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The spending accounts
This section of the SPD describes the benefits under the Citigroup spending accounts as of January 1,
2001. Citigroup has entered into an arrangement with UnitedHealthcare to administer the spending
accounts.

This section of the SPD should be read in combination with the About Your Health Care Benefits
section for more information about plan eligibility and enrollment for you and your dependents,
coordination of benefits, your legal rights, your contributions, and other administrative details.

This section of the SPD is intended to comply with the requirements of ERISA and other applicable laws
and regulations. It does not create a contract or guarantee of employment between Citigroup and any
individual.
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Overview
Each calendar year, Citigroup offers you the chance to set up spending accounts to pay for eligible,
unreimbursed, or out-of-pocket health and dependent care expenses with before-tax dollars. You set
aside your before-tax dollars for these costs and then reimburse yourself for the covered expenses.

You do not have to participate in any of the Citigroup medical, dental, or vision care plans in order to take
advantage of the tax savings offered with a spending account.

The following chart summarizes the two spending accounts available to you.

Health Care Spending Account Dependent Care Spending Account

Annual deposit up to: $5,000. $5,000 ($2,500 if married and filing
separate tax returns).

Before-tax dollars used
to reimburse:

Your eligible health care expenses. Your eligible dependent care expenses

Dependent Care Spending Account
subsidy available for employees within
certain annual salary guidelines.
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Tax consequences
Benefits you elect under the spending accounts are generally excluded from your income. However, if a
spending account or one of its components is determined to be discriminatory in favor of highly
compensated employees, the Plan Administrator has the right to modify the elections or benefits of these
highly compensated employees to eliminate any discrimination.

In the event an expense reimbursed by the spending accounts is not eligible for reimbursement, the
employee agrees to reimburse Citigroup for any additional federal income tax, state or local income tax,
Social Security tax, or any other amount owed.

Before-tax contributions
When you enroll in a spending account, your before-tax contributions will be deducted from your pay
automatically each pay period. This means that your deductions come out of your paycheck before you
pay federal income and employment taxes (including Social Security and Medicare) at most income
levels. These deductions are also exempt from most state and local income taxes, although certain states
do not fully exempt spending account contributions from their income taxes.

When you spend after-tax dollars on health care or dependent care expenses, you have already paid
federal income and employment taxes on the money you are using to buy benefits. But, by taking
advantage of favorable tax laws, the spending accounts let you use before-tax dollars. This means your
contributions come out of your pay before federal income and employment taxes are deducted.
Before-tax contributions reduce your gross salary, which lowers your taxable income and, therefore, the
amount of income tax you must pay. Your spending accounts have no effect on your pay-related benefits.

Social Security
Each year you pay Social Security taxes on a certain level of your earnings, called the wage base. Since
the before-tax dollars you use for your spending account contributions are not considered part of your pay
for Social Security tax purposes, your Social Security taxes also will be reduced if your pay falls below the
wage base after these before-tax dollars are subtracted from your full earnings. In this case, your future
Social Security benefit may be smaller than if after-tax dollars were used for those purposes.

IRS requirements
In return for favorable tax treatment, the Internal Revenue Service (IRS) imposes requirements on Health
Care and Dependent Care Spending Accounts. Because of these requirements, you will need to be sure
your account works effectively for you.

§ Elections on how much to contribute must be made for a full calendar year. During each open
enrollment period, you can enroll in a spending account for the following year. Once you have
made your decision, you cannot change it during the year unless you have a change in family
status. If you are enrolling as a new hire, you also cannot change your decision for the
remainder of the year;

§ Enrollment in the Health Care Spending Account and Dependent Care Spending Account are
separate elections. If you enroll in both a Health Care and a Dependent Care Spending
Account, you may not transfer money from one account to the other;
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§ You can be reimbursed only for expenses you incur during the same calendar year in which
you make contributions. After the end of each year, you will have until March 31 of the
following year to submit claims for your expenses for the prior year. If you do not submit
claims by March 31, you will forfeit any money remaining in your account; and

§ Unused balances are forfeited. If you do not spend all the money in your spending account
for expenses incurred during the year, the unused balance cannot be returned to you or
carried forward for use during the following year.
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Health Care Spending Account
You may deposit up to $5,000 a year into your Health Care Spending Account to reimburse yourself for
eligible health care expenses. Expenses must be incurred during the period of time you are participating
in the account.

Eligible expenses
Eligible medical expenses are those considered by the IRS to be deductible medical expenses and that
are not otherwise reimbursed under another group health plan, and include:

§ Any deductible, copayments or coinsurance;

§ Routine exams and tests not reimbursed under your medical, dental, or vision plan;
§ Health expenses for legal dependents you claim on your tax return, whether or not they are

covered as dependents under your medical, dental, or vision plan;

§ Childbirth classes;
§ Cardiac rehabilitation classes;
§ Acupuncture;

§ Back supports;
§ Chiropractor visits;
§ Expenses above reasonable and customary (R&C) charges;

§ Nursing home care for medical reasons;
§ Physical therapy;
§ Smoking cessation if prescribed by a doctor;

§ Special schooling for the disabled;
§ Sterilization surgery;
§ Vaccinations and immunizations;

§ Prescription vitamin and minerals prescribed by a doctor;
§ Weight reduction program based on diagnosis and letter of medical necessity; and
§ Medical expenses incurred in countries outside the United States.

Eligible vision and hearing care expenses include the following expenses that are not otherwise
reimbursed under any other group health plan:

§ Eye and hearing examinations;
§ Eyeglasses, including tinting;
§ Contact lenses, including all necessary supplies and equipment;

§ Hearing aids and repairs;
§ Special telephone and television equipment for the deaf;
§ Guide dog or other animal or human guide used by a visually-impaired or hearing-impaired

person; and
§ LASIK and radial keratotomy.
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Eligible dental expenses include the following expenses that are not otherwise reimbursed under any
other group health plan:

§ Any deductibles and copayments you have to pay under your dental plan; and

§ Orthodontia not covered by the dental plan (requires a paid receipt). The date a payment was
made for orthodontia treatment (scheduled monthly payment) determines the plan year in
which the expense may be reimbursed from your Health Care Spending Account. Therefore,
allocated paid expenses during this year may be reimbursed only during this plan year,
through March 31.

For more information on eligible expenses, see IRS Publication 502 which is available from the IRS by
calling (800) TAX-FORM or from the IRS website, www.irs.gov.

Ineligible expenses
You may not use your Health Care Spending Account to pay for any services not otherwise reimbursed
by another group health plan or for any expenses that the IRS does not consider tax deductible. Some
examples include:

§ Custodial care in a nursing home;
§ Health club memberships;

§ Marriage or family counseling;
§ Funeral or burial expenses;
§ Cosmetic procedures and drugs;

§ Contact lens insurance;
§ Insurance premiums including those paid by you, your spouse, or your dependents, including

COBRA  premiums;

§ Expenses eligible for reimbursement under any medical or dental plan to which you belong;
§ Exercise equipment, hot tubs, whirlpool baths, and swimming pools;
§ Non-prescription drugs, vitamins, and natural foods;

§ Over-the-counter medicines, except for contact lens solutions, cleaners, and hearing aid
batteries; and

§ Medical expenses for someone who is not your lawful spouse or IRS dependent.

Submitting a claim
You must submit a bill, invoice, or explanation of benefits (EOB) from your medical or dental coverage
with your claim form. If you are enrolled in a UnitedHealthcare (UHC) medical option and have selected
the single-bill submission feature, any unpaid amount of certain health care claims will be submitted
automatically for reimbursement.

If health care expenses exceed the current amount in your health care account, you will be reimbursed up
to the amount of your annual election less any prior reimbursements that you have received.

You will have through March 31 of the following calendar year to submit claims for expenses incurred for
the prior year. If you leave the plan during the year, there may be restrictions on the claims you submit for
reimbursement.

Expenses must be documented in accordance with IRS requirements and must be incurred while you are
a plan participant and during the calendar year. In order to submit claims for health claims incurred after
your termination of employment, you must elect COBRA for continuation of coverage.
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Dependent Care Spending Account
You may deposit the following amount into a Dependent Care Spending Account to pay for dependent
care expenses on a before-tax basis less any amount provided under the dependent care account
subsidy:

If you are: You may deposit:

Single Up to a maximum of $5,000.

Married and filing jointly Up to a family maximum of $5,000.

Married and filing separately Up to a maximum of $2,500.

Expenses must be incurred during the period of time you are participating in the account.

Citigroup also offers a tax free subsidy to partially fund dependent care expenses for employees within
certain annual salary guidelines. See Dependent care account subsidy for more information. The
amount you contribute to the Dependent Care Spending Account, combined with the amount provided
under the dependent care account subsidy, may not exceed $5,000.

Eligibility
You are eligible to participate in a Dependent Care Spending Account if:

You have a child or disabled dependent who meets the definition of a "qualified dependent”; and
You use this benefit to help pay only "employment-related expenses."

A "qualified dependent" is a person who is:
§ Under 13 years of age who is living with you and who you claim on your federal income tax

return as a dependent; or

§ Other dependents, such as your spouse, an elderly parent, or an older child who spends at
least eight hours per day in your home and who cannot care for themselves because of a
physical or mental disability.

Only “employment-related expenses” will be covered under the Dependent Care Spending Account. This
includes expenses you incur for care of a qualified dependent in order for you to be gainfully employed.
Examples of such expenses include:

§ Household services that are incidental to dependent care, such as cooking, cleaning, and
general housekeeping;

§ Wages and Social Security taxes paid to or on behalf of a qualified caretaker as defined by
the IRS; and

§ Care of a qualified dependent, including such things as feeding, administration of medicine,
general supervision, and nursery school.
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Expenses not covered include:
§ General babysitting other than during work hours;
§ Care or services provided by your child or children under age 19 or anyone for whom you

could legally claim a dependency exemption for federal income tax purposes;
§ Overnight camp; and
§ Cost of schooling in the first grade or higher.

Effects of before-tax contributions
All contributions to the Dependent Care Spending Account are made on a before-tax basis. You can use
either the Dependent Care Spending Account or the dependent care tax credit currently available for
these expenses. However, you cannot use both. For more information on the dependent care tax credit,
see IRS Publication 503 which is available from the IRS by calling (800) TAX-FORM or from the IRS
website, www.irs.gov.

Also, you must report the name and the taxpayer identification number of the dependent care provider on
your income tax form.

If you are married, both of you must work. Benefit payments cannot exceed the lower of your salary or
your spouse's earned income. If your spouse is unemployed, or is employed in any nonpaying capacity,
you cannot enroll in a Dependent Care Spending Account. If your spouse is physically or mentally
incapable of caring for himself or herself or is a full-time student for at least five months during a plan
year, the above restriction does not apply to you. In these cases, your spouse's monthly income is
assumed to be $200 if you have one dependent and $400 if you have two or more dependents.

If you are not married, benefit payments cannot exceed your annual salary.

Submitting a claim
You must submit a paid receipt or cancelled check with your claim form. Dependent care claims will be
reimbursed only up to the amount of payroll contributions in your account. If a dependent care expense
exceeds this amount, you will be reimbursed the balance as additional contributions are credited to your
account.

All benefit checks must be deposited within 12 months of the date on which the check was issued. If any
check is not deposited during this time it will be cancelled and you will forfeit the amount of the check.

You will have through March 31 of the following calendar year to submit claims for expenses incurred for
the prior year. If you leave the plan during the year, there may be restrictions on the claims you submit for
reimbursement.

Under the Dependent Care Spending Account, UnitedHealthcare will pay claims on date of services after
your termination, up to the amount you have contributed to your account. There is no risk of forfeiture
upon termination.
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Dependent care account subsidy
Citigroup offers a tax-free subsidy to partially fund dependent care expenses for employees within certain
annual salary guidelines.

The dependent care account subsidy is available to employees who are enrolled in the Dependent Care
Spending Account, earn less than $45,000 per year, and whose annual household income is less than
$90,000.

In the case of single parents providing sole support, the family income maximum of $90,000 as stated
above can apply. The amount of the subsidy you may receive is based on your election for the
Dependent Care Spending Account and your annual base salary. (Annual base salary does not include
such items as overtime, bonus or shift differential.) The maximum annual subsidy is $1,500 for full-time
employees and $1,125 for part-time employees.

The subsidy ranges in total from 15% to 30% (11¼ to 22½ % for eligible part-time employees) of your
Dependent Care Spending Account election, with the maximum annual subsidy of $1,500 ($1,125 for
eligible part-time employees).

Eligible subsidy percentage

Eligible subsidy percentage

Annual base salary Full-time employees Part-time employees
Less than $25,001 30% 22½ %

$25,001 - $35,000 20% 15%

$35,001- $45,000 15% 11¼%

$45,001 - $90,000* 15% if sole financial provider 11¼% if sole financial provider

More than $90,000 Not eligible Not eligible

Maximum annual subsidy $1,500 $1,125

*You will be eligible for a 15% dependent care subsidy if you are the sole financial support for your
dependents and your insurance earnings are between $45,001 and $90,000.

The subsidy will reduce the amount deducted from your paycheck. When enrolling in a Dependent Care
Spending Account, you must remember to subtract the subsidy from your total dependent care expenses
from the previous year to determine your total contribution for the upcoming year. Only expenses incurred
from the effective date of coverage through December 31 can be applied to your Dependent Care
Spending Account.

To receive the Dependent Care Spending Account subsidy, you must complete the authorization form
that will be mailed with your confirmation statement. If you enroll in a Dependent Care Spending Account
and are eligible for the subsidy but do not complete the Dependent Care Spending Account authorization
form, you will not receive the subsidy.
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Subsidy example
For example, you earn $27,000 per year and wish to contribute $4,000 to a Dependent Care Spending
Account. At $27,000, you are eligible for a 20% subsidy on your contribution. Therefore, Citigroup
contributes $800 to your Dependent Care Spending Account (20% of $4,000) and your total annual
payroll deductions would be reduced to $3,200. Your total Dependent Care Spending Account balance at
the end of the year will be $4,000, which includes the $800 subsidy.
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Claims information
To file a claim, you will need to obtain a Spending Account Reimbursement Request Form:

§ If you are paid by Citibank, you can print a form from CitiWeb, or order a form by calling the
Forms & LifeTimes option of the Employee Information & Services Line at 1-800-947-2484.
For text telephone service, call 1-800-845-8531; or

§ If you are on another U.S. payroll, call your Benefits Service Center. For text telephone
service, call 1-800-842-3715.

Follow the directions on the form and mail it to UnitedHealthcare at the address on the form. Do not return
claim forms to your employer.

Submit your spending account claims to:

UnitedHealthcare
P.O. Box 925
Albany, NY 12201-0925

Claims must be incurred during the period of time in which you are a participant. A claim is treated as
incurred when the service is provided, not necessarily when you pay the provider of the services. In
addition, you may not submit claims for a domestic partner who is not considered a tax dependent under
Section 152 of the Internal Revenue Code.

Single-bill submission
The single-bill submission feature allows employees who are covered by most Citigroup medical and/or
MetLife dental plan(s) and who elect a Health Care Spending Account deduction to pay expenses without
having to resubmit claims. Your Health Care Spending Account will automatically be debited by the
amount necessary to pay the uncovered portion of your claim (e.g., deductibles, copayments, etc.).
Employees who have health care coverage through multiple carriers or HMOs should manually submit
claims, as stated in Claims information. In addition, you may not submit claims for a domestic partner
who is not considered a tax dependent under Section 152 of the Internal Revenue Code.

If you would like to use the single-bill submission feature, you must indicate that when you make your
enrollment election. If you had single-bill submission in the previous year, you will automatically be
enrolled in single-bill submission for the next.

Note: You will not be able to use the single-bill submission feature if you are enrolled in Aetna U.S.
Healthcare Managed Choice, CIGNA FlexCare, or an HMO.
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About your health care benefits
This document serves as both the Summary Plan Descriptions and official plan documents (hereinafter
referred to as the “SPD”) for eligible employees under the health care benefit plans for Citigroup and
Citibank and their operating companies. Citigroup reserves the right to change or discontinue any or
all of the benefits coverage or programs described here at any time, with or without notice.

This SPD describes the benefits and programs available to Citigroup employees (hereinafter referred to
as Citigroup, unless otherwise specified). The health care benefits summarized in this section describe
the medical, dental and vision care plans, plus the health care and dependent care spending accounts,
sponsored by Citigroup.

This SPD is intended to comply with the requirements of ERISA and other applicable laws and
regulations. It does not create a contract or guarantee of employment between Citigroup and any
individual. Your employment is always on an at-will basis. In addition, benefits under this SPD are not in
any way subject to your or your dependent’s debts or other obligations and may not be voluntarily or
involuntarily sold, transferred, alienated, or encumbered.

This SPD is designed to be your primary source of benefits information. Refer to it for information about
your benefits, and share it with your family members.

This SPD provides no guarantee that you are eligible to participate in every benefit or program described.
Each plan may have its own eligibility requirements, so be sure to review individual eligibility requirements
carefully. In addition, Citigroup in no way guarantees the payment of any benefit which may be or become
due to any person under the plan.

If you have any questions about this SPD or certain provisions of your benefit plans, please call your
Benefit Service Center:

§ For Citigroup employees: Call ConnectOne at 1-800-881-3938.
§ For Citibank employees: Call the Employee Information & Services Line (EISL) at

1-800-947-2484.
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Eligibility
Citigroup provides benefits coverage for you, your spouse or qualified domestic partner, and/or eligible
dependents.

For employees
If you are a Citigroup employee:

You are considered a Citigroup employee if you work for American Health and Life Company,
CitiFinancial, Citigroup Corporate Staff, Citigroup Investment Group, Primerica Financial Services, or
National Benefit Life Insurance Company.

§ You are eligible to enroll in Citigroup benefits on your date of employment if you are a full-
time employee (regularly scheduled to work 40 hours or more a week) of one of the
participating employers of Citigroup and you receive a regular semimonthly paycheck;

§ You are also eligible to enroll in Citigroup benefits on your date of employment if you are a
part-time employee (regularly scheduled to work 20 or more hours a week) of any
participating employers of Citigroup Inc. except Primerica Financial Services and National
Benefit Life;

§ If eligible, you also can enroll your eligible dependents for coverage as of your date of
employment;

§ If you are eligible to enroll in Citigroup benefits, you also can enroll your eligible dependents
in the medical, dental, vision care and group life insurance plans.

If you are a Citibank employee:

You are considered a Citibank employee if you work for Citibank NA and Participating Companies,
CitiStreet Institutional Division, or CitiStreet Total Benefit Outsourcing.

§ You are eligible to enroll in Citigroup benefits on your date of employment if you are classified
as a regular employee of Citibank, N.A. or a participating company or are a member of the
Citigroup Corporate Staff on the Citibank payroll. In all cases, you must have been hired to
work 20 or more hours a week;

§ If eligible, you also can enroll your eligible dependents for coverage as of your date of
employment;

§ If you are eligible to enroll in Citigroup benefits, you also can enroll your eligible dependents
in the medical, dental, vision care and group life insurance plans.

If you both work for Citigroup:

If both you and your spouse or qualified domestic partner are employed by Citigroup or a participating
company, neither of you can be covered both as an employee and a dependent for any Citigroup benefit
plan.

§ Medical and dental  — Each of you may be covered under the medical and dental plans as
either an employee or a dependent but not both. Either of you may cover your children, but
they cannot be covered by both of you.

§ Health care spending account — Either of you may be covered under a health care
spending account but you may not file more than once for reimbursement of the same eligible
expense. Your qualified domestic partner and eligible child(ren) are eligible, provided they are
considered tax dependents under Section 152 of the Internal Revenue Code (IRC).
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§ Dependent care spending account — If you file a joint federal income tax return, you and
your spouse together may not contribute more than $5,000 on a pre-tax basis to this account.
If you are married and you and your spouse file separate federal income tax returns, the
maximum you may contribute is $2,500. Due to federal tax law, qualified domestic partners
are not eligible to participate in a dependent care spending account.

For dependents
Your eligible dependents are:

§ Your lawfully married spouse or state-recognized common-law spouse;
§ Each of your children who is unmarried, relies on you for financial support, and is:

§ Under the age of 19 years*; or
§ Under the age of 25* and a full-time student (meaning the student is enrolled in courses

totaling 12 or more credits per semester) who is attending an accredited school or college.
Upon request, you must provide proof of student status in writing to the Claims Administrator.
The names, addresses and phone numbers of the health care Claims Administrators are
listed in the Plan names and numbers sections of this SPD.

A child primarily relies on you for a majority of his or her financial support if:
§ You are providing more than 50% of the child’s support; and

§ You claim the child as a dependent on your annual tax return filed with the Internal Revenue
Service (Form 1040).

*Coverage will remain in effect through December 31 of the year in which the child reaches the maximum
age or is no longer a full time student. Coverage will remain in effect through the end of the month in
which the child gets married or obtains a full time job.

Eligible dependent children are further defined as:

§ Your natural children;
§ Your legally adopted children (For purposes of coverage under the medical and dental plans,

adopted children will be considered eligible dependents when they are placed in your home
in anticipation of adoption, when primary financial support begins, or when the adoption
becomes final, whichever occurs first.);

§ Your stepchildren who live in your household full-time in a regular parent-child relationship;

§ A child permanently residing in your household for whom you are the legal guardian. You
must provide proof of guardianship in writing to the Claims Administrator;

§ Eligible dependents also include an employee’s domestic partner and/or his or her children,
provided the children of the domestic partner meet all the other qualifications of dependent
children, as described in this section.

As required by the Federal Omnibus Budget Reconciliation Act of 1993, any child of a plan participant
who is an alternate recipient under a Qualified Medical Child Support Order (QMCSO) will be considered
as having a right to dependent coverage under the medical and dental plans. In general, QMCSOs are
state court orders requiring a parent to provide medical support to an eligible child, for example, in the
case of a divorce or separation. For a detailed description of the procedures for a QMCSO, contact the
Plans Administration Committee.
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If one of your eligible dependent children becomes incapable of self-sustaining employment due to a
mental or physical disability and is covered under the medical or dental plan before reaching age 19, or
age 25 if a full-time student, this child may continue to be considered an eligible dependent under the
medical or dental plan beyond the date his/her eligibility for coverage would otherwise end. You must
provide written proof of this incapacity to the Claims Administrator within 31 days after the date eligibility
would otherwise end and as requested thereafter. This eligible dependent must still meet all other
eligibility qualifications for coverage to be continued.

No person will be covered under this plan both as an employee and as an eligible dependent or as an
eligible dependent of more than one employee.

Dependent notification

The first time you enroll in Citigroup benefits, you will be asked to report information about each of your
eligible dependents such as name, date of birth, Social Security number and, if over age 19, whether the
child is a full-time student or has a mental or physical disability. Without this information on file, you
cannot enroll in any dependent coverage.

If your dependent does not have a Social Security number at this time, you can enter dependent
information and report the Social Security number after you obtain it.

You also must keep your dependent information current:

§ When you enroll during the annual open enrollment period, you will be prompted to make
changes to your dependent information; and

§ You must report changes in dependent information to your Benefits Service Center when you
want to make changes to your coverage or coverage category as a result of a qualified
Family status event.

Dependents no longer eligible

Your spouse or qualified domestic partner is eligible for coverage until the last day of the month in which
you become legally separated or divorced or submit a Domestic Partnership Termination Form.

Your dependent children are eligible for coverage until the earlier of the following dates:

The last day of the month in which they:

§ Become employed full time;
§ Get married; or
§ Become eligible for coverage under any plan as employees.
or
§ December 31 of the year in which they:

– Reach age 19, if not full-time students (enrolled for 12 or more hours per semester) at an
accredited school or college and primarily dependent on you for support, unless
incapable of self-sustaining employment due to mental or physical disability;

– Are over age 19 and stop attending school full time;

– Reach age 25 if full-time students; or
– Become able to support themselves after having been incapable of self-sustaining

employment due to a mental or physical disability.
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Newborns/newly adopted children

Even if you are not enrolled for dependent coverage, Citigroup will pay medical benefits for your newborn
child from birth through 31 days.

However, if you have Citigroup medical coverage, you must report this family status change within 31
days of the child’s birth to add the child to your coverage. If you do not report the addition of your child
during the first 31 days, benefits will not be payable for the child after the 31 days following the date of the
child’s birth, and you will generally have to wait until the next annual open enrollment period to enroll the
child in medical coverage unless another event occurs that would permit coverage to begin at an earlier
time. In this case, no payment will be made for any day of confinement, treatment, services, or supplies
given to the child after these initial 31 days. No other benefit or provision of the medical plan will apply to
the child.

This includes, but is not limited to, the following provisions:
§ Extension of benefits; and

§ Continuation of coverage.

Remember, you must report information about a new dependent even if you already have family
coverage, or else your new dependent won’t be covered.

For domestic partners
Where available, Citigroup allows you to cover your domestic partner and/or his or her children in the
following plans:

§ Medical (domestic partner benefits are not available through some HMOs);
§ Dental;
§ Health care spending account, provided your domestic partner and eligible dependent

child(ren) are considered tax dependents under Section 152 of the IRC;
§ Group universal life (GUL) insurance for domestic partners and term life insurance for

children;

§ Vision care plan; and
§ Business travel accident insurance.

You cannot cover both a spouse and a domestic partner. To enroll a domestic partner and/or his or her
children, an employee must sign an affidavit affirming that he or she meets Citigroup’s eligibility criteria for
domestic partner coverage, and complete a Certification of Domestic Partner’s Tax Status. This form is
available on CitiWeb or by calling your Benefit Service Center.

Your domestic partner can be of the same or opposite sex. To qualify for coverage as a domestic partner,
you and your domestic partner must meet all of the following criteria:

§ Currently reside together and intend to do so permanently;
§ Have lived together for at least six consecutive months prior to enrollment and intend to do so

permanently;
§ Have mutually agreed to be responsible for each other’s common welfare;
§ Be at least 18 years of age and mentally competent to consent to contract;

§ Are not related by blood to a degree of closeness that would prohibit marriage were you of
the opposite sex;
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§ Neither you nor your partner is legally married to another person;

§ Neither you nor your partner is in a domestic partner relationship with anyone else; and
§ Are in a relationship that is intended to be permanent and in which each of you is the sole

domestic partner of the other.

To qualify for coverage, your domestic partner’s unmarried child(ren) must be:
§ The biological or adopted child of your domestic partner, a child for whom your domestic

partner has legal guardianship, or a child who has been placed in your home for adoption;
and

§ Living with you and your domestic partner on a full-time basis, or living away at school; and

§ Unmarried and under the age of 19*; or
§ Unmarried and between the ages of 19 and 25* and attending school full-time; or
§ Beyond age 19 and has a mental or physical disability.

*Coverage will remain in effect through December 31 of the year in which the child reaches the maximum
age or is no longer a full-time student. Coverage will remain in effect through the end of the month in
which the child gets married or obtains a full-time job.

Termination of relationship

If you have enrolled your domestic partner and his or her children for medical, dental and/or vision care
coverage and you terminate your domestic partnership, you must notify Citigroup by completing a
Termination of Domestic Partnership Form within 31 days of the event. Contact your Benefit Service
Center for this form. As a result, your domestic partner will be eligible to continue medical, dental, vision
care and/or health care spending account coverage at his or her expense for a period of 36 months.

This coverage will be similar to COBRA coverage offered to spouses and other covered dependents,
excluding domestic partners and their children. See the COBRA section for more information.

If you enroll a partner and terminate the domestic partner relationship, you must wait six months before
enrolling a new domestic partner in a medical, dental or vision care plan sponsored by Citigroup.
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Enrollment
You can enroll in Citigroup coverage within 31 days of the time you first become eligible or during the
annual open enrollment period. The coverage available to you will be listed on your enrollment materials
along with the enrollment deadline and how to enroll. You can enroll in any or all of the plans offered to
you. For the medical and dental plans, you must choose a “coverage category.” The four coverage
categories are:

§ Employee only;
§ Employee + child(ren);

§ Employee + spouse or domestic partner; and
§ Employee + family.

You can choose a different coverage category for medical and dental. For example, you might enroll in
“Employee only” coverage for medical, since your spouse has medical coverage at his or her employment
and “Employee + spouse” for dental coverage since your spouse’s employer does not offer dental
coverage.

Each category has a different cost. In addition, your cost for medical coverage will depend on your total
compensation band as defined in this SPD. You will find your costs in your enrollment materials.

If you elect vision care coverage, you must also designate a level of coverage (one person, two people, or
three or more people).

Other coverage
If you are eligible to enroll in coverage elsewhere, for example, through a spouse’s or other employer’s
plan, you can compare the Citigroup coverage and costs with the other coverage. You may decide to
enroll in some plans offered through Citigroup and some from the other source. For example, you might
enroll in medical coverage elsewhere and in dental coverage from Citigroup.

However, if you are enrolling in coverage from two sources, be sure you understand how benefits are
paid when you are covered by two group medical plans or group dental plans. In many instances, you
may pay for coverage from two group plans but you will not receive double benefits or even be
reimbursed for 100% of your costs as a result of what is called “coordination of benefits.” See
Coordination of benefits for the guidelines on whose plan pays first.
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When coverage begins
If: Then:
You enroll for yourself and your
eligible dependents when first eligible.

You have 31 days to enroll yourself and your eligible dependents.
Coverage and contributions will be retroactive to your date of hire or
date of eligibility.

You do not enroll when first eligible. Core benefits begin on your date of hire or date of eligibility, if later.
(For more information about core benefits, see If you do not
enroll.) All other benefits will begin on January 1 of the following
year, provided you enroll during the annual enrollment period.

You enroll for yourself and your
eligible dependents during the annual
open enrollment period.

Coverage will begin on January 1 of the following year.

You enroll in medical, dental, vision
care, and/or spending account
coverage for yourself or a new
dependent within 31 days of a family
status change.

Coverage for yourself or your dependent(s) will begin on the date of
the family status event, such as the date of your marriage or divorce,
your biological child’s birth date, or the date your adopted child was
placed for adoption.

If you do not enroll
If you do not enroll in Citigroup benefits when first eligible, Citigroup will provide only the following
coverage — known as core benefits — at no cost to you.

§ Basic life insurance equal to your total compensation, up to $500,000, on your date of
eligibility;

§ Short-term disability (STD) coverage:
For Citigroup employees: Replaces your annual base salary for an approved disability
leave of up to 26 weeks. The percentage of salary replacement (100% or 66 -2/3%) will
depend on your length of service. Your annual base salary at the start of your disability leave
will be used to calculate your benefit. You are not eligible for salary increase during an
approved STD leave.
For Citibank employees: Replaces 66-2/3% of your annual base salary for an approved
disability leave of up to six months. There are no service requirements for this benefit. Your
annual base salary at the start of your disability leave will be used to calculate your benefit.
You aren’t eligible for salary increases during an approved STD leave.

§ Basic long-term disability (LTD) coverage to replace 50% of total compensation, up to
$100,000 in total compensation starting on the 181st day of an approved disability. Total
compensation is determined on your date of eligibility and then each May 1 after that. These
coverage amounts will be in effect for the calendar year unless your total compensation
decreases due to a change in status from full-time to part-time employment or because you
begin to receive LTD benefits.
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Changing your coverage
During the year, you may want to change your coverage or coverage category. Citigroup has specific
rules about when you can change your coverage.

For medical, dental and vision care coverage and the Health Care and Dependent Care Spending
Accounts — the coverage you pay for with before-tax dollars — you can make changes only during the
open enrollment period or as a result of certain events, such as marriage, the birth or adoption of a child,
divorce, or the death of a dependent. These events are called family status events. You must make any
family status-related changes to your coverage within 31 days of the event. See Family status event.

Type of coverage: When you can change your coverage or coverage category:
Medical and dental The annual open enrollment period or within 31 days of a family

status event.
Note: You can change your medical or dental plan election only
as a result of your relocation out of your medical or dental plan’s
service area.

Vision care The annual open enrollment period or within 31 days of a family
status event.

Health Care and Dependent Care Spending
Accounts

The annual open enrollment period or within 31 days of a family
status event.

Midyear election changes
The federal government recently clarified the rules that govern when you can change benefit coverage
elections outside of open enrollment. These rules apply to coverage elections you make for your medical,
dental, vision care and spending accounts coverages. In general, the benefit plans and coverage levels
you choose at open enrollment remain in effect for the following calendar year. However, you may be
able to change your elections between annual enrollment periods if you have a family status event or
other applicable event, as further explained below.

Family status events

The following is a list of family status events that will allow you to make a change to your elections (as
long as you meet the consistency requirements, as described below):

§ Legal marital status: Any event that changes your legal marital status, including marriage,
divorce, death of a spouse, legal separation, or annulment;

§ Domestic partnership status: You enter into or terminate a domestic partnership;

§ Number of dependents: Any event that changes your number of tax dependents, including
birth, death, adoption, and placement for adoption;

§ Employment status: Any event that changes your, your spouse’s, or your other dependent’s
employment status that results in gaining or losing eligibility for coverage. Examples include:
– Beginning or terminating employment;
– A strike or lockout;

– Starting or returning from an unpaid leave of absence;
– Changing from part-time to full-time employment or vice versa; and
– A change in work location.

§ Dependent status: Any event that causes your tax dependent to become eligible or ineligible
for coverage because of age, student status, or similar circumstances;

§ Residence: A change in the place of residence for you, your spouse or another dependent if
outside your medical or dental plan’s network service area.



About Your Health Care Benefits

10  11/1/01

Consistency requirements

The changes you make to your medical, dental, vision care and spending account coverages must be
“due to and consistent with” your family status event. To satisfy the federally required “consistency rule,”
your family status event and corresponding change in coverage must meet both of the following
requirements:

Effect on eligibility: Except for the Dependent Care Spending Account, the family status event must
affect eligibility for coverage under the plan or under a plan sponsored by the employer of your spouse or
other dependent. For this purpose, eligibility for coverage is affected if you become eligible (or ineligible)
for coverage or if the family status event results in an increase or decrease in the number of your
dependents who may benefit from coverage under the plan.

For the Dependent Care Spending Account, the family status event must affect the amount of dependent
care expenses eligible for reimbursement. For example, your child reaches age 13, and dependent care
expenses are no longer eligible for reimbursement.

Corresponding election change: The election change must correspond with the family status event.
For example, if your dependent loses eligibility for coverage under the terms of the health plan, you may
cancel medical coverage only for that dependent.

Coverage & cost events

In some instances, you can make changes to your benefits coverage for other reasons, such as midyear
events affecting your cost or coverage, as described below.

Coverage events

Medical and dental coverage: If Citigroup adds or eliminates a plan option in the middle of the plan
year, or if Citigroup-sponsored coverage is significantly limited or ends, you and your eligible dependents
can elect different coverage in accordance with Internal Revenue Service (IRS) regulations.

For example, if there is an overall reduction under a plan option that reduces coverage to participants in
general, participants enrolled in that plan option may elect coverage under another option providing
similar coverage (if the other plan option permits). Additionally, if Citigroup adds an HMO or other plan
option midyear, participants can drop their existing coverage and enroll in the new plan option (if the new
plan option permits). You and/or your eligible dependents may also enroll in the new plan option even if
not previously enrolled for coverage at all (if the new plan option permits).

Also, if an election change is permitted during a different open enrollment period applicable to a plan of
another employer (or, if applicable, to another plan sponsored by Citigroup), you may make a
corresponding midyear election change. This rule applies to the medical, dental and vision care plans, as
well as the Dependent Care Spending Account.

Lastly, if another employer’s plan allows your spouse or other dependent to change his or her elections in
accordance with IRS regulations, you may make a corresponding midyear election change to your
coverage.

Dependent Care Spending Account: If your dependent care provider reduces or increases the number
of hours worked, you may make a corresponding change to your Dependent Care Spending Account
election. For example, if your child starts school, causing a reduction in the number of hours he or she is
in the care of a dependent care provider, you may decrease your Dependent Care Spending Account
election.
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Cost events

You must contact Citigroup within 31 days of a cost event. Otherwise, your next opportunity to make
changes will be the next enrollment period or when you have a family status event or other applicable
event, whichever occurs first.

Medical and dental coverage costs: If your cost for medical, dental or vision care coverage increases or
decreases significantly during the year, you may make a corresponding election change. For example,
you may elect another plan option with similar coverage, or drop coverage if no coverage is available.
Additionally, if there is a significant decrease in the cost of a plan during the year, you may enroll in that
plan, even if you declined to enroll in that plan earlier.

Any change in the cost of your plan option that is not significant will result in an automatic increase or
decrease, as applicable, in your share of the total cost.

Dependent Care Spending Account: If you change your dependent care provider midyear, you may
change your Dependent Care Spending Account contributions to correspond with the new provider’s
charges. Similarly, if your dependent care provider (other than a provider who is your relative) raises or
lowers its rates midyear, you may increase or decrease your contributions.

Other rules

Medicare or Medicaid entitlement: You may change an election for medical coverage midyear if you,
your spouse, or eligible dependent becomes entitled to coverage under Part A or Part B of Medicare, or
under Medicaid. However, you are limited to reducing your medical/dental coverage only for the person
who becomes entitled to Medicare or Medicaid, and you are limited to adding medical/dental coverage
only for the person who loses eligibility for Medicare or Medicaid.

Family and Medical Leave Act: You may drop medical (including the Health Care Spending Account),
dental and vision care coverage midyear when you begin a leave, subject to the provisions of the Family
and Medical Leave Act (FMLA). If you drop coverage or if you fail to make payments for benefit coverage
during your FMLA leave, when you return from the FMLA leave, you have the right to be reinstated to the
same elections you made prior to taking your FMLA leave.

Special note regarding domestic partner coverage: The events qualifying you to make a midyear
election change described in this section also apply to events related to a qualified domestic partner.
However, IRS rules generally do not permit you to make a midyear change “on a pre-tax basis” for such
events unless they involve a tax dependent. Thus, if you make a midyear change due to an event
involving your domestic partner, that change must generally be made “on a post-tax basis,” unless your
domestic partner can be claimed as your dependent for federal income tax purposes. (Exceptions may be
made if your domestic partner makes an election change under his or her employer’s plan in accordance
with IRS regulations.) Please see IRS Publication 502 for a discussion of the definition of a tax
dependent. The publication is available at www.irs.gov/forms_pubs..

Changing your coverage status

You must make changes to your health benefits within 31 days of a family status event by calling your
Benefit Service Center. The change will be effective on the date of your status change.



About Your Health Care Benefits

12  11/1/01

Your contributions
Your contributions for medical, dental, vision care, the Health Care Spending Account, and the
Dependent Care Spending Account are taken on a before-tax basis and are based on the plan chosen
and coverage category. Your total compensation is also used to determine your contribution for medical
coverage.

For purposes of calculating your medical cost and coverage amounts for the following year, total
compensation is determined each year on May 1, or your date of eligibility, if later. See your personal
enrollment worksheet for the amount of your total compensation.

Total compensation bands on which employee contributions
for medical coverage are based:

$0.00 – $19,999.99
$20,000.00 – $24,999.99

$25,000.00 – $39,999.99

$40,000.00 – $59,999.99

$60,000.00 – $79,999.99

$80,000.00 – $99,999.99

$100,000.00 – $149,999.99

$150,000.00 – $249,999.99

$250,000.00 – $499,999.99

More than $500,000

Your total compensation may be made up of one or more of the following:

§ Base pay: Annual rate of pay. For hourly employees, base pay is defined as your hourly rate
times scheduled weekly hours times 52 weeks;

§ Bonus: A bonus, excluding any sign-on bonus;

§ Differentials: Off-hour premiums and other premiums delivered as a percentage of base
pay;

§ Incentives/commissions: Nonbonus payments that are based on performance and
productivity and are generally recognized as part of a bona fide incentive plan; excludes, for
example, spot awards, recognition programs, relocation, gross-ups, imputed income, and
benefits; and

§ Overtime: Included for some plans but not for any benefit described here.

Your total compensation amount will apply for the entire calendar year unless it decreases due to a
change in status from full-time to part-time employment or because you begin to receive LTD benefits.

Before-tax contributions
When you choose coverage that requires a payroll contribution, most of your contributions are made with
before-tax dollars. This means your contributions come out of your pay before federal income and
employment taxes are deducted. Before-tax contributions reduce your gross salary, which lowers your
taxable income and, therefore, the amount of income tax you must pay. Contributions may, however, be
subject to state or local income taxes in certain jurisdictions.
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Social Security taxes
Each year you pay Social Security taxes on a certain level of your earnings, called the wage base. Since
the before-tax dollars you use for some of your plan contributions are not considered part of your pay for
Social Security tax purposes, your Social Security taxes will also be reduced if your pay falls below the
wage base after these before-tax dollars are subtracted from your total earnings. In this case, your future
Social Security benefit may be smaller than if after-tax dollars were used for those purposes.

Domestic partners
The cost of coverage for a domestic partner is the same as the cost for a spouse. The cost of coverage
for a domestic partner’s child(ren) is the same as the cost for a dependent child. For the cost of domestic
partner coverage in a particular plan, call your Benefits Service Center.

If your domestic partner and his or her child(ren) qualify as your dependents under Section 152 of the
IRC, your contributions for domestic partner medical and dental coverage will be taken before taxes are
withheld. However, if your partner and his or her child(ren) do not qualify as dependents under Section
152, you will pay for their medical and/or dental coverage with after-tax dollars.

Tax implications

According to federal tax law, your taxes may be affected when you enroll your domestic partner in
Citigroup coverage.

If your domestic partner does NOT qualify as a tax dependent: If your domestic partner and his or her
child(ren) do not satisfy the definition of a dependent under Section 152 of the IRC, the cost of any
medical and/or dental coverage for your domestic partner and/or his or her child(ren) is considered
“imputed income” and will be shown on your pay statement and Form W-2. You will pay taxes on the
amount of imputed income.

If your domestic partner qualifies as a tax dependent: If your domestic partner and his or her
child(ren) qualify as dependents under Section 152 of the IRC, your contributions for their medical and/or
dental coverage will be taken before taxes are withheld, and there are no tax implications for you.

Since requirements are complex, you should consult a tax professional for advice on your personal
situation.

Generally, a member of your household qualifies as your tax dependent under the IRC if:

§ You provide more than 50% of his or her financial support;
§ The individual lives with you for the entire year; and
§ The individual is a citizen or resident of the United States.

To review the qualifications of a Section 152 dependent, see IRS Publication 501 Exemptions, Standard
Deduction, and Filing Information at www.irs.gov/forms_pubs/pubs.html.
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Coordination of benefits
Coordination of benefits provisions apply to the medical and dental plans only and are described in this
section.

All payments under the plans described in this SPD will be coordinated with benefits payable under any
other group benefit plans that provide coverage for you or your dependent(s). Coordination of benefits
prevents duplication and works to the advantage of all members of the group.

When you or your dependent(s) are eligible for benefits under another group plan, the eligible expenses
under this plan will be determined. One of the plans involved will pay benefits first — the Primary Plan —
and the other plan(s) will pay benefits next — the Secondary Plan(s).

Allowable Expense: Includes any necessary, reasonable, and customary expense that would be
covered in full or in part under the Citigroup plan. When a plan provides benefits in the form of furnishing
services or supplies rather than cash payments, the service or supply will not be considered an allowable
expense or a benefit paid.

Plan: Most plans under which group health benefits are provided, including group insurance closed panel
or other forms of group or group-type coverage (whether insured or uninsured), medical care components
of group long-term care contracts (such as skilled nursing care), medical benefits under group or
individual automobile contracts, Workers’ Compensation, and Medicare or other governmental benefits,
as permitted by law.

Primary Plan: A benefit plan that has primary liability for a claim.

Secondary Plan: A benefit plan that adjusts its benefits by the amount payable under the Primary Plan.

This plan will be the Primary Plan on claims:
§ For you, if you are not covered as an employee by another plan;

§ For your spouse, if your spouse is not covered as an employee by another plan; and
§ For your dependent children, the birthdays of the parents are used to determine which

coverage is primary. The coverage of the parent whose birthday (month and day) comes
before the other parent’s birthday in the calendar year will be considered primary coverage
(For example, if your spouse’s birthday is in January and your birthday is in May, your
spouse’s plan is the primary plan for your children). If both parents have the same birthday,
then the coverage that has been in effect the longest is primary. This rule applies only if the
parents are married to each other.

If the Citigroup plan is the Primary Plan, it will pay benefits first. Benefits will be calculated according to
the terms of the plan and will not be reduced due to benefits payable under other plans.

If the Citigroup plan is the Secondary Plan, benefits under the Citigroup plan may be reduced. The Claims
Administrator will determine the amount the Citigroup plan normally would pay. Then the amount payable
under the Primary Plan for the same expenses will be subtracted from the amount the Citigroup plan
would have normally paid. The Citigroup plan will pay you the difference. If the Citigroup plan is
Secondary, you will never be paid more for the same expenses under both the Citigroup plan and the
Primary Plan than the Citigroup plan would have paid alone.

When the Citigroup plan is Secondary and the patient is covered under an HMO, benefits under the
Citigroup plan will be limited to the copayment, if any, for which you would have been responsible under
the HMO, whether or not the services provided are rendered by the HMO.
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When a child is claimed as a dependent by parents who are separated or divorced, the Primary Plan is
the plan of the parent who has court-ordered financial responsibility for the dependent child’s health care
expenses. Otherwise, the Citigroup plan will be Secondary . When a child’s parents are separated or
divorced and there is no court decree, then benefits will be determined in the following order:

§ The plan of the parent with custody of the child;
§ The plan of the spouse of the parent with custody of the child;
§ The plan of the parent not having custody of the child.

In the event that a legal conflict exists between two plans as to which is Primary and which is Secondary,
the plan that has covered the patient for the longer time will be considered Primary. When a plan does not
have a coordination of benefits provision, the rules in this provision are not applicable and such plan’s
coverage is automatically considered Primary.

Coordination with Medicare
When you or your eligible dependents are entitled to Medicare and are covered under the Citigroup plan,
the Citigroup plan continues to be the Primary Plan. The Citigroup plan is Primary for the following
situations:

§ Eligible active employees age 65 and over and who are entitled to Medicare benefits;
§ Dependent spouses age 65 and over who participate in the Citigroup plan on the basis of

current employment status of the employee and who are entitled to Medicare benefits;
§ Social Security disabled participants who are covered by the Citigroup plan on the basis of

your active employment status with Citigroup and who are entitled to Medicare benefits; and

§ For the first 30 months of Medicare entitlement, certain individuals who become eligible for
Medicare on the basis of having end-stage renal disease (ESRD).

If you are entitled to Medicare and want Medicare as your primary coverage, you must decline Citigroup
medical coverage. From that point forward, Medicare will be your only coverage, and no benefits will be
provided by the Citigroup plan.

If you or a covered family member become covered by Medicare after a COBRA election is made, your
COBRA coverage will end.

Facility of payment
When benefit payments that would have been made under a Citigroup plan have been made under
another plan, the Citigroup plan has the right to pay the other plan the amount that satisfies the intent of
the provision. Any payment made will be considered payment of benefits under the Citigroup plan and, to
the extent of such payments, the Citigroup plan’s obligation to pay benefits will be satisfied.

Right of recovery
The Citigroup plan has the right to recover any payment made in excess of the maximum amount payable
under this provision. The Citigroup plan may recover from one or more of the following entities in an effort
to make the plan whole:

§ Any persons it paid or for whom payment was made;
§ Any insurer, and any other organization; or
§ Any entity that was thereby enriched.



About Your Health Care Benefits

16  11/1/01

Release of information
Certain facts are needed to apply the rules of this provision. The Claims Administrator has the right to
decide which facts are needed. The Claims Administrator may get the needed facts from or give them to
any other organization or person. The Claims Administrator need not tell, or get the consent of, any
person to do this. At the time a claim for benefits is made, the Claims Administrator will determine the
information necessary to operate this provision.
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Recovery provisions
Recovery provisions apply to the medical and dental plans and are described in this section.

Refund of Overpayments
Whenever payments have been made by the plan with respect to covered or non-covered expenses in a
total amount, at any time, in excess of the maximum amount payable under the plan’s provision, you or
your dependent(s) must make a refund to the plan in the amount paid in excess of the amount payable
under the plan and help the plan obtain the refund from another person or organization.

If you or your dependent(s) or any other person or organization that was paid does not promptly refund
the full amount, the plan may reduce the amount of any future benefits that are payable. The reductions
will equal the amount it should have paid. In the case of recovery from a source other than the plan, the
refund equals the amount of recovery up to the amount paid under the plan. The plan may have other
rights in addition to the right to reduce future benefits.

Reimbursement
This section applies when a covered person recovers damages, by settlement, verdict or otherwise, for
an injury, sickness or other condition. If the covered person has made, or in the future may make, such a
recovery, including a recovery from an insurance carrier, the plan will not cover either the reasonable
value of the services to treat such an injury or illness or the treatment of such an injury or illness.

However, if the plan does pay or provide benefits for such an injury, sickness or other condition, the
covered person, or the legal representatives, estate or heirs of the covered person, shall promptly
reimburse the plan from any settlement, verdict or insurance proceeds received by the covered person (or
by the legal representatives, estate or heirs of the covered person), for the reasonable value of the
medical benefits paid for or provided by the plan to the covered person.

In order to secure the right of the plan under this section, the covered person hereby:
§ Grants to the plan a first priority lien against the proceeds of any such settlement, verdict or

other amounts received by the covered person; and
§ Assigns to the plan any benefits the covered person may have under any automobile policy

or other coverage, to the extent of the plan’s claim for reimbursement.

The covered person shall sign and deliver, at the request of the plan or its agents, any documents
needed to protect such lien or to effect such assignment of benefits.

The covered person shall cooperate with the plan and its agents, and shall sign and deliver such
documents as the plan or its agents reasonably request to protect the plan’s right of reimbursement,
provide any relevant information, and take such actions as the plan or its agents reasonably request to
assist the plan making a full recovery of the reasonable value of the benefits provided. The covered
person shall not take any action that prejudices the plan’s right of reimbursement.

The plan shall be responsible only for those legal fees and expenses to which it agrees in writing, and
shall not otherwise bear the costs of legal representatives retained by the covered person.
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Subrogation
This section applies when another party is, or may be considered, liable for a covered person’s injury,
sickness or other condition (including insurance carriers who are so liable) and the plan has provided or
paid for benefits.

The plan is subrogated to the rights of the covered person against any party liable for the covered
person’s injury or illness or for the payment for the medical treatment of such injury or occupational illness
(including any insurance carrier), to the extent of the reasonable value of the medical benefits provided to
the covered person under the plan. The plan may assert this right independently of the covered person.

The covered person is obligated to cooperate with the plan and its agents in order to protect the plan’s
subrogation rights. Cooperation means providing the plan or its agents with any relevant information
requested by them, signing and delivering such documents as the plan or its agents reasonably request
to secure the plan’s subrogation claim, and obtaining the consent of the plan or its agents before
releasing any party from liability for payment of medical expenses.

If the covered person enters into litigation or settlement negotiations regarding the obligations of other
parties, the covered person must not prejudice, in any way, the subrogation rights of the plan under this
section.

The costs of legal representation retained by the plan in matters related to subrogation shall be borne
solely by the plan. The costs of legal representation retained by the covered person shall be borne solely
by the covered person.
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When coverage ends
Your coverage automatically will terminate on the earliest of the following dates:

§ The date the Citigroup plan terminates;
§ The last day for which the necessary contributions are made;
§ Midnight of the date your employment terminates, you retire, you die or you otherwise cease

to be eligible for coverage; or
§ The date benefits paid on behalf of a participant equal the lifetime maximum benefit under the

Citigroup plan. Coverage for eligible dependents who have not reached their lifetime
maximum will not be affected.

Your eligible dependent’s coverage automatically will terminate on the earliest of the following dates:

§ Midnight of the date your coverage terminates;
§ The date you elect to terminate your eligible dependent’s coverage;
§ The last day for which the necessary contributions are made;

§ The date the eligible dependent(s) ceases to be eligible for coverage. Coverage will remain in
effect through December 31 of the year in which the child reaches the maximum age or is no
longer a full-time student. Coverage will remain in effect through the end of the month in
which the child gets married or obtains a full-time job;

§ The date the eligible dependent(s) is covered as an employee under the plan;
§ The date the eligible dependent(s) is covered as the dependent of another employee under

the plan;
§ The date the eligible dependent(s) enters the armed forces of any country or international

organization; or

§ The date the dependent is no longer eligible for coverage under a QMCSO.

Continuing coverage
If you are on an approved leave of absence, call your Benefit Service Center about your rights to continue
medical, dental, vision care and/or spending account coverage.

If you are unable to work because of total disability, you and your eligible dependent(s) may continue to
be covered for 26 weeks. After you have been disabled for 26 weeks, if you are still disabled and/or
long-term disability coverage is pending, your coverage will remain in effect. If you are no longer disabled
and you do not return to work, your employment will terminate and your coverage and your eligible
dependent’s coverage will terminate.

If you have been employed by Citigroup for less than two years, you may continue medical, dental, vision
care and/or spending account coverage for six months.

If, however, you have been employed by Citigroup and have been performing your regular employment
duties in the customary manner for two or more years, you and your eligible dependents may continue
coverage under a Citigroup plan for the period of time equal to the lesser of:

§ Your length of service with Citigroup or any of its participating employers; or
§ Five years.
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Additionally, if you have more than five years of service with Citigroup or any of its participating
employers, you and your eligible dependent(s) may continue medical coverage until you are eligible for
Medicare solely by reason of reaching a particular age.

Regardless of the established leave policies mentioned above, as of August 5, 1993, the Citigroup plan
shall at all times comply with the Family and Medical Leave Act of 1993 as promulgated in regulations
issued by the Department of Labor.

Continuing coverage during FMLA
The federal Family and Medical Leave Act (FMLA) allows eligible employees to take up to 12 weeks of
leave each year for serious illness, the birth or adoption of a child, or to care for a spouse, child, or parent
who has a serious health condition.

If you take an unpaid leave of absence that qualifies under FMLA, medical, dental, and vision coverage
for you and your dependents and your participation in the Health Care Spending Account may continue
as long as you continue to contribute your share of the cost of coverage during the leave.

Note that your monthly contributions during a leave are made on an after-tax basis.

If you lose any coverage during an FMLA leave because you did not make the required contributions, you
may reenroll when you return from your leave. Your coverage will start again on the first day after you
return to work and make your required contributions.

If you do not return to work at the end of your FMLA leave, you will be entitled to purchase continuation
coverage for your medical, dental, vision and health care spending account benefits. If your employment
is terminated while you are on an FMLA leave, you may also be eligible to continue your insurance
coverage under COBRA.

Continuing coverage during military leave
If you take a military leave, whether for active duty or for training, you are entitled to continue your health
coverage (including medical, dental, vision, and Health Care Spending Account) for up to 18 months as
long as you give Citigroup advance notice (with certain exceptions) of the leave, and provided that your
total leave, when added to any prior periods of military leave from Citigroup, does not exceed five years
(with certain exceptions).

If the entire length of the leave is 30 days or less, you will not be required to pay any more than the
portion you paid before the leave. If the entire length of the leave is 31 days or longer, you may be
required to pay up to 102% of the entire amount (including both company and employee contributions)
necessary to cover an employee who does not go on military leave. Your other benefits will be terminated
at the beginning of your military leave.

If you take a military leave, but your coverage under the plan is terminated, for instance, because you do
not elect the extended coverage, you will be treated as if you had not taken a military leave upon re-
employment when the Plans Administration Committee determines whether an exclusion or waiting
period applies once you are reinstated to the plan.

If you are on military leave for less than 18 months and you do not return to work at the end of your leave,
you may be entitled to purchase continuation coverage for the remaining months, up to a total of 18
months.
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COBRA
A federal law, the Consolidated Omnibus Budget Reconciliation Act (COBRA), requires that most
employers sponsoring group health plans offer employees and eligible dependents the opportunity for a
temporary extension of health coverage (called “continuation coverage”) at group rates in certain
instances where coverage under the plan would otherwise end (called “qualifying events”). The following
information is intended to inform you of your rights and obligations under the continuation coverage
provisions of the law.

You do not have to show that you are insurable to choose continuation coverage. However, continuation
coverage under COBRA is provided subject to your eligibility for coverage. Citigroup reserves the right to
terminate your coverage retroactively if you are determined to be ineligible under the terms of the plan.

You will have to pay the entire premium plus a 2% administrative fee for your continuation coverage.
There is a grace period of at least 30 days for the payment of the regularly scheduled premium. A 45-day
grace period applies for your first premium payment.

Who is covered
If you are covered by a Citigroup or Citibank-sponsored medical, dental, vision care, or Health Care
Spending Account, you have a right to choose this continuation coverage if you lose your group health
coverage because of a reduction in your hours of employment or the termination of your employment (for
reasons other than gross misconduct on your part). If you terminate employment following a leave of
absence qualifying under the Family and Medical Leave Act, the event that will trigger continuation
coverage is the earlier of the date that you indicate you will not be returning to work following the leave or
the last day of the FMLA leave period.

If you are the spouse of an employee and are covered by a Citigroup or Citibank-sponsored medical,
dental, vision care, or Health Care Spending Account on the day before the qualifying event, you are a
qualified beneficiary and have the right to choose continuation coverage for yourself if you lose group
health coverage under a Citigroup-sponsored group health plan for any of the following four reasons:

§ The death of your spouse;
§ The termination of your spouse’s employment (for reasons other than your spouse’s gross

misconduct) or reduction in your spouse’s hours of employment;

§ Divorce or legal separation from your spouse; or
§ Your spouse becomes entitled to Medicare.

If you are a covered dependent child of an employee covered by a Citigroup or Citibank-sponsored
medical, dental, vision care, or Health Care Spending Account on the day before the qualifying event, you
also are a qualified beneficiary and have the right to continuation coverage if group health coverage
under such plan is lost for any of the following five reasons:

§ The death of the employee;
§ The termination of the employee’s employment (for reasons other than the employee’s gross

misconduct) or reduction in the employee’s hours of employment;
§ The employee’s divorce or legal separation;
§ The employee becomes entitled to Medicare; or

§ The dependent ceases to be a “dependent child” under the Citigroup or Citibank-sponsored
medical, dental, vision, or Health Care Spending Account.
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If the covered employee elects continuation coverage and then has a child (either by birth, adoption, or
placement for adoption) during that period of continuation coverage, the new child is also eligible to
become a qualified beneficiary. In accordance with the terms of the employer-sponsored group health
plan and the requirements of federal law, these qualified beneficiaries can be added to COBRA coverage
upon proper notification to Citigroup of the birth or adoption.

If the covered employee fails to notify Citigroup in a timely fashion (in accordance with the terms of the
Citigroup-sponsored group health plans), the covered employee will not be offered the option to elect
COBRA coverage for the child. Newly acquired dependents (other than children born to, adopted by, or
placed for adoption with the employee) will not be considered qualified beneficiaries but may be added to
the employee’s continuation coverage.

Separate Elections: Each qualified beneficiary has an independent election right for COBRA coverage.
For example, if there is a choice among types of coverage, each qualified beneficiary who is eligible for
continuation of coverage is entitled to make a separate election among the types of coverage. Thus, a
spouse or dependent child is entitled to elect continuation coverage even if the covered employee does
not make that election. Similarly, a spouse or dependent child may elect different coverage than the
employee elects.

Your duties
Under the law, the employee or a family member has the responsibility to inform Citigroup of a divorce,
legal separation, or a child losing dependent status under the Citigroup or Citibank-sponsored medical,
dental, vision, or Health Care Spending Account. This notice must be provided within 60 days from the
date of the divorce, legal separation or a child losing dependent status (or, if later, the date coverage
would normally be lost because of the event).

If the employee or a family member fails to provide this notice to Citigroup during this 60-day notice
period, any family member who loses coverage will not be offered the option to elect continuation
coverage. The notice must be in writing.

§ For Citigroup employees: Send the notice to H.R. Connection, One Tower Square – 1PB,
Hartford, CT  06183

§ For Citibank employees: Send the notice to Citigroup Service Center, P.O. Box 785004,
2300 Discovery Drive, Orlando, FL  32878.

When Citigroup is notified that one of these events has happened, Citigroup in turn will notify you that you
have the right to choose continuation coverage. If you or your family member fails to notify Citigroup and
any claims are mistakenly paid for expenses incurred after the date coverage would normally be lost
because of the divorce, legal separation, or a child losing dependent status, then the employee and family
members will be required to reimburse the employer-sponsored group health plans for any claims
mistakenly paid.

Citigroup’s duties
Qualified beneficiaries will be notified of the right to elect continuation coverage automatically (without any
action required by the employee or a family member) if any of the following events occurs that will result
in a loss of coverage: The employee’s death, termination (for reasons other than gross misconduct),
reduction in hours of employment, or Medicare entitlement.
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Electing COBRA
To elect or inquire about COBRA coverage, contact your Benefit Service Center.

Under the law, you must elect continuation coverage within 60 days from the date you would lose
coverage because of one of the events described earlier, or, if later, 60 days after Citigroup provides you
notice of your right to elect continuation coverage. An employee or family member who does not choose
continuation coverage within the time period described above will lose the right to elect continuation
coverage.

If you choose continuation coverage, Citigroup is required to give you coverage that, as of the time
coverage is being provided, is identical to the coverage provided under the plan to similarly situated
employees or family members. This means that if the coverage for similarly situated employees or family
members is modified, your coverage will be modified. “Similarly situated” refers to a current employee or
dependent who has not had a qualifying event.

Duration of COBRA
The law requires that you be afforded the opportunity to maintain continuation coverage for 36 months,
unless you lost group health coverage because of a termination of employment or reduction in hours. In
that case, the required continuation coverage period is 18 months. Additional qualifying events (such as a
death, divorce, legal separation, or Medicare entitlement) may occur while the continuation coverage is in
effect.

These events can result in an extension of an 18-month continuation period to 36 months, but in no event
will coverage last beyond 36 months from the date of the event that originally made a qualified beneficiary
eligible to elect coverage. You should notify Citigroup if a second qualifying event occurs during your
continuation coverage period.

When coverage ends, generally you can’t convert your coverage to an individual medical policy.
However, some HMOs do offer conversion to individual coverage. Contact your HMO directly.

Special Rules for Disability. The 18 months may be extended to 29 months if the employee or covered
family member is determined by the Social Security Administration to be disabled (for Social Security
disability purposes) at any time during the first 60 days of continuation coverage. This 11-month
extension is available to all family members who are qualified beneficiaries due to termination or
reduction in hours of employment, even those who are not disabled. To benefit from the extension, the
qualified beneficiary must inform Citigroup within 60 days of the Social Security determination of disability
and before the end of the original 18-month continuation coverage period. If, during continued coverage,
the Social Security Administration determines that the qualified beneficiary is no longer disabled, the
individual must inform Citigroup of this redetermination within 30 days of the date it is made at which time
the 11-month extension will end.

If a qualified beneficiary is disabled and another qualifying event occurs within the 29-month continuation
period, then the continuation coverage period is 36 months after the termination of employment or
reduction in hours.

Medicare. If you lose coverage (medical, dental, vision care, or Health Care Spending Account) due to
your termination of employment or reduction in hours, your covered family member’s COBRA coverage
will not end before 36 months from the date you become covered by Medicare.
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Early termination of COBRA
The law provides that your continuation coverage may be cut short prior to the expiration of the 18-, 29-,
or 36-month period for any of the following five reasons:

§ Citigroup no longer provides group health coverage to any of its employees;

§ The premium for continuation coverage is not paid on time (within the applicable grace
period);

§ The qualified beneficiary becomes covered — after the date COBRA is elected — under
another group health plan (whether or not as an employee) that does not contain any
applicable exclusion or limitation for any preexisting condition of the individual;

§ The qualified beneficiary becomes entitled to Medicare after the date COBRA is elected; or

§ Coverage has been extended for up to 29 months due to disability, and there has been a final
determination made by the disability carrier that the individual is no longer disabled.

The Health Insurance Portability and Accountability Act of 1996 (HIPAA) restricts the extent to which
group health plans may impose preexisting condition limitations. If you become covered by another group
health plan and that plan contains a preexisting condition limitation that affects you, your COBRA
coverage cannot be terminated. However, if the other plan’s preexisting condition rule does not apply to
you by reason of HIPAA’s restrictions on preexisting condition clauses, the plan may terminate your
COBRA coverage.

COBRA and FMLA
A leave that qualified under the Family and Medical Leave Act (FMLA) does not make you eligible for
COBRA coverage. However, regardless of whether you lose coverage because of nonpayment of
premium during an FMLA leave, you are still eligible for COBRA on the last day of the FMLA leave, if you
decide not to return to active employment. Your continuation coverage will begin on the earliest of the
following to occur:

§ When you definitively inform Citigroup that you are not returning at the end of the leave; or
§ The end of the leave, assuming you do not return to work.

For purposes of an FMLA leave, you will be eligible for COBRA, as described above, only if:
§ You or your dependent is covered by the plan on the day before the leave begins (or you or

your dependent becomes covered during the FMLA leave); and
§ You do not return to employment at the end of the FMLA leave.

Cost of coverage
Under the law, you may be required to pay up to 102% of the premium for your continuation coverage. If
your coverage is extended from 18 to 29 months for disability, you may be required to pay up to 150% of
the premium beginning with the 19th month of continuation coverage. The cost of group health coverage
periodically changes. If you elect continuation coverage, Citigroup will notify you of any changes in the
cost.

The initial payment for continuation coverage is due 45 days from the date of your election. Thereafter,
you must pay for coverage on a monthly basis for which you have a grace period of at least 30 days.

If you have any questions about COBRA coverage or the application of the law, please contact the
COBRA administrator at the address listed below. Also, if your marital status has changed, or you, your
spouse or a dependent have changed addresses, or a dependent ceases to be a dependent eligible for
coverage under the terms of the plan, you must notify the COBRA administrator in writing immediately at
the address listed below.
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All notices and other communications regarding COBRA and the Citigroup-sponsored group health plan
should be directed to ADP COBRA Services, P.O. Box 27478, Salt Lake City, UT  84127-0478 or by
calling 1-800-422-7608.
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Your HIPAA rights (medical only)
The Health Insurance Portability and Accountability Act of 1996 (HIPAA) is a federal law enacted to
provide improved portability and continuity of health insurance coverage for dependents.

HIPAA restricts the ability of group health plans to exclude coverage for preexisting conditions. HIPAA
also requires plans to provide a Certificate of Creditable Coverage and provide for special enrollment
rights as described below.

Creditable coverage
Under HIPAA, preexisting exclusion periods generally can be no more than 12 months (or 18 months for
late enrollees).

When you and your dependents no longer have Citigroup medical coverage, you will receive a Certificate
of Creditable Coverage from the medical plan in which you were enrolled. The certificate provides
evidence of Citigroup medical coverage. Present the certificate if you obtain coverage elsewhere.

Your special enrollment rights
If you decline to enroll for Citigroup medical coverage for yourself and/or your eligible dependents,
including your spouse, because you and/or your family members have other health coverage, you may in
the future be able to enroll yourself or your dependents in Citigroup coverage provided that you request
enrollment within 31 days after the date your coverage ends because you or a family member loses
eligibility under another plan or because COBRA coverage has ended. In addition, if you have a new
dependent as a result of a marriage, birth, or adoption or placement for adoption of a child, you also may
be able to enroll yourself and your eligible dependents provided you call within 31 days after the
marriage, birth, or adoption.

If you miss the 31-day deadline, you will have to wait until the next open enrollment period – or have
another qualifying family status change or special enrollment right – to enroll.

To meet IRS regulations and plan requirements, Citigroup reserves the right at any time to request written
documentation of any dependent’s eligibility for plan benefits and/or the effective date of the qualifying
event.
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Claims and appeals
To receive benefits from most of the Citigroup benefit plans, you will need to file a claim.

To file claims for: For Citigroup employees For Citibank employees

Medical

§ For all plans other than
HMOs.

§ HMO participants: Call
your HMO for any
claim-filing information.

§ You will receive a claims kit each
year. If you need additional forms,
contact your HR representative or
your Benefit Service Center.

§ Use one of the following forms
available on CitiWeb:

§ 301 – Aetna U.S. Healthcare
Medical Claim Form (for Managed
Choice POS plan participants);

§ 316 – CIGNA Point of Service
Claim Form (for FlexCare POS
plan participants);

§ 317 – UnitedHealthcare Claim
Form (for Select Plus POS, Health
Plan 2000, Health Plan 200, and
Out-of-Area Plan participants);

§ Or you may call Forms & LifeTimes
option of the Employee Information
& Service Line at
1-800-947-2484; outside the U.S.,
call 212-657-1999.

MetLife 75 with Preferred
Dentist Program (PDP)

§ Same procedure as Medical. See
above.

§ Use Form 318 – MetLife Dental
Claim form available on CitiWeb;

§ Or you may call Forms & LifeTimes
option of the Employee Information
& Service Line at
1-800-947-2484; outside the U.S.,
call 212-657-1999.

CIGNA Dental Care DHMO § There are no claim forms to file
under this plan.

§ There are no claim forms to file
under this plan.

Health Care Spending
Account and Dependent
Care Spending Account

§ Same procedure as Medical. See
above.

§ Use Form 319 Spending Account
Reimbursement Request Form
available on CitiWeb;

§ Or you may call Forms & LifeTimes
option of the Employee Information
& Service Line at
1-800-947-2484; outside the U.S.,
call 212-657-1999.

Vision Care Plan § Call Davis Vision at
1-800-999-5431 or visit
www.davisvision.com .

§ Call Davis Vision at
1-800-999-5431 or visit
www.davisvision.com .

Under ERISA, a Claims Administrator has 90 days to evaluate a claim, determine whether benefits will be
paid, and notify you in writing with the status of your claim. In some cases, an additional 90 days may be
needed and you will be notified of this during the first 90-day period.

You may receive an Explanation of Benefits indicating whether your claim was covered and if so, at what
level. If you have questions, call the Plans Administration Committee directly.
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If your claim is denied
If your claim is denied, in whole or in part, you will receive a written explanation detailing:

§ The specific reasons for the denial;
§ The specific references in the plan documentation on which the denial is based;

§ A description of additional material or information you must provide to complete your claim
and the reasons why that information is necessary;

§ The steps to be taken to submit your claim for review; and

§ The procedure for further review of your claim.

You have a right to appeal a denied claim by filing a written request for review of your claim with the
Claims Administrator within 60 days of the date of the written notification informing you that your claim
was denied. Once you have requested this review, you may submit additional information and comments
on your claim to the plan as long as you do so within 30 days of the date you asked for a review. During
the 30-day period, you may review any pertinent documents held by the plan, if you make an appointment
in writing to do so.

During the review, you will be given an opportunity to request a hearing and present your case in person
or by an authorized representative at a hearing scheduled by the Claims Administrator. If the decision on
review is not received within such time, the claim shall be deemed denied on review.

The Claims Administrator will conduct a full and fair review of your claim and appeal and notify you of its
final decision within 60 days (120 days if special circumstances apply, which you will be notified about in
writing prior to the expiration of the original 60-day period).
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ERISA information
As a participant in Citigroup benefit plans, you have rights under the Employee Retirement Income
Security Act of 1974 (ERISA), as amended.

You may examine all plan documents (including group insurance policies where applicable) and copies of
all documents filed with the U.S. Department of Labor (and available at the Public Disclosure Room of the
Pension and Welfare Benefit Administration) such as annual reports (Form 5500 Series) and plan
descriptions. You can review these documents at no cost to you at the location of the Plan Sponsor.

You may obtain copies of all plan documents and other plan information upon written request to the Plans
Administration Committee. The Plans Administration Committee may charge a reasonable fee for copying
the documents.

You may receive a copy of the plans’ annual financial reports upon written request to the Plans
Administration Committee.

You may continue health care coverage for yourself, spouse or dependents if there is a loss of coverage
under the plan as a result of a qualifying event. You or your dependents may have to pay for such
coverage. Review this SPD and all other documents governing the plan on the rules governing your
continuation coverage rights.

You can reduce or eliminate an exclusionary period of coverage for preexisting conditions under your
group health plan (if one exists), if you have creditable coverage from another plan. You should be
provided a Certificate of Creditable Coverage, free of charge, from your group health plan or health
insurance issuer:

§ When you lose coverage under the plan;

§ When your continuation coverage ceases, if you request it before losing coverage; or
§ If you request it up to 24 months after losing coverage.

Without evidence of creditable coverage, you may be subject to a preexisting condition exclusion for 12
months (18 months for late enrollees) after your enrollment date in your coverage.

In addition to creating rights for plan participants, ERISA imposes obligations on plan fiduciaries, the
people responsible for the operation of an employee benefit plan. Under ERISA, fiduciaries must act
prudently and solely in the interest of plan participants and their beneficiaries. No one, including your
employer or any other person, may fire you or discriminate in any way against you to prevent you from
obtaining a pension benefit or for exercising your rights under ERISA.

If your claim for a benefit is denied, in whole or in part, you must receive a written explanation of the
reason for the denial. You have the right to have the plan review and reconsider your claim. For more
information see the Claims and appeals section.

Under ERISA, there are steps you can take to enforce the rights described above. For example, if you
request materials from the plan and do not receive them within 30 days, you may file suit in a federal
court. In such a case, the court may require the Plans Administration Committee to provide the materials
and pay you up to $110 a day until you receive them, unless the materials were not sent for reasons
beyond the Plans Administration Committee’s control.

If your claim for benefits is denied or ignored, in full or in part, you may file suit in a state or federal court.
If you believe the plan fiduciaries are misusing their authority under the plan or if you believe you are
being discriminated against for asserting your rights, you may request assistance from the U.S.
Department of Labor or file a suit in federal court.
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The court will decide who should pay court costs and legal fees. If your suit is successful, the court may
order the person you sued to pay these costs and fees. If you lose, the court may order you to pay these
costs and fees. One instance in which you may be required to pay court costs and legal fees is if the court
found your suit to be frivolous.

Answers to your questions
If you have questions about the plan, contact the Plans Administration Committee. If you have any
questions about this statement or your rights under ERISA, or if you need assistance in obtaining
documents from the Plans Administration Committee, you should contact the nearest office of the
Pension and Welfare Benefits Administration, U.S. Department of Labor, listed in your telephone
directory, or the Division of Technical Assistance and Inquiries, Pension and Welfare Benefits
Administration, U.S. Department of Labor, 200 Constitution Avenue NW, Washington DC  20210. The
Pension and Welfare Benefits Administration’s New York City branch is located at 1633 Broadway, Room
226, New York, NY 10019. You may also obtain certain publications about your rights and responsibilities
under ERISA by calling the publications’ hotline of the Pension and Welfare Benefits Administration.
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Administrative information
This section contains general information about the administration of the Citigroup plans, the plan
documents, sponsors, and Claims Administrators. In addition, a statement about the future of the plans
and Citigroup’s right to amend, modify, suspend, or terminate is outlined in this section.

Future of the plans
The plans are subject to various legal requirements. If changes are required for continued compliance,
you will be notified.

Citigroup reserves the right to amend, modify, suspend, or terminate any plan, in whole or in part,
at any time without prior notice. Citigroup may make any such amendment, modification,
suspension, or termination of the plans. Citigroup’s decision to change or terminate any of the
plans may be due to changes in the federal or state laws governing retirement benefits, the
requirements of the  Internal Revenue Code or ERISA, or for any other reason.

Plan administration
 The Plan Administrator and Claims Administrators are responsible for the general administration of the
plan, and will be the fiduciaries to the extent not otherwise specified in this document or in an insurance
contract. The Plan Administrator and Claims Administrators have the discretionary authority to construe
and interpret the provisions of the plans and make factual determinations regarding all aspects of the
plans and their benefits, including the power and discretion to determine the rights or eligibility of
employees and any other persons, and the amounts of their benefits under the plan, and to remedy
ambiguities, inconsistencies or omissions, and such determinations shall be binding on all parties.

The Plan Administrator and Claims Administrators may designate other organizations or persons to carry
out specific fiduciary responsibilities in administering the plan including, but not limited to, the following:

§ Pursuant to an administrative services or claims administration agreement, if any, the
responsibility for administering and managing the plan, including the processing and payment
of claims under the plan and the related recordkeeping;

§ The responsibility to prepare, report, file and disclose any forms, documents and other
information required to be reported and filed by law with any governmental agency, or to be
prepared and disclosed to employees or other persons entitled to benefits under the plan;
and

§ The responsibility to act as Claims Administrator and to review claims and claim denials
under the plan to the extent an insurer or administrator is not empowered with such
responsibility.

Citigroup will administer the plan on a reasonable and nondiscriminatory basis and shall apply uniform
rules to all persons similarly situated. Except to the extent superseded by laws of the United States, the
laws of  New York will be controlling in all matters relating to the plan.

This SPD is intended to provide you with accurate and easy-to-understand information about your
Citigroup benefits and summaries of the information you need to use your benefits.
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Plan information

Citigroup Citibank

Employer Identification Number 52-1568099 13-5266470

Participating Companies American Health and Life
Company, CitiFinancial,
Citigroup Corporate Staff,
Citigroup Investment
Group, Primerica Financial
Services, and National
Benefit Life Insurance
Company

Citibank NA and
Participating Companies,
CitiStreet Institutional
Division, and CitiStreet
Total Benefit Outsourcing

Plan Names and Numbers

§ Medical plans (self-funded POS, Health Plan 2000,
Health Plan 200, Out-of-Area Plan, and HMOs)
including prescription drugs

Citigroup Health Benefit
Plan

§ Plan number  508

Medical Plan of Citibank,
N.A. and Participating
Companies

§ Plan number 505

§ Dental plans Citigroup Dental Benefit
Plan
§ Plan number 505

Dental Plan of Citibank,
N.A. and Participating
Companies
§ Plan number 503

§ Vision care plan Citigroup  Vision Benefit
Plan

Vision Plan of Citibank,
N.A. and Participating
Companies

§ Spending accounts Citigroup Flexible Benefits
Plan

§ Plan number 512

Flexible Spending Account
Plan of Citibank, N.A. and
Participating Companies

§ Plan number 515

Plan Sponsor Citigroup Inc.
75 Holly Hill Lane
Greenwich, CT  06830

Plan Administrator Citigroup Inc.
Plans Administration Committee
1 Court Square, 15th Floor
Long Island City, NY  11120
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Claims Administrators

§ For POS plans Aetna U.S. Healthcare
Citibank Claims Division
3541 Winchester Road
Allentown, PA  18106-0911
1-800-545-5862

CIGNA HealthCare
P. O. Box 36125
Charlotte, NC  28236
1-800-794-4953

UnitedHealthcare
P. O. Box 740800
Atlanta, GA  30374-0800
1-800-842-2884

§ For HMO plans Aetna U.S. Healthcare
P. O. Box 16408
Pittsburgh, PA  15242
1-800-821-3808

CIGNA HealthCare
P. O. Box 36125
Charlotte, NC  28236
1-800-794-4953

UnitedHealthcare
P. O. Box 740800
Atlanta, GA  30374-0800
1-800-842-2884

§ For Health Plan 2000, Health Plan 2000,
and Out-of-Area Plan

UnitedHealthcare
P. O. Box 740800
Atlanta, GA  30374-0800
1-800-842-2884

§ For Prescription Drug Program

– Retail Pharmacy

– Mail-Order Pharmacy

PAID Prescription, L.L.C.
P. O. Box 2187
Lee’s Summit, MO  64063-2187

Merck-Medco Rx Services
P. O. Box 182050
Cincinnati, OH  43218-2050

§ For Dental Plans

– MetLife 75 with Preferred Dentist Program
(PDP)

– CIGNA Dental Care DHMO

Metropolitan Life Insurance Company
MetLife Dental Claims Unit
P. O. Box 14093
Lexington, KY  40512-4093
1-888-832-2576

CIGNA Dental/Member Services
300 NW 82nd Avenue
Suite 700
Plantation, FL  33324
1-800-367-1037
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§ For Vision Care Plan Davis Vision
159 Express St.
Plainview, NY  11803
516-932-9500
1-800-DAVIS-2-U

§ For Spending Accounts UnitedHealthcare
P. O. Box 925
Albany, NY  12201-0925
For Citigroup employees: 1-800-842-1168
For Citibank employees:   1-877-211-6551

Agent for Service of Legal Process Citigroup Inc.
General Counsel
399 Park Avenue, 3rd Floor
New York, NY 10043

Plan Year January 1 – December 31

Funding With the exception of the CIGNA DHMO and the many
fully insured HMOs, all plans are self-funded under which
benefits are paid from the general assets of Citigroup,
providing benefits for medical expenses. CIGNA DHMO
is a fully insured plan. The cost of the employee and
dependent coverage is shared by Citigroup and the
participant.

Type of Administration The plans are administered by the Plans Administration
Committee. However, final decision on the payment of
claims rest with the Claims Administrators. Benefits are
paid from the general assets provided by the Plan
Sponsor and from a trust qualified under Section
501(c)(9) of the Internal Revenue Code on behalf of the
plans in accordance with the terms of their contracts. The
Claims Administrators do not guarantee the benefits
under the plan.

Notice required by the Florida Insurance Department: Some of these plans are self-insured group
health plans not regulated by the Florida Insurance Department. Payment of claims is completely
dependent upon the financial solvency of the employer or other entity sponsoring the plans. No guaranty
fund exists to cover claims a bankrupt or otherwise insolvent employer or Plan Sponsor cannot pay.


