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The following is a summary of the comprehensive benefit plans Skidmore College offers 

to faculty and staff. Every attempt has been made to ensure that all information in this 

summary is clear and accurate. However, this summary is not a legal document. A 
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Overview 

 
What is the Skidmore College Benefits Program? 
Skidmore provides a “menu” of benefits for you to choose from. You can fund your 

contributions, if any, with tax-free dollars. You can also have a portion of your pre-tax 

pay held in “flexible spending accounts” to fund certain health care expenses not 

covered in the program as well as dependent day-care costs. The program operates on 

a calendar year basis. 

As an eligible employee, you well be covered beginning the first of the month following 

the date of hire. If hired on the first of the month, benefits begin immediately. An initial 

memo, along with a flexible benefits enrollment form, will be provided prior to or on your 

employment date. Soon after you start work, you will attend an orientation to help you 

choose benefits for the remainder of the calendar year. 

Continuing employees can change their benefit elections during open enrollment in 

November, with changes effective the following January 1. Premium increases, if any, 

occur each January 1. In addition, while health care cost-sharing is based on individual 

salary bands (with the exception of salary adjustments due to sabbaticals), cost-sharing 

will not change until the following January 1. All open-enrollment changes or updates 

are done online. 

While some program information is provided in this summary, please see the Benefits 

website at skidmore.edu/benefits/ for full details. 

 

 
Who may participate? 
You are eligible to participate if you are a regular full- time employee, or a part-time 

employee hired to work in a twelve-month position for at least 1,365 hours per year; full- 

time faculty appointed in temporary positions for at least two consecutive semesters; 

exempt and non-exempt staff hired in full-time temporary positions for at least nine (9) 

consecutive months; and faculty, exempt and non-exempt staff appointed to an 

approved shared position. 
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Health Care 

 
What are my choices of health care plans? 
You may cover your spouse or qualified domestic partner in your health care plan. You 

may also cover dependent children up to age 26. Full benefit details can be found on 

the Benefits website: skidmore.edu/benefits/. 

 

What is the cost of a health care plan to employees? 
The cost varies based on the level of coverage (individual, dual, employee plus 

child(ren) or family), the plan chosen, and your annual base salary. Your employee 

contribution will be deducted from your paycheck, prorated over the entire calendar year 

(for continuing employees) or for the remainder of the calendar year (for new 

employees) before state, federal and FICA taxes are calculated. An Employee Health 

Care Cost Sharing sheet can be found at skidmore.edu/benefits/. 

The College will contribute the remaining cost of the annual health care premium on 

your behalf. For participants in approved shared appointments, the College also 

contributes a prorated portion of the annual premium (more information can be found in 

the policy on Shared Appointments). 

With the exception of faculty sabbaticals, employee cost-sharing will be adjusted for 

salary changes each January 1. 

 

 
What are the highlights of each health care plan? 
A health comparison summary can be found on the benefits website at 

skidmore.edu/benefits/. 

 
 
 
 

Dental 

 
Does the College provide a dental plan for employees? 
The College offers two comprehensive dental plans. 

 

What is covered under the dental plan? 
Each dental plan provides different coverage, you should refer to documents on the 

Benefits website to learn about the details of each dental plan: skidmore.edu/benefits/. 
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What is the cost of the dental plan to employees? 
The cost of the plan may be found on the Benefits website: skidmore.edu/benefits/. 

Payment for the dental plan is the responsibility of the participating employee and is 

purchased with tax-free dollars through the Flexible Benefits Program. The College will 

contribute $400 per employee towards the annual premium. Spouses, qualified 

domestic partners, and children up to the age 26 may be covered; see website for 

details. 

 

 
Life Insurance 

Group Term Life Insurance & AD&D 
 

What group term life insurance plans are offered? 

Skidmore College provides a $50,000 group term life insurance, which ceases at 

separation of employment. You may also elect additional group term life insurance at 

$50,000; $100,000; $150,000; $200,000; or $250,000. 

What is the cost of the group term life insurance plan? 

There is no cost to you for the base $50,000 plan the College provides. The cost for any 

additional coverage will be based on the amount elected and your age at the time of 

benefit eligibility. Thereafter, the cost will be based on your age each January 1. The 

cost of the plan may be found on the Benefits website: skidmore.edu/benefits/. 

Are there other costs to employees when buying group term life insurance? 

Under federal guidelines, the value of group term life insurance in excess of $50,000, 

referred to as imputed income, is taxable income and, as such, is reported annually on 

your W2. While the value is subject to federal, state, and FICA taxes (Social 

Security/Medicare taxes), the College is only required to withhold FICA taxes. 

 

 
Dependent Life Insurance 

 
What is dependent life insurance? 
Dependent life insurance covers an employee’s spouse for $10,000 group term life 

insurance and each unmarried dependent child for $4,000 until age 19, or age 23 if they 

are a full-time student. Employees are automatically named as the beneficiary if 

coverage is elected. 

While dependent life insurance cannot be a part of the Flexible Benefits Program under 

the IRS regulations, the College does include the information and election option with 

the Flexible Benefits Program for employee convenience. 
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What is the cost of the dependent life insurance plan? 
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Leaves of Absence 

 
Administrative Leave 

 
What is an administrative leave of absence? 

The Administrative Leave Program is designed to encourage professional growth and to 

provide an opportunity to pursue a professional or educational project. The length of 

leave may vary from several weeks to up to five (5) months. Normally, the College 

approves no more than four administrative leaves annually. If approved, regular base 

salary and benefits are continued while on Administrative Leave. This benefit is not an 

entitlement. Employees who are interested in requesting an administrative leave must 

submit their request to their Dean or Vice President by January of each year. 

President’s Cabinet will review requests by February of each year. 
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leave. Employees who participate in a Skidmore-sponsored blood drive will be paid for 

the time up to 1.5 hours. 

 

 
Bone Marrow Donation Leave 
Employees who need scheduled work time off to undergo a medical procedure to 

donate bone marrow are eligible for unpaid leaves not to exceed 24 hours combined. 

This leave should be scheduled in advance with the employee’s supervisor. The 

College may require verification by a physician as to the purpose and length of each 

such leave requested. Employees may use available vacation days if they wish to be 

paid for this leave. 

 

 
Citizenship/Election Leave
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received by the government. The employee may keep any reimbursement for mileage 

or expenses. 

 

 
Military Spouse Leave 
Effective 8/16/2006, New York law grants certain military spouse employees ten (10) 

days unpaid leave, without retaliation, when their active military spouses are on leave 

from combat service. Covered employees must work on average 20 or more hours per 

week. 

The employee’s spouse must be serving during a period of military conflict, meaning a 

period of war as declared by the U.S. Congress or in which a military member or 

reservist is ordered to active duty pursuant to Sections 12301 and 12302 of Title 10 of 

the U.S. Code. This leave should only be used when the employee’s spouse is on leave 

from active duty in a combat theater or combat zone. The employee’s spouse must be a 

member of the U.S. armed forces, National Guard, or reserves. 

This provision shall not limit an employee’s rights to use other employee benefits as 

provided by law. 

 

 
Military Leave 
The College recognizes the need to have a policy that addresses the employment and 

re- employment rights of full- and part-time employees who serve in the military. It is the 

policy of the College to comply with the Uniformed Services Employment and 

Reemployment Act of 1994 (USERRA) as amended, the Heroes Earnings Assistance 

and Relief Act of 2008 (HEART Act) and applicable state laws which protect job rights 

and benefits for veterans and members of the reserves. The law covers all persons 
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leave and, if extended, submit a copy of their extended orders in a timely manner to 

ensure their position at the College. 

Inactive Duty 

If an employee is a member of one of the reserve units noted above, and is required to 

attend training or annual two-week encampment, or any other type of military exercise, 

the employee may elect to take vacation, if sufficient earned days of vacation are 

available, or to take a military leave of absence. 

Active Duty 

If an employee is absent from work due to active military service, the College will grant 

the employee a leave of absence for the duration of such period of service up to the 

maximum required by USERRA. 

Employment and Pay 

If military leave of absence is elected under either an inactive- or active-duty 

assignment, “makeup pay” for a period of ten (10) work days or fourteen (14) calendar 

days, whichever is greater, in a twelve- month period will be granted. The “makeup pay” 

will be the difference between the normal base salary/wage for the period of time lost 

and the military pay (exclusive of travel and similar allowances) earned while at the 

encampment or training. To receive “makeup pay,” each employee will be responsible 

for furnishing proof of participation in military training and a statement of government 

pay received. Employees may elect to use paid leave time in lieu of military leave or a 

combination of paid leave and military leave. 

 

 
Reemployment 

Under the Uniformed Services Employment and Reemployment Rights Act (USERRA) 

of 1994, as amended, an employee is entitled to reemployment by Skidmore College 

upon separation from military service, provided the employee: 

Gave advance written or verbal notice of service; 

Was separated from the service with an honorable or qualifying discharge; 

Was employed in a position for which there was an expectation of continued 

employment; 

Has not been absent for duty in the uniformed services for longer than a cumulative 

period of five (5) years unless involuntarily retained in the uniformed service; and 

Reported to work or notified his or her supervisor of an intention to return to work, at the 

proper time, as indicated in the following table. 
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Period of Service Action Employee Must Take When Action Must Be Taken 

1–30 days Report to work The next regular, full work 
day after return home 

31–
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D. Other Benefits: The coverage provided by insurance plans such as group life 

insurance and long-term disability insurance will be reinstated, with no waiting 

period, when the employee returns to active employment with the College. 

Dependents of employees who are eligible or become eligible for tuition remission 

benefits and course-fee waiver benefits will retain this eligibility during the time the 

employee is on military leave. 

Employees reemployed following military leave will receive seniority and other benefits 

determined by seniority that the employee had at the beginning of the military leave, 

plus any additional seniority and benefits the employee would have attained, with 

reasonable certainty, had the individual remained continuously employed. In addition, 

an employee’s time spent on active military duty will be counted toward their eligibility 

for FMLA leave once they return to their position. 

This policy may not address all issues concerning your rights during military leave. 

Insofar as issues arise that are not addressed in this policy, the College will abide by 

USERRA and any controlling state law. Should you have any questions or require 

further information, please see your Human Resources Department for further 

information regarding military leave. 

 
 
 

Unpaid Leave 
 

What is the duration of an unpaid leave of absence? 

The College will consider requests for unpaid leaves of absence for up to 12 months for 

eligible employees. 

When will leaves be approved? 

The College will consider unpaid leave requests for educational or personal reasons. 

Approval will be based on departmental and budgetary needs. 

However, in accordance with the Family and Medical Leave Act (FMLA), a request for 

unpaid leave of absence for up to twelve (12) weeks will be granted for any of the 

following reasons: (1) birth of a child in order to care for that child; (2) placement of a 

child for adoption or foster care and to care for the newly paced child; (3) care for a 

seriously ill child, spouse, or parent with a serious health condition (described in plan 

document); (4) serious illness (described in plan document) of an employee; (5) a 

covered family member’s active duty or call to active duty in the armed forces; (6) to 

care for an injured or ill service member. 
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Please refer to the Family Medical Leave Policy for further details. Under the FMLA, 

employees may be required to provide thirty (30) days advance notice before taking 

leave for foreseeable events. When this is not practical, notice must be given “as soon 





15  

Who is eligible for this benefit? 
Full
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Who is eligible for long-term disability coverage? 
Full- and part-time employees eligible to participate in the Flexible Benefits Program are 

eligible for long-term disability coverage on the first of the month following one year of 

employment. 

 
 
 
 

Workers’ Compensation Benefits 

What are Workers’ Compensation benefits? 
If you are injured at work, you may be eligible for NYS Workers’ Compensation benefits. 

If you are absent from work due to injury, the Workers’ Compensation plan provides 

partial salary/wage payments beginning on the eighth calendar lost day. Incurred 

medical expenses are also paid by this plan. 

 

What salary/wages are paid under Workers’ Compensation? 
The College will pay your regular salary/wage for the first five lost workdays when a 

physician does not allow you to work because of your injury. Workers’ Compensation 

benefits, which begin on the eighth consecutive lost day, pay you two-thirds of your 

salary/wage based on an average of your prior 52 weeks’ earnings. This benefit will be 

mailed directly to you from the insurance company and is non-taxable. 

Exempt and non-exempt employees (faculty and staff) are eligible to receive 

supplemental salary payments from the College based on the difference between their 

regular base salary/wage and the Workers' Compensation benefits after one year of 

employment based on the following schedule. 
 
 
 

Length of Service Number of Weeks by Percent of 
Salary/Wage 

At least but less than 100% 50% up to $170 
per week 

4 weeks 1 year 1 week 25 weeks 

1 year and over 26 weeks ————— 
 
 
 

Supplemental salary/wage payments are paid through the College’s payroll for exempt 

employees and non-exempt employees (faculty and staff) are inclusive for both NYS 

Disability Leave and Workers’ Compensation Leave. If eligible, time lost under this plan 

is also designated as time lost under the Family Medical Leave Act. Supplemental 

salary/wage payments are predicated on carrier/insurance approval of a claim. 
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Who is eligible for this benefit? 
Full- and part-time exempt and non-exempt employees (faculty and staff) are eligible for 
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The initial computation period begins on the employee’s date of hire. Subsequent 

computation periods are based on the plan year (a calendar year). An employee who 

meets eligibility requirements after the initial computation period can participate 

beginning with the first payroll period following completion of the eligibility requirements 

and necessary enrollment forms. 

Skidmore recognizes time spent previously employed at a post-secondary, degree- 

granting institution or a qualified research organization considered tax-exempt under 

code 501c(3) of the IRC, and the employee has participated in their previous employer’s 

401(a), 403(a) or 403(b) basic retirement plan. The previous employer must confirm 

participation and certify the term of such employment. 

 

 
Supplemental Retirement Account 

 
What is a supplement retirement account (SRA)? 

All employees can contribute a portion of salary/wages into the retirement plan through 

TIAA-CREF or Vanguard Mutual Funds via salary/wage deduction before state and 

federal taxes are computed. Tax liability is deferred until funds are withdrawn. 

How much can an employee contribute? 

The minimum employee contribution is $8.25 per pay period. The maximum is 

determined under IRS guidelines and is listed on the College’s Salary Reduction 

Agreement form. This amount may change annually. Employees have the option of 

electing a flat dollar amount or a percentage of total salary/wage. If a percentage of total 

salary/wage is chosen, the contribution will automatically increase when the employee’s 

salary/wage increases. Under IRS guidelines, the maximum contribution is based on a 

calendar year. 

Who is eligible for an SRA? 

All employees are eligible as of date of hire. 

 

 
Phased Employment 

What is the Phased Employment Program? 
The program allows employees who, through a pre-retirement reduction of their full-time 

working commitment, can gradually phase into retirement over a period of up to five 

years. The program is not an entitlement. It is voluntary for both the employee and 

College, and all terms or arrangements will be mutually agreed upon and documented. 

Participants must be in active status or on an authorized leave of absence to apply for 

this benefit. The employee’s combined age and length of service must equal 70 or 

more, with a minimum age of 50 and a minimum of 15 years of full-time service or its 





20  

contribution of an amount equal to 1% of base salary to one of our tax-deferred 

retirement plans to defray health care costs in retirement for those employees hired 

after September 3, 2008. 

An employee may choose to waive health care coverage until age 60 or later, at which 

time they may apply for coverage for themselves and eligible dependents. Upon 

electing coverage, the College will contribute the percentage of premiums according to 

their age and years of service at the time of retirement. See below for chart of 

contributions. 

 

Are dependents covered in post-retirement health care benefits? 
A spouse or qualified domestic partner of an eligible employee may be covered under 

the employee’s post-retirement health care coverage, as well as children up to age 26. 

 

What level of health care benefits is provided to retirees? 
While an employee may retire at 55, post-retirement health care benefits funded by the 

College will begin at age 60 for those eligible according to the following schedule for the 

retiree and eligible dependents: 
 
 

Years of Full- 
Time Service 

Percentage of 
Premium Paid 

by College 

20 100% 

19 90% 

18 80% 

17 70% 

16 60% 

15 50% 
 

Under this plan, a retiree will receive the above percentage of premium paid by the 

College the month following attaining age 60 and throughout his/her retirement years. 
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Tuition Exchange Program 
Over 600 undergraduate colleges nationwide, including Skidmore College, participate in 

the Tuition Exchange Program. Participating institutions may offer the dependent 

children of eligible faculty and staff Tuition Exchange Scholarships, which help to 

significantly defray higher education costs. 

Participation in this program is not an employee entitlement. Information and application 

materials for this program can be obtained from the Financial Aid Office’s website or 

directly from the Financial Aid Office. Questions concerning an employee or retiree’s 

eligibility should be directed to the Human Resources Office. 

An eligible employee/retiree may apply for up to eight semesters of certification for 

his/her dependent child. However, it is up to the admitting institution to award the Tuition 

Exchange 
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What if I don’t use all my accrued vacation? 
Vacation leave can be used in the year it is earned or you may carry over up to 35 

hours (less than or equal to a 35-hour work week) or 40 hours (40-hour work week) into 

the next vacation year. If not taken by the end of that vacation year, remaining vacation 

carryover is forfeited. Vacation hours carried over will be used before current-year 

accrued vacation. 

 

Am I required to report unused vacation leave? 
Unused vacation hours are reported to Financial Services annually. It is important for 

exempt employees to report any unused vacation at that time. Otherwise, any 

remaining hours will not be credited and assumed forfeited. Non-exempt employees 

report their vacation usage bi-weekly; therefore, any unused hours are automatically 

calculated on their behalf. 

 
 

 
Holidays 

 
The College provides holiday pay to eligible employees for the following days: 

 Independence Day 

 Labor Day 

 Thanksgiving 

 Day after Thanksgiving 

 Christmas Eve day 

 Christmas Day 

 New Year’s Eve day 

 New Year’s 
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Personal Time 

 
How do I earn and use personal time? 
With the permission of your immediate supervisor, personal leave is available to non- 

exempt employees for those occasions when you must take blocks of time off from 

work for personal reasons without using earned vacation for other than its intended 

purpose. Examples of appropriate uses of this benefit include such things as doctor 

appointments, house closings, extended bereavement leave, household moves, and 

other personal needs (these are examples only and not intended to be exhaustive). 

Personal time is not intended to extend vacation. 

Three (3) personal days, to a maximum of 21 hours for those employees working a 35- 

hour workweek in a 12-month position, are credited on June 1 each year to continuing 

employees. Employees working a 40-hour workweek in a 12-month position are 

credited with 24 hours. 

Full- and part-time employees hired after June 1 are credited with a prorated portion of 

personal hours. Personal time not used by May 31 is forfeited. Personal time must be 

used in increments of 0.5 hours or greater. 

Pay in lieu of time off is not permitted. Employees who terminate their employment do 

not receive payment for any unused personal time. 

Who is eligible for Personal Time? 

Full- and part-time non-exempt employees hired for at least a nine-month appointment 

are eligible for personal time upon date of hire. 
 
 


