
Tier 5’s implementation. To understand these changes, this research will explore the different
components of the retirement system, identify the changes in each category, and provide an
explanation of the general impacts of these changes. 

The following information on the PERS tiers and the subsequent details can be found in the
Public Employees’ Retirement System of Mississippi Member Handbook, found at
https://www.pers.ms.gov/Content/Handbooks/Member_Handbook.pdf. Figure 1, below, details
the various retirement tiers currently in place as part of the PERS of Mississippi retirement
plan. 

Many first responders in the State of Mississippi are currently operating under the Mississippi
PERS system and future hires in the areas of law enforcement, fire fighters, EMS, dispatchers,
and others will be hired under the newly proposed and soon-to-be-enacted Tier 5 of the
Mississippi PERS System. The changes from Tier 4 to Tier 5 will create new opportunities and
challenges for recruiting new hires in these high stress occupations. Understanding the landscape
of the new tier as well as understanding the challenges associated with recruiting personnel into
these categories requires a breakdown of the current system in place in Mississippi, as well as
knowledge of surrounding states. Much of the following will include discussion and research
based on law enforcement and fire fighters due to available research, however all first responder
categories should be considered when identifying opportunities to aid in recruiting talent to
Mississippi.
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FIGURE 1: PERS of Mississippi: Current Tiers

Source: https://www.pers.ms.gov/Content/Handbooks/Member_Handbook.pdf



Retirement Tier: The PERS Tiers referenced throughout the document. Tier 4 is the current
Tier as of September 2025. 
Hire/Entry Date: The date an individual was hired and entered the PERS system. 
Vesting Period: The number of years of service required that entitles an employee or their
beneficiaries certain benefits when the employee reaches a certain age, or years of service
upon disability. 
Retirement Eligibility: The qualifying characteristics necessary for full retirement benefits 
Service Retirement Formula: Calculations used in determining retirement compensation
upon meeting the above-mentioned eligibility and vesting requirements. 
PLSO and Disability: partial lump sum options and disability, which will not be extensively
addressed in this research. 
Other items: 

Defined Benefit: This is the percentage of employer contribution based on employee’s
pay at retirement (highest combination depending on tier) 
Defined Contribution: Introduced in Tier 5, is most closely associated to a 401k, whereby
it consists of employee contributions and is under the discretion of the employee (or a
designee) on assets in the portfolio 
Cost-of-Living-Adjustment: A percentage of base compensation provided after each full
fiscal year (July-June). Not available in Tier 5. 

DEFINING THE TERMS ABOVE:

Current Tier 4 employees enrolled in the eligible PERS of MS plan are those hired on or after
July 1, 2011, through February 28, 2026, assuming no changes are made to the start date of Tier
5 through the Mississippi Legislature. Tier 5 will go into effect March 1, 2026, and will include
new components for retirement benefits as well as several changes in vesting periods, defined
benefits and compensation, unused leave credits, and other items.

According to Mississippi PERS Executive Director Ray Higgins, in a July 30, 2025 letter to
PERS-covered employer agency heads, employees hired or rehired before March 1, 2026 will
remain under their existing Tier 4 retirement plan and will not be affected by the creation of
Tier 5.1 This is particularly important as insight and research is conducted on different states’
retirement systems as the changes in Tier 5 are specific to those individuals to be hired in the
future and will not have any impact on individuals currently in the PERS system. In addition,
those individuals currently retired from the MS PERS system will not see any changes in their
benefits or retirement plans as a result of the transition from Tier 4 to Tier 5. The changes 
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examined in this research are those that may impact new hires and the recruiting and retention
strategies as agency department heads and directors determine the best approaches to staffing
their respective agencies. Figure 2 below details the differences between the PERS Tier 4,
currently in place, and PERS Tier 5, set to begin March 1, 2026.

 https://www.pers.ms.gov/sites/default/files/Content/Tier5/Letter%20to%20Agency%20Heads%20Regarding%20Tier%205.pdf1

FIGURE 2: PERS Mississippi: Tiers 4 and 5 Comparison

Source: https://www.pers.ms.gov/Content/Handbooks/Member_Handbook.pdf 

https://www.pers.ms.gov/Content/Handbooks/Member_Handbook.pdf


Beginning with the start date of March 1, 2026, employees hired on or after this date will be
considered part of the PERS of Mississippi Tier 5 plan. Details for Tier 5 have been shared by
PERS of Mississippi and are important to the future of attraction, recruitment, and retention
efforts of Mississippi agency leaders, municipal and county officials, and all others involved in
the Mississippi PERS retirement system. 

Type of Plan: Those employees hired under the Tier 4, or any of the preceding tiers in PERS of
MS, are under what is known as the “traditional Defined Benefit Pension”. This plan provides
retirement benefits as a percentage of average compensation for each year of creditable service.
Mississippi did make a change between Tier 3 and Tier 4, whereby an actuarial reduction took
place for any individual hired under Tier 4 with less than 30 years of service or for each year
below the age of 65, whichever is less. This was a change from tier 3 to 4 and is only relevant in
this research as it exemplifies previous changes to compensation for years of creditable service
and retirement age options. 

Tier 5 is denoted as a “hybrid of defined benefit pension and defined contribution plan” . A
hybrid DB and DC plan is intended to combine the stability of a defined benefit pension option
while also allowing for a market-based retirement investment option for the employee through
the defined contribution portion of the employee share. In the tables and summaries found in
the appendices of this report, several of the neighboring states’ employee retirement plans can
be located and examined. Based on the insight of the graduate research team, the state of
Georgia is currently utilizing a hybrid model for its state personnel retirement options. Tennessee
was left off  the analyses found in the appendices due to the intricate nature of the system and
the local employer options available, however there are several unique options Tennessee offers
that may be of interest to those examining their retirement system for first responders.

1
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EXAMINING THE DIFFERENCES IN TIERS 4 AND 5

Tier 5 includes a shift from the standard defined benefit pension plan to the hybrid defined
benefit pension and defined contribution plan. Additionally, the number of service credit years
needed to reach retirement will increase from 30 to 35 years of service credit. Compounding this
change is the removal of unused leave towards service credit that is currently afforded to
individuals in Tier 4 and below. Hypothetically, an individual hired before March 1, 2026, who
meets the retirement requirements found in Appendix A, would be eligible to use their accrued
unused leave towards service credit years, increasing their base portion of their defined benefit
pension. Tier 5 does not include the option of applying unused leave toward service credit.

CHANGES FROM TIER 4 TO TIER 5:

 https://www.pers.ms.gov/sites/default/files/Content/Tier5/PERS%20Benefits%20Overview.pdf2

 https://treasury.tn.gov/Portals/0/Documents/Retirement/Forms%20and%20Guides/Retirees/PublicSafety_25YearActuariallyReducedRetirement_TCRS.pdf3 8



Another important change to Tier 5 is the age of retirement eligibility, if  vested, increasing from
age 60 to age 62. In Tier 4, an individual meeting the 8-year vesting period is eligible to retire at
age 60. However, in the new Tier 5 system, the same individual would not be eligible to retire
until age 62. 

Cost-of-Living-Adjustment (COLA) will also be removed as a guaranteed benefit for retirees
with the new Tier 5 system. A COLA is provided to retirees in Tiers 1–4 to preserve the real
value of their retirement benefits, ensuring they maintain purchasing power as the cost of living
increases annually. Under Tier 5, adjustments will be made at the discretion of the Legislature
rather than through an automatic COLA provision. 

Calculating the average base retirement benefit from Tier 4 to Tier 5 has also changed. Currently
under Tier 4 an eligible employee’s base compensation is calculated using the average of the
highest 4 years of salary or the last 48 consecutive months, whichever is higher. The new Tier 5
would use an average of either the highest 8 years of salary or the last 96 consecutive months,
whichever is higher, to determine the DB base retirement portion. 

Subjectively, the biggest change from Tier 4 to Tier 5 is the overall format of the plan as it shifts
from a traditional pension, with an employee contribution of 9% and employer contribution of
18.4%, to a hybrid combination of a traditional pension (DB) and market-based retirement
investment (DC). The percentages of contributions remain the same for both employee and
employer, however the employee’s contributions are now split with 4% towards the DB plan, and
5% towards the DC plan. The employer contributions remain the same, as 18.4% of the
employee’s base salary is sent directly to the PERS system. The resulting DB retirement plan
results in a 1% of the average base salary, per year up to the retired service credit years, with an
actuarial reduction if  retired at required age but less than the required years of service.

Tier 5 offers the employee to utilize their own individual resources, 5% of their contribution,
towards investing in the markets, similar to that of a 401(k)-retirement plan. Through a third-
party investment administrator, Empower Retirement, employees are able to manage their
investments and view their accounts in real-time. Through another third-party advisement
group, Advised Assets Group, LLC, employees would be eligible to access investment advice on
their portfolios and strategies moving forward towards retirement. This DC plan provides more
employee-controlled flexibility in their retirement investments and options, while the DB
provides a pension income that is consistent irrespective of market conditions, provided the
PERS system remains solvent.

FOCUSING ON TIER 5
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Public sector employment, in this research first responder employment, is dependent upon
employment wages and retirement benefits (Gorina and Hoang, 2019). Public sector employees
typically acknowledge a tradeoff between lower wages in the short term with increased benefits
in retirement in the long term (Borjas 2002; Ippolito 2002; Munnell et al. 2015; Reilly 2013a;
Gorina and Hoang, 2019). This tradeoff in wages for increased potential of retirement benefits
is exacerbated in the public safety sector in Mississippi where local law enforcement officers’
wages are often significantly lower than those of their counterparts in other states (Breen, 2014;
Nukpezah, et, al., 2024). While the State of Mississippi continues to expand efforts to increase
pay for teachers, state employees, and others through different measures, there remains the
understood challenge of recruiting law enforcement to Mississippi for a myriad of reasons. 

Much of the research on public sector employees treats the sector as a whole, rather than
focusing specifically on law enforcement, because broad analyses are generally easier to interpret
and generalize, whereas individual areas within public employment can vary significantly in
behavior, work environment, and other factors. Complicating these efforts is the presence of
economic factors like recessions, such as the 2007-2009 recession, where the strain on public
retirement systems created a significant strain on investment returns placing a higher stress on
funding liabilities and increasing unfunded liabilities. These strains and constraints serve as an
impetus for state legislatures to address the impending unfunded liabilities increase in several
ways.

Researchers identified a few measures undertaken by state legislatures in the wake of the 2007
recession to address the potential of increases in unfunded liabilities in their respective state
retirement systems through benefit-reducing measures (Peng and Wang 2017; Thom 2013,
2015). The measures varied from increases in vesting periods, changes in plan governance, and
increases in employer contributions (Gorina and Haong, 2019). These factors had a more
impactful measure in long-term uncertainties in the system than direct impacts but were
considered in overall models (Gorina and Haong, 2019). More direct benefit-reducing measures
such as increasing the age to retirement, increases in the number of years of creditable service,
reductions or the removal of cost-of-living adjustments, and other measures have also been
analyzed.

A major finding of the analyses performed by Gorina and Haong (2019) notes, “… on average,
a retirement system reform increased turnover by about 0.21 percentage points, or 4%”. This
percentage in turnover represents a 4 percent increase in overall public sector turnover during 

ACADEMIC PERSPECTIVE: Impacts on Public Sector Employees
(First Responders)

Turnover and Recruitment

10



the period from 2002-2015, the time period of the researchers’ analysis. It should be noted that
this finding is specific to changes in retirement systems that impact current individuals and not
those “grandfathered” into the previous systems. This is important to note as Goran and Haong
(2019) state that these changes “that grandfather current workers into existing retirement
schemes and apply only to new hires may not affect the labor market behavior of current
workers as much” (p.108). However, when the researchers ran the models to account for future
hires and impacts, they found “…we can also expect that future benefit redesign will continue to
weaken public sector job lock and incentivize worker mobility” (Goran and Haong, 2019, p.
108).

One of the key components of Goran and Haong’s (2019) research was the inclusion of
different measures of benefit-reductions strategies and their impacts on turnover and retention.
While these measures focused on those individuals impacted by the changes while currently
employed, they provide a landscape for understanding future challenges facing the recruitment
of personnel to the public sector, particularly first responders/public safety employees. Table 1
below demonstrates the research model variables and explains the impact each of the changes
has on the individual employee (Goran and Haong, 2019).

From the table below, explicit benefit reforms are those that are direct in their impacts, meaning
when the explicit reforms are enacted, they will directly result in a change in benefits. For the
turnover results, positive and negative results may seem counterintuitive to some unfamiliar with
academic literature. For instance, a one unit increase in explicit reforms like a reduction of
COLA will have a likely impact of a one unit increase in turnover. So, in this case, because the
reform categories are negative in nature, administrators would hope for a negative impact on
turnover. One would hope that for a one unit increase in the reform, it would result in a lower, or
negative, turnover result.

11
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TIER 5 IMPLICATIONS FOR MISSISSIPPI
FIRST RESPONDER PERSONNEL

Explicit pension reforms may result in negative externalities for first responder personnel in the
areas of recruitment and retention, for which first responder administration already struggles. In
the explicit reform categories, Mississippi’s soon-to-be enacted Tier 5 retirement plan includes
three of the four listed explicit reforms to the benefit system. First, the Tier 5 plan reduces the
amount of defined benefit pension multiplier, from 2% down to 1% of creditable service (PERS,
2025). Next, the Tier 5 plan removes the cost-of-living adjustment (COLA) from the Tier 5
benefits package. Any future adjustments must come from an act of the Mississippi Legislature
to address inflation or other measures. The third explicit reform contained within the MS Tier 5
plan is the introduction of the defined contribution (DC) plan, which comprises 5% of the total
9% of the employee’s contribution to the PERS system. While this hybrid system was not as
common during the time period of this research, this may have an impact in overall findings for
future research. The DC portion of the plan, as it provides some portability of funds at the
employee’s discretion, comes with some caution as Gorina and Haong (2019) note mixed results
from the federal employees who participated in the hybrid plan with the federal pension reform
of 1987 and those with in the Washington, D.C. teacher’s plan. Mixed results on the impact of
this last category make any conclusions or impacts of changing into a hybrid system as a
positive or negative impact on turnover. 

With the implicit results, Mississippi’s new Tier 5 plan introduces changes that apply to all three
of these implicit reform categories. The increase of age eligibility as one component will increase
from 60 to 62. This change was compounded with the next implicit reform as the number of
years of service will increase from 30 to 35 years of service. Mississippi’s Tier 5 PERS system
will now require that individuals must have 35 years of service at any age or must be 62 years old
and vested. These changes mean that individuals will now be required to work significantly
longer and/or be older and vested than previous counterparts. The final implicit reform category
involves the increase in the number of final years of service to calculate the overall defined
benefit retirement income. The current Tier 4 system, as of September 2025, calculates the DB
retirement benefit based on an average of the highest 4 fiscal or calendar years or the last 48
months, whichever is greater (PERS, 2025). The new Tier 5 system will increase this number to 8
fiscal or calendar years, or the last 96 consecutive months, whichever is greater (PERS, 2025).
This implicit reform increase in years of service calculations means that as the time period of
calculation increases, it is likely to decrease the overall average of compensation used in the
calculation of benefits as individuals are more likely to earn more as they continue on in their
career. An individual is likely to receive less DB retirement benefit if  they are required to include
eight consecutive years of service compared to four, as individual income typically grows as they
progress in their career. Including figures from farther in their past are likely to drive down the
overall benefit, in many cases. Tier 5 does not appear to have any benefit-neutral reforms as
listed in Table 1 above.

13



While the Gorina and Haong (2019) study is not the only study available on public sector
employment and turnover, its inclusion in one of the field of public administration’s top
journals, the Journal of Public Administration Research and Theory (JPART), and its relatively
current analysis of state-level retirement systems and the impacts of reforms that are very closely
related to Mississippi’s enactment of Tier 5 PERS retirement package make the study a top
choice for investigation. Turnover rates and reactions to changes in retirement packages offered
public sector employees are incredibly important points of data and investigation as Mississippi
lawmakers work to ensure that law enforcement and first responder administration are able to
attract, recruit, and retain the best individuals to ensure the safety and well-being of the people
of Mississippi. 

A second key study in this examination was the National Institute on Retirement Security
(NIRS) 2024 report “The Role of Defined Benefit Pensions in Recruiting and Retaining Public
Safety Professionals”. This report is a significant addition to the literature on public safety
employees and retirement plans’ impact on recruiting and retaining qualified public safety
personnel. As is the case with any academic endeavor, caution was used when examining this
report as it is not clear whether this document has been peer-reviewed and is therefore used only
for the purposes of understanding the landscape of public safety recruiting and retention efforts
as very little peer-reviewed literature exists on this topic. 

This report is the most comprehensive approach to understanding the differences in DB and DC
retirement plans and serves as a tool for decision makers in their respective toolbox. One of the
most poignant findings in this report is that of the state of Alaska, its shift from a DB to a DC
plan, and the subsequent results. In 2006, the State of Alaska closed both of its DB plans,
resulting in police and fire employees switching from the DB plan to a DC plan. Their findings
show that “[M]unicipalities throughout Alaska have struggled to recruit and retain firefighters
and peace officers in the years since and, in some jurisdictions, it has reached crisis levels” (page
9). The findings continue stating, “In a November 2017 presentation of its recruitment and
retention plan, the Alaska Department of Public Safety specifically cited the lack of a defined
benefit pension plan as an ‘impediment to success’” (page 9). While it cannot be assumed that
the defined benefit plan shift to defined contribution plan was the only reason behind their
difficulties in recruiting public safety employees, it is a case study in possible impacts of shifting
retirement benefits and the possible negative externalities that may arise. These types of case
studies are useful in a best practices approach when determining the ways to address future
challenges in other situations.

14



An additional consideration in the shift in retirement benefits is the health and well-being of
first responder, or public safety employees. Public safety employees are often exposed to
heightened levels of stress and anxiety when compared to their non-public safety counterparts.
In a study by White, et. al., (2024), the researchers found significant levels of stress led to higher
potential for cardiovascular disease (CVD). “In the current study, we found that male LEOs had
significantly higher levels of both trait and state social vigilance. High levels of social vigilance
have been found to evoke heightened cardiovascular reactivity, resulting in sustained increases in
blood pressure, thereby promoting greater possible CVD risk”. While this study, and many of
the health and well-being studies of public safety employees, particularly law enforcement
officers, have limitations in sample sizes and generalizability, it is commonly found to be
consistent with the other studies suggesting higher stress and lower likelihoods of longer life
expectancy compared to their non-public safety counterparts. Other research has shown similar
impacts on health and well-being, particularly stress, increasing potential for CVD and other
morbidity complications (Gershon and Li, 2002; Violanti, Fekedulegn, Shi, and Andrew ME,
2020).

First responders are generally known as the individuals who arrive first at the scene of an
emergency, accident, or disaster, where they confront hazardous and demanding conditions to
safeguard lives, property, and the environment (Lowery and Cassidy, 2021). These individuals
are critical in ensuring the safety and well-being of individuals following disasters and
maintaining public safety. Their interactions with the public on a frequent basis, often placing
them in uncertain situations, can lead to increased levels of on-the-job stress and places
significant strain on their health at certain times throughout their workday. The list of
conflicting reports on life expectancy is not extensive, but shows that sound, comprehensive
research on law enforcement life expectancy is not abundant and therefore will not be discussed
in this report. Subjective commentary can be found in a number of arenas along with scattered
instances of convenience sample research, but those are not beneficial for this insight.

Exposure to high-stress situations on a frequent basis has been shown to increase first
responders’ chances of developing significant mental health consequences (Lowery and Cassidy,
2021). Cassidy and Lowery (2021) also found that “[A] systematic review by Stanley, Hom, and
Joiner (2016) indicates that emergency medical personnel, police officers, and firefighters may
face a higher risk for suicidal thoughts as well as behaviors acting on these”. Stress and frequent
interactions in high-stress situations has been shown to increase the chance of suicidal thoughts
and behaviors, as well as increase the chances for cardiac events. Stress and suicidal thoughts or 

IMPLICATIONS FOR MISSISSIPPI FIRST RESPONDER
PERSONNEL HEALTH AND WELL-BEING
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behaviors are seen throughout the first responder profession. In a study conducted of firefighters
and emergency medical technicians (EMTs), firefighters and EMTs “had significantly higher
proportionate mortality ratios for suicide compared to the general US working population” (Vigil,
et. al., 2021). Stress and repeated stressful events can also lead first responders to develop post-
traumatic stress disorder (PTSD), which has been shown to lead to the potential for increased
cardiovascular disorders and sudden cardiac arrest (Pandhi, et. al., 2024). During the 2025
legislative session, the Mississippi State Legislature enacted House Bill 1268, establishing a task
force to examine the effects of post-traumatic stress disorder (PTSD), suicide prevention for our
Mississippi first responder community. HB 1268 was signed by the Governor in March of 2025,
showing the consensus of the need to ensure the mental well-being of our first responder
community.

Varvarigou, et. al., (2014) found that “[P]hysically and psychologically stressful law enforcement
duties are associated with large increases in the risk of sudden cardiac death compared with
routine/non-emergency policing activities”. Increased stress in situations can lead to significant
increases in the chances of cardiac events compared to non-stressful events, which reinforces the
notion that first responders’ job responsibilities are often intertwined with greater chances of
health-related incidents than those employed in other public and private sector roles. 

Higher prevalence of cancer found in first responders, particularly firefighters, continues to be
common finding in peer-reviewed bodies of literature. Researchers have found that firefighters
tend to have higher rates of cancer than non-public-safety employees (DeBono, et. al., 2023).
Large-scale events, such as 9/11, have a significant impact on the exposure and possibilities of
developing certain cancers, and the overall impacts of the responsibilities of a first responder have
been shown to increase the potential for developing different types of cancer (DeBono, et. al.,
2023; Lee, et. al., 2023). 

When considering the impacts of serving in disasters, crime prevention, fires, and other high-stress
events, it is not a far reach to understand how the job responsibilities of first responders differ
from those of the other public and private sector employees. Many states currently employee
special provisions for retirement for first responders in response to the nature of the professions
and the toll the occupations have on individuals’ well-being. More research continues to uncover
the different components of serving as a first responder and how to create a meaningful retirement
package for individuals serving in these professions.

CONSIDERATIONS

The following section is a detailed breakdown of some of the surrounding states’ retirement
systems including, where applicable, police and fire retirement plans. In comparing the
Mississippi PERS Tier 5 plan to the other states’ current retirement systems, a number of items
are worth noting. A brief  summary of different plans is below in Table 2.



TABLE 2: 
A Brief Synopsis of Different States’ Plans

For a more detailed table, please see the appendix in the end of the document including each

state’s breakdown and additional retirement benefit information. The information above should

provide a glimpse into the comparables of the current systems in place in the surrounding states.

This comparison can be used to determine the common practices among the states and provide

a basis for consideration for decision makers when contemplating any potential changes to the

impending Tier 5 system in Mississippi. It should be noted, once again, that there are no

intentions of suggesting a certain item should be changed or adjusted, as that is for the elected

officials and the citizens who elected them to decide. The purpose of this brief  is to inform

individuals.

17



MS TIER 5 CONSIDERATIONS FOR LAW ENFORCEMENT PERSONNEL

Perhaps the largest outlier in the comparison table of retirement plans is the years of service
credit needed to retire in Mississippi compared to other states. According to the statistics
compiled, no other plan in the comparison group requires more than 30 years of creditable
service, and the Georgia plan has a specific reduction in service years for law enforcement.
Given the explicit reform impact the research suggests, this could be a point of revision,
particularly as it applies to the more stressful and hazardous professions of law enforcement and
first responders. When comparing other states’ caveats for law enforcement and/or first
responders, the average age is 55-56 years of age and 10 years of service credit to be eligible for
retirement.

Service Age to Retire

18

Sources (if  not listed in Appendix A): Federal LEO: https://www.congress.gov/crs-
product/R42631 *Federal LEOs can retire at/after 57 once they have 20 years of service and was
included to show comparison only. 

https://www.congress.gov/crs-product/R42631
https://www.congress.gov/crs-product/R42631
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Mississippi’s new Tier 5 has the highest number of consecutive months required (96) in the
comparison state group. The next closest states use 60 months of consecutive salary, which is the
current MS Tier 4 plan. Increasing the number of consecutive months by 36 may affect the
overall attractiveness of the retirement package to potential employees. Excluding the outlier of
24 months, the average salary base used by most of the comparison states is in the 60-month
range, with some state plans allowing for some small concessions.

Average Salary for Base Pension 

The cost-of-living adjustment continues to be the most targeted concept of state retirement
plans throughout all of the available research. COLA provides the security of future retirees’
ability to withstand the impact of yearly inflation on their fixed retirement income. While half
of the COLA systems analyzed are tied to the discretion of the state legislature, the other three
plans had varying levels of adjustments made to the COLA. Mississippi’s current Tier 4 does
not tie the COLA to the discretion of the legislature, instead is an included retirement benefit.
The most intriguing COLA metric in the comparison states was the Arkansas Police & Fire
plan, which tied the COLA to the consumer price index (CPI), which measures the average
changes over time in the prices paid by urban consumers for a basket of goods and services. Put
simply, it is a measure of purchasing power that is recalculated on a regular basis. As one of the
single largest explicit negative reforms found in the Gorina and Haong (2019) research, the
decision to remove the COLA from the retirement system may be worth additional
consideration, noting its potential financial stress placed on the PERS system. 

These items are some of the more notable differences in the Mississippi PERS Tier 5 system
compared to other neighboring states. As Mississippi works towards ensuring the fiscal stability
of its PERS system, it should also be noted that when comparable states are providing for
retirement plans that may benefit individuals more than working in Mississippi, differences in
retirement benefits across states may influence employees’ decisions about where to work and
reside. In Mississippi, as it is likely everywhere, the important consideration is to attract the best
and most capable employees to provide goods and services like law enforcement and first
response efforts.

COLA



CONCLUSIONS

Public employee retirement defined benefit systems are set in place for individuals to have the
opportunity to serve the citizens of their respective states and to be provided with a stable
income following their creditable years of service. Defined benefit retirement plans incentivize
positions that may not offer a competitive wage with other entities with the capability to entice
individuals looking for post-career stability. Defined contribution plans provide portability and
individual investment decisions, depending on the limitations set in statute, and give the
employee opportunities to invest more or less into the portfolio of their creating. There are
numerous confounding variables involved in the calculation of potential benefits and outcomes,
with much of the data not readily available, so the best effort was made to cover the necessary
aspects of the retirement systems, particularly as they apply to the field of law enforcement.
Throughout, law enforcement was lumped in with public safety and this is done with purpose.
Consideration may be warranted for how retirement design affects other first responders and
hazardous professions.

While time did not present the opportunity for this insight to delve into the depths of
conducting primary quantitative and qualitative measures, this brief  will hopefully allow
decision makers the opportunity to explore options when addressing challenges in sustaining a
public sector workforce. 

Decision makers must contend with scarcity when identifying means to provide goods and
services to the public. Scarcity is the notion of how they must allocate X amount of goods to a
subset of Y. In simpler terms, how to provide for unlimited wants given the presence of limited
resources. In this case, some might suggest changes that may strain the fiscal sustainability of
the retirement systems, while others might choose to remove all facets of the retirement structure
in an effort to save money. No matter the personal stance, it should always be a consideration
that there are always externalities to every decision. In this theoretical example, if  a system
removes all retirement benefits, the state might struggle to find a competent and capable
workforce, potentially affecting the ability to maintain service levels that support citizens’ health,
well-being, and safety. If  a system provides too much and places a financial strain on its system,
the retirement system might find itself  unable to fund future liabilities, potentially leaving future
retirees without any method to provide for their own care after their creditable service years are
complete.

FINAL REMARKS
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LIMITATIONS

This study is far from a comprehensive research study. The proposed timeframe for this insight
was the summer of 2025, with some unforeseen delays causing the release of this report to be
delayed until early to mid-September. Due to the quick timing of the research as well as limited
staff  availability, most of this research was conducted during student work weeks with the
exception of late date delivery preparation. This study should not be used as the comprehensive
guide for all decision making on retirement systems, however it should be used as one of several
items in deciding what is best for the future of first responders of the Mississippi PERS system. 

No actuarial computations were done as a product of this research. Due to the cost of actuary
research, it was decided that the computations needed to provide examples were best left to the
experts. Some basic calculations were conducted to provide the researchers with an idea of the
impact of the move to a hybrid system, in which there was evidence that the system could
provide a favorable retirement income should positive market conditions prevail through a
potential retiree’s working service timeline. However, due to the nature of actuary work, these
computations were left out of this brief. 

The final limitation is the lack of available, generalizable research on law enforcement retirement
systems and impacts on recruiting and retention efforts in the US, particularly in rural states.
Future considerations should be given to providing research funding exploring retirement
systems in rural states and allowing for primary insight into retirement plan solvency for future
decision makers.
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Mississippi’s suggestion of moving to a hybrid retirement system in its impending Tier 5 system
is not necessarily a wholly negative transition. In fact, having a portion of the benefit package
consisting of a DC plan provides portability of the employee funds that are not readily available
under the current system. Based on the research found in the earlier sections of this report, as
well as the suggestions following, there may be room for consideration should decision makers
decide to revisit Tier 5, particularly for first responders.

As Mississippi moves the PERS Tier 5 into operations beginning March 1, 2026, legislators and
others have the opportunity to voice their support or angst towards the opportunities and/or
challenges these changes create. The following information will summarize some of the
previously addressed information, while also providing a brief  introduction into the other states
are incorporating to address public sector, particularly police and fire, employment retirement
plans.



DISCLAIMER

This research was done as a research development and training tool inside the John C. Stennis
Institute of Government and Community Development. No external funding was provided for
this research. This report is an ongoing effort by the Executive Director to encourage policy
research and academic insight into issues facing the State of Mississippi and the nation. Student
researchers were directed by the Executive Director and received no outside consultation on this
research, beyond of contacting representatives at state retirement systems with questions on
their plan components.
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APPENDIX A:

A Comparison of Southeastern States’ Retirement Systems
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ALABAMA PUBLIC RETIREMENT
The Retirement Systems of Alabama

Alabama’s Employees’ Retirement System (ERS) is a traditional defined benefit plan

with two tiers. Tier 1 covers employees hired before January 1, 2013, while Tier 2 applies

to those hired after. Contribution rates differ by employee type. Tier 1 requires 7.5% for

regular employees and 8.5% for certified first responders, while Tier 2 rates are slightly

lower at 6.0% for regular employees and 7.0% for first responders. The employer

contribution is set annually by the state. Vesting occurs after 10 years. Retirement

eligibility varies between the two tiers. Tier 1 allows retirement at age 60 with 10 years or

25 years at any age, while Tier 2 requires age 62 with 10 years, or age 56 with 10 years for

law enforcement, firefighters, or correctional officers.

Benefits are based on an average final salary multiplied by years of service and a benefit

factor (2.0125% for Tier 1, 1.65% for Tier 2, capped at 80%). Sick leave conversion is

allowed only for Tier 1. Both tiers offer additional service credit for hazardous duty

employees (first responders), providing one extra year for every five years worked. Cost-

of-living adjustments (COLAs) are ad hoc, requiring legislative approval, and partial

lump-sum options are available under certain retirement conditions.
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TIER 1 TIER 2

Entry Date Before Jan. 1, 2013 After Jan. 1, 2013 

Type of Plan Defined Benefit Plan Defined Benefit Plan 

Employee
Contribution Rate 

Regular: 7.5% 
First Responders: 8.5% 

Regular: 7.5% 
First Responders: 8.5% 

Employer
Contribution 

Employer rate set annually Employer rate set annually 

Defined Benefit
Plan Vesting 

10 Years 10 Years 

Defined Benefit
Retirement
Eligibility 

Service retirement at age 60 with 10 years, or 25 years at
any age. 

Service retirement at age 62 with 10 years, or age 56 with 10
years if  Firefighters/Law Enforcement/Correctional 

Defined Benefit
Formula 

Average Final Salary x Years and Months of Service x
Benefit Factor ÷ 12 = Maximum Monthly Benefit 

The current benefit factor is 2.0125% 

Average Final Salary x Years and Months of Service x
Benefit Factor ÷ 12 = Maximum Monthly Benefit 

The retirement benefit is capped at 80% of average final
salary. 

The current benefit factor is 1.65% 

Average
Compensation 

Highest 36 months (3 years) of earnable compensation
during the member’s career. Months do not have to be

consecutive. 

Highest 60 months (5 years) of earnable compensation
during the member’s career. Months do not have to be

consecutive. 

Cost of Living
Adjustments 

Cost-of-Living Adjustments for retirees are made on an
ad hoc basis by the State Legislature. 

Cost-of-Living Adjustments for retirees are made on an ad
hoc basis by the State Legislature. 

Partial Lump Sum
Eligibility 

Have 25 years of creditable service or 10 years of
creditable service and attain age 60; Retire on or after

October 1, 2019; and Not retire with disability benefits
unless the member is also eligible for service retirement. 

Have 30 years of creditable service or 10 years of creditable
service and attain age 62; Retire on or after October 1, 2019;
and Not retire with disability benefits unless the member is

also eligible for service retirement. 

Unused Leave 
Sick leave conversion allowed. Unused sick leave can be

converted to service credit, increasing retirement benefit. 
No sick leave conversion. 

Military Service 
May purchase military service credit (up to 4 years). 

Also includes Noble Eagle service credit 
May purchase military service credit (up to 4 years). 

Also includes Noble Eagle service credit

Early Withdrawals 

A member’s contributions are only refundable at the
request of the member upon termination of employment
and application for refund. There are no partial refunds;

all contributions are refunded in full.

A member’s contributions are only refundable at the
request of the member upon termination of

employment and application for refund. There are no
partial refunds; all contributions are refunded in full.

Service Purchase 

One year of additional retirement service credit for each
five years of employment as a full-time firefighter,

correctional officer, law enforcement officer, or
emergency medical services personnel 

One year of additional retirement service credit for each five
years of employment as a full-time firefighter, correctional

officer, law enforcement officer, or emergency medical
services personnel 

Refund Payback 
Withdrawn contributions can be repaid to restore service

credit. Interest charged on withdrawn funds 
Withdrawn contributions can be repaid to restore service

credit. Interest charged on withdrawn funds 



ARKANSAS PUBLIC RETIREMENT
Local Police & Fire Retirement System

Arkansas covers police and fire employees through the Local Police and Fire Retirement

System (LOPFI), which is a defined benefit plan. Members contribute at different rates

depending on Social Security coverage: 9.5% if  not covered, 3.5% if  covered, and 0% for

volunteers. Employer contributions vary by city or agency. Employees vest after five

years of service. Retirement eligibility requires 28 years of service at any age or age 60

with vesting. 

The benefit formula offers 2.94% of final average pay multiplied by years of service,

based on the highest five years of earnings (including overtime but excluding uniform

allowances). A maximum 3% annual COLA is tied to the Consumer Price Index.

Members may also purchase up to 15 years of qualifying prior public safety service, as

well as up to 5 years of military credit. Unused leave counts toward service credit, and a

partial lump-sum option is available at retirement. This system is designed specifically for

police and firefighters, giving them higher benefit multipliers and service credit

opportunities than typical state employees receive.
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TIER 1 TIER 2

Entry Date Before Jan. 1, 2013 After Jan. 1, 2013 

Type of Plan Defined Benefit Plan (LOPFI - Police & Fire) Defined Benefit Plan (LOPFI - Police & Fire) 

Employee
Contribution Rate 

Not covered by SS: 9.5% 
 With SS: 3.5% 
 Volunteer: 0% 

Not covered by SS: 9.5% 
 With SS: 3.5% 
 Volunteer: 0% 

Employer
Contribution 

Employer rate set annually (actuarial valuation, varies by
city/agency)

Employer rate set annually (actuarial valuation, varies by
city/agency)

Defined Benefit
Plan Vesting 

5 years 5 years

Defined Benefit
Retirement
Eligibility 

28 yrs service at any age OR age 60 with vesting 28 yrs service at any age OR age 60 with vesting

Defined Benefit
Formula 

Final Avg Pay × YOS × 2.94% Final Avg Pay × YOS × 2.94% 

Average
Compensation 

Highest 5 yrs (includes overtime, excludes uniform
allowance) 

Highest 5 yrs (includes overtime, excludes uniform
allowance) 

Cost of Living
Adjustments 

Annual COLA tied to CPI (max 3%) Annual COLA tied to CPI (max 3%)

Partial Lump Sum
Eligibility 

Partial Annuity Lump Sum Option Partial Annuity Lump Sum Option

Unused Leave Counts toward service credit Counts toward service credit

Military Service Up to 5 yrs purchasable Up to 5 yrs purchasable

Early Withdrawals 

If  a contributory Member terminates employment before
reaching their vesting requirement, they may elect to receive
a refund of their member contributions. Receiving a refund

makes the Member ineligible for any future benefit
associated with the paid service credit that was forfeited

due to the refund.

If  a contributory Member terminates employment before
reaching their vesting requirement, they may elect to

receive a refund of their member contributions. Receiving
a refund makes the Member ineligible for any future

benefit associated with the paid service credit that was
forfeited due to the refund.

Service Purchase 
Up to 15 yrs other qualifying public safety service

purchasable
Up to 15 yrs other qualifying public safety service

purchasable

Refund Payback 

If  a member terminates employment before retirement,
withdraws their member contributions, and later returns to
a LOPFI-covered position, they can receive credit for the

previous LOPFI-covered employment by repaying the
amount of Member contributions previously withdrawn

plus interest.

If  a member terminates employment before retirement,
withdraws their member contributions, and later returns to
a LOPFI-covered position, they can receive credit for the

previous LOPFI-covered employment by repaying the
amount of Member contributions previously withdrawn

plus interest.

ARKANSAS LOCAL POLICE & FIRE RETIREMENT SYSTEM



ARKANSAS PUBLIC RETIREMENT
Arkansas State Police Retirement System

The Arkansas State Police Retirement System (ASPRS) is a non-contributory defined

benefit plan specifically for state police officers. Tier 1 covers those hired before April 3,

1997, while Tier 2 applies to those hired afterward or who transferred. Employees do not

contribute; instead, the Department of Public Safety contributes 26% of salary plus

additional revenues from insurance premium taxes. Vesting requires only five years of

actual service. 

Tier 1 members may retire with 28 years of service at any age or at age 52 with five years

of service, while Tier 2 members may retire with 28 years at any age or at an age reduced

from 65 (down to 55) depending on years of service. Early retirement is available with

reductions. The benefit formula differs by tier. Tier 1 uses 1.66% of the highest five fiscal

years of salary per year of service, while Tier 2 uses 2.65% of the highest four years. Both

tiers provide a temporary annuity until age 62 to bridge to Social Security. Members may

also enter a Deferred Retirement Option Plan (DROP) after 28 years, with Tier 1

accruing 100% of benefits and Tier 2 at 72%, for up to seven years. A guaranteed 3%

COLA is applied annually. ASPRS is unique in being fully non-contributory, with higher

benefit multipliers and enhanced early retirement options that reflect the hazardous

nature of law enforcement work.
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TIER 1 TIER 2

Entry Date Hired before April 3, 1997 (or did not transfer to Tier 2) 
Hired on/after April 3, 1997, or Tier 1 members who

elected transfer

Type of Plan Defined Benefit Plan Defined Benefit Plan

Employee
Contribution Rate 

Non-contributory (no employee contributions) Non-contributory (no employee contributions)

Employee
Contribution

Match

Dept. of Public Safety contributes 26% of salary (plus
insurance premium tax transfers)

Dept. of Public Safety contributes 26% of salary (plus
insurance premium tax transfers)

Defined Benefit
Plan Vesting 

5 years actual service 5 years actual service

Defined Benefit
Retirement
Eligibility 

- 28 years actual service at any age, OR 
- Age 52 with 5 years service (unreduced) 

- Early retirement available within 10 years of eligibility
(0.5% per month reduction)

- 28 years actual service at any age, OR 
- Age 52 with 5 years service (unreduced) 

- Early retirement available within 10 years of eligibility
(0.5% per month reduction)

Defined Benefit
Formula 

Final Avg. Comp. (highest 5 fiscal years) × 1.66% × Years
of Service = Annual Benefit

Final Avg. Comp. (highest 4 fiscal years) × 2.65% × Years
of Service = Annual Benefit

Average
Compensation 

Highest 5 fiscal years Highest 4 Fiscal Years

Cost of Living
Adjustments 

3% annually each July 1 (after 12 months of retirement) 3% annually each July 1 (after 12 months of retirement)

Partial Lump Sum
Eligibility 

DROP: May enter with 28 years service; 100% of benefit
deposited to DROP account; up to 7 years participation;

interest set by Board (≤ actuarial rate)

DROP: May enter with 28 years service; 72% of benefit
deposited to DROP account; up to 7 years participation;

interest 1%–5% (set by Board)

Unused Leave Not Specified Not Specified

Military Service 
May purchase up to 5 years (active duty or reserve/guard)

after 5 years ASPRS service; must have honorable
discharge

May purchase up to 5 years (active duty or reserve/guard)
after 5 years ASPRS service; must have honorable

discharge

Early Withdrawals N/A N/A

Service Purchase 
Can purchase military service (as above); reciprocal service

with other AR systems allowed
Can purchase military service (as above); reciprocal service

with other AR systems allowed

Refund Payback N/ N/A

ARKANSAS STATE POLICE RETIREMENT



GEORGIA PUBLIC RETIREMENT
Employees’ Retirement System of Georgia

Georgia’s Employees’ Retirement System operates under the Georgia State Employees’

Pension and Savings Plan (GSEPS), which is a hybrid model combining a defined benefit

pension with a 401(k)-style savings plan (Peach State Reserves). All employees hired on

or after January 1, 2009, are enrolled. Workers contribute 1.25% of their salary toward

the pension and are automatically enrolled at 5% in the 401(k), with flexibility to adjust.

The state provides a pension contribution determined annually, plus a 401(k) match of

up to 3% initially, which increases with years of service and can reach as high as 9%. 

The defined benefit portion vests after 10 years, while the 401(k) match vests over five

years. Normal retirement eligibility is age 60 with 10 years of service, 30 years at any age,

or age 55 with 10 years for law enforcement officers. Early retirement is possible with at

least 25 years, though benefits are reduced. Pension benefits are calculated as 1% of

highest average salary (24 months) per year of service. Cost-of-living adjustments

(COLAs) are not automatic and require legislative approval. This hybrid structure

provides both a guaranteed pension and supplemental retirement savings, while granting

law enforcement earlier access to unreduced retirement benefits than regular state

employees.
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GSEPS (HIRED ON/AFTER JAN 1, 2009)

Entry Date Hired on or after January 1, 2009

Type of Plan Hybrid plan: Defined Benefit (DB) pension + 401(k) savings (Peach State Reserves)

Employee Contribution – Pension 1.25% of salary (mandatory  to DB pension)

Employee Contribution – 401(k) Auto-enrolled at 5% (can increase/decrease/opt out)

Employer Contribution – Pension Actuarially determined annual rate (set by ERSGA)

Employer Match – 401(k)
100% match on first 1% + 50% match on next 4% = 3% base match. Increases 0.5% per year of service

after 5 years, capping at 9%.

Vesting – Pension 10 years of creditable service

Vesting – 401(k) Employer Match 20% vested per year, fully vested at 5 years

Retirement Eligibility (Normal) - Age 60 with 10 years OR - 30 years at any age OR - Law Enforcement: age 55 with 10 years

Early Retirement At least 25 years under age 60; benefit reduced 7% per year under age 60 or under 30 years service

Defined Benefit Formula 1% × Years of Creditable Service × Highest Average Salary (24 consecutive months)

401(k) Benefit Based on contributions + employer match + investment returns

Average Compensation Used Highest 24 consecutive months of salary 

Cost-of-Living Adjustments
(COLA) 

Not automatic; subject to ad hoc legislative approval

Refund Payback / Restoration of
Service 

If  contributions withdrawn, may repay to restore service credit (interest applies) 

Projected Replacement Income 
Pension + 401(k) estimated to provide ~59% of salary after 30 years; potentially 90%+ when including

Social Security 



LOUISIANA PUBLIC RETIREMENT
Louisiana State Police Retirement System

Louisiana maintains a separate retirement system for state police officers, structured as a

defined benefit plan. Two tiers exist: Tier 1 covers members hired before January 1, 2011,

while Tier 2 covers those hired after. Employees contribute 9.5% of base pay, while

employer contributions are funded through actuarial rates supplemented by dedicated

revenues such as insurance taxes, license fees, and oil and mineral revenues. Vesting

occurs after 12 years of service. 

Retirement eligibility for Tier 2 is age 55 with 12 years of service or 25 years at any age,

with an early option at 20 years (reduced). Benefits are calculated at 3.333% of final

average compensation per year of service, based on the highest 60 months of base pay,

with a cap on annual increases. Sick and annual leave may be converted into service

credit, and members may purchase up to four years of additional service (“air time”). A

unique feature is the Initial Benefit Option (IBO), which allows for a partial lump-sum

payment at retirement. COLAs are not automatic but may be granted by legislative

action. This system provides police officers with enhanced multipliers and earlier

retirement eligibility compared to standard state retirement systems. 
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TIER 1 TIER 2

Entry Date Before Jan 1, 2011 (Old Plan) On/after Jan 1, 2011 (New Plan)

Type of Plan 
Defined Benefit Plan (LSPRS - Old State

Police Plan) 
Defined Benefit Plan (LSPRS - State Police)

Employee
Contribution Rate 

9.5% of base pay (no overtime/premium)

Employee
Contribution Match

Employer actuarially set + dedicated revenue (insurance tax, licenses,
oil/mineral revenue)

Defined Benefit Plan
Vesting 

12 years

Defined Benefit
Retirement Eligibility 

12 yrs at 55 OR 25 yrs any age (20 yrs reduced, no DROP)

Defined Benefit
Formula 

3.333% × Final Avg Comp × YOS

Average
Compensation 

Highest 60 months base pay (cap 115% annual increase)

Cost of Living
Adjustments 

Permanent Benefit Increases (legislative, not automatic)

Partial Lump Sum
Eligibility 

Initial Benefit Option (IBO)

Unused Leave Sick/annual leave creditable

Military Service Military service purchasable 

Early Withdrawals 
Upon withdrawal from service, members not entitled to a retirement

allowance may receive a refund of accumulated contributions. 

Service Purchase Up to 4 yrs 'air time' purchasable

Refund Payback 
Upon withdrawal from service, members not entitled to a retirement

allowance may receive a refund of accumulated contributions.



MISSISSIPPI PUBLIC RETIREMENT
The Public Employees’ Retirement System of MS

Mississippi offers retirement through the Public Employees’ Retirement System (PERS),

with Tier 4 covering employees hired between July 1, 2011, and February 28, 2026, and

Tier 5 applying to those hired on or after March 1, 2026. Tier 4 is a traditional defined

benefit plan, while Tier 5 is a hybrid combining a defined benefit with a defined

contribution element. Employees contribute 9% of their salary in both tiers, but under

Tier 5, 5% is directed into a defined contribution account and 4% toward the pension.

Employers contribute 18.4% to PERS under both systems.

Vesting requires eight years of service. Retirement eligibility differs from tier to tier. Tier

4 allows retirement at 30 years of service or at age 60, while Tier 5 increases requirements

to 35 years or age 62. The Tier 4 formula provides 2% of average compensation per year

for up to 30 years, then 2.5% for additional years, while Tier 5 reduces the multiplier to

1% for all years. Compensation is based on the highest 48 months for Tier 4 and the

highest 96 months for Tier 5. Tier 4 includes a guaranteed 3% annual COLA

(compounded after age 60), while Tier 5 has no automatic COLA. Unused leave counts

toward service in Tier 4 but not Tier 5.
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PERS TIER 4 PERS TEIR 5

Entry Date July 1, 2011 – February 28, 2026 March 1, 2026 – Forward

Type of Plan Traditional Defined Benefit Pension
Hybrid of Defined Benefit Pension and Defined

Contribution Plan

Employee
Contribution Rate 

9% 9% (4% into Defined Benefit, 5% into Defined Contribution)

Employer
Contribution 

18.40% to PERS 18.40% to PERS

Defined Benefit
Plan Vesting 

8 years 8 years

Defined Benefit
Retirement
Eligibility 

30 years of creditable service at any age or age 60 and
vested

35 years of creditable service at any age or age 62 and vested

Defined Benefit
Formula 

2% of average compensation per year of creditable
service for up to 30 years, plus 2.5% of average

compensation per year for each year of creditable service
over 30, with an actuarial reduction for each year of

creditable service below 30 years or for each year in age
below age 65, whichever is less.

1% of average compensation for all years of service. If
member reaches age 62 with less than 30 years of service, an

actuarial reduction is made for each year of creditable service
below 30 years or for each year in age below age 65,

whichever is less.

Average
Compensation 

4 highest fiscal or calendar years of earned
compensation or last 48 months, whichever is greater

8 highest consecutive fiscal or calendar years of earned
compensation or last 96 months, whichever is greater

Cost of Living
Adjustments 

3% of annual base benefit for each full fiscal year of
retirement to age 60, plus 3% compounded for each

fiscal year thereafter

No guaranteed COLA; Legislature may provide an
additional benefit for a specific year

Partial Lump Sum
Eligibility 

33 years of creditable service at any age N/A

Unused Leave 
Unused leave certified to PERS is computed to

additional creditable service
No service credit shall be awarded for unused leave

Military Service 

Up to 4 years of free creditable service for honorable
military service; members may purchase additional

military service credit under USERRA

Up to 4 years of free creditable service for honorable military
service; members may purchase additional military service

credit under USERRA

Early Withdrawals No withdrawals before termination Defined contribution plan allows hardship withdrawals

Service Purchase 
Members may purchase certain out-of state service,

professional leave credit, and other non-covered public
service credit

No service credit shall be purchased for out-of-state service,
professional leave, or any other non-covered service

Refund Payback 
Individuals reentering the system before March 1, 2026,
are eligible to repurchase the withdrawn service credit

Individuals reentering the system on or after March 1, 2026,
are ineligible to repurchase the withdrawn service credit



APPENDIX B:

Relevant References for State Retirement Systems
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RELEVANT REFERENCES FOR STATE RETIREMENT SYSTEMS

ALABAMA
Retirement Handbook: https://www.rsa-
al.gov/uploads/files/ERS_Member_Handbook.pdf
https://www.rsa-al.gov/uploads/files/Understanding_Your_Retirement.pdf

ALASKA
https://drb.alaska.gov/employee/dcrplan.html

ARKANSAS
Local Police and Fire Retirement System � https://lopfi-prb.com/Files/LOPFI-Member-
Handbook.pdf

FLORIDA
https://frs.fl.gov/forms/member_handbook.pdf
Police Fire Pension: https://www.floridaretirementresources.com/police-fire-pension

GEORGIA
Department of Public Safety Retirement page: https://dps.georgia.gov/retirement

IDAHO
Early Retirement system for public safety officers:
https://www.persi.idaho.gov/docs/brochures/Early-Retirement.pdf
https://www.persi.idaho.gov/docs/news/publications/PERSI-Member-Handbook.pdf

INDIANA
Police Officers and Firefighter Fund:
https://www.in.gov/inprs/files/77_fund_glance_membership.pdf

IOWA
Municipal Police and Fire:
http://www.mfprsi.org/media/publications/benefit_handbook_xcTF7tX.pdf
Pers handbook: https://publications.iowa.gov/51674/1/IPERS-
24028%20IPERS%20Member%20Handbook%20Updates%20Aug%2024%20HR%20Pa
ges.pdf
IPERS: https://ipers.org/media/248/download?inline
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LOUISIANA
Police Retirement:
https://static1.squarespace.com/static/6462f2f7e23c86086919b43c/t/64654317c82b1b1c51
48177e/1684357911827/Mem+Handbook+NewPlan_FINAL.pdf
Fire fighters’ retirement resources page: https://lafrs.org/retirees/
LASERS guide: https://lasersonline.org/wp-
content/uploads/2025/03/MembersGuide0425_web.pdf

MISSOURI
Public retirement circa 2011 (most updated) plan: https://mosers.org/docs/default-
source/benefits/pension/general-employees-retirement-handbook.pdfsfvrsn=ae17812_3o
Municipal code for firefighters and police with changes since April 25:
https://library.municode.com/mo/springfield/codes/code_of_ordinances

MONTANA
Firefighters Code: https://mpera.mt.gov/_docs/Handbooks/FURS.pdf
Municipal Police Code:
https://www.montanapolice.org/mpors/#:~:text=The%20MPORS%20retirement%20sys
tem%20is%20part%20of%20the%20Montana%20Public,or%20406%2D444%2D3154.
Pers Handbook: https://mpera.mt.gov/_docs/Handbooks/PERS.pdf

NEBRASKA
State patrol handbook as most recently updated:
https://npers.ne.gov/SelfService/public/howto/handbooks/handbookPatrol.pdf
State employees handbook as most recently updated:
https://npers.ne.gov/SelfService/public/howto/handbooks/handbookState.pdf
New Legislation for Firefighters: https://update.legislature.ne.gov/?p=37550

NEVADA
Plan: PERS – Police/Fire
Vesting: 5 years
Retirement: Age 50 or 20 years of service
Contributions: 10.5% (both employee and employer)
Website: https://www.nvpers.org/

NEW HAMPSHIRE
Plan: NHRS Group II
Vesting: 10 years
Retirement: Age 45 with 20 years or 60 with 10
Contributions: Employee 11.55%
Website: https://www.nhrs.org/
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NORTH DAKOTA
Plan: PERS
Vesting: 3 years
Retirement: Age 65 or Rule of 85
Contributions: Employee 7%, Employer 13.26%
Website: https://www.nd.gov/ndpers/

OHIO
Plan: Ohio Police & Fire Pension Fund (OP&F)
Vesting: 25 years
Retirement: Age 52 with 25 years
Contributions: Employee 12.25%, Employer 19.5%
Website: https://www.op-f.org/

OKLAHOMA
Plan: Oklahoma Police Pension Systemo Vesting: 10 years
Retirement: Age 50 or 20 years of service
Contributions: Employee 8%, Employer 13%
Website: https://www.ok.gov/opprs/

SOUTH CAROLINA
Plan: Police Officers Retirement System (PORS)
Vesting: 5 years (Class II), 8 years (Class III)
Retirement: Age 55 with 5/8 years or 25/27 years of service
Contributions: Employee 9.75%
Website: https://www.peba.sc.gov/pors
Additional Info: State Law: https://www.scstatehouse.gov/code/title9.php

SOUTH DAKOTA
Plan: SDRS – Class B
Vesting: 3 years
Retirement: Age 55 or Rule of 85
Contributions: Employee 8%, Employer 8%
Website: https://sdrs.sd.gov/

TENNESSEE
Plan: TCRS – Public Safety
Vesting: 5 years
Retirement: Age 55 or 25 years of service
Contributions: Employee 5%, Employer varies
Website: https://treasury.tn.gov/Retirement/Boards-and-Governance/TCRS
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TEXAS
Plan: TMRS (varies by city)
Vesting: 5-10 years
Retirement: Often 60 with 5 years or 20 years any age
Contributions: Typically 5-7%
Website: https://www.tmrs.com/

UTAH
Plan: URS Public Safety/Firefighters
Vesting: Tier I: 5 years, Tier II: 10 years
Retirement: Tier I: Age 50/20 years; Tier II: 65/25 or 60/20
Contributions: Tier I: 12.29%, Tier II: 12%
Website: https://www.urs.org/

VERMONT
Plan: VMERS Group C
Vesting: 5 years
Retirement: Age 55
Contributions: Employee 9.25%, Employer 6.5%
Website: https://www.vermonttreasurer.gov/content/retirement

VIRGINIA
Plan: SPORS (State Police Officers Retirement System)
Vesting: 5 years
Retirement: Age 50 or 25 years of service
Contributions: Employee 5%
Website: https://www.varetire.org/

WEST VIRGINIA
Plan: State Police Retirement System
Vesting: 5 years
Retirement: Age 50 or 20 years of service
Contributions: Employee 12%, Employer 12%
Website: https://www.wvretirement.com/

WYOMING
Plan: Law Enforcement Retirement Plan
Vesting: 4 years
Retirement: Age 50 or 20 years of service
Contributions: Employee 8.6%, Employer 8.6%
Website: https://retirement.wyo.gov/
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