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Presenter
Presentation Notes
Welcome and thank you for attending our HCR Overview.  During this session, we will focus on two areas:
First we will give an overview of the HCR Bill.  What has already been implemented, what is on the horizon and how it impact you and your employees
Second, we are going to go over the Employer Shared Responsibilities component of HCR and specifically, How we define Full-time Benefit Eligible Employees



 2010-2012: BRIEF REVIEW 
 2013: REQUIREMENTS AND POTENTIAL GUIDANCE 
 2014 AND BEYOND: IMPORTANT UPDATES 
 WHAT DOES THIS MEAN TO THE DIOCESE? 
 FINANCIAL IMPACT 
 COMPLIANCE CONCERNS  
 
  

Healthcare Reform Update 

Presenter
Presentation Notes
In this first Section, we will give a brief overview of the:
 Past, Present and Future implementation of the ACA.
What does this mean to the Diocese
Some of the taxes and Financial Impact
And of course, Compliance Concerns





Healthcare Reform: Initial Impact (2010-2011) 
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• Expansion of nondiscrimina-

tion rules to insured plans 
(UPDATE: Compliance deferred 
until regulations issued) 

• First $ preventive benefits 
• Emergency room 
• Choice of primary care 

provider/pediatrician 
• OB/GYN care 
• Appeals process 

 
Who:  

All plans, EXCEPT 
grandfathered plans 

 

When:  
Plan years on or after 

9/23/2010 

 
• No reimbursement for over-

the-counter medications under 
FSAs, HSAs, HRAs 

• Report value of coverage on 
employee’s Form W-2 

Church Plans are currently exempt 
•  (Compliance is voluntary for 

2011, required for 2012) 
 
 
 
 

 
Who: 

All plans, no 
grandfathering provisions 

 

When:  
Tax years after 

12/31/2010 

 
 
 

• Cover adult children to 26 
• No lifetime $ limits 
• Limited annual $ limits 
• No pre-existing conditions on 

enrollees under 19 
• No rescissions except fraud, 

intentional misrepresentation 
 

 
 

 
Who: 

All plans, including 
grandfathered plans 

 

When:  
Plan years on or after 

9/23/2010 

Presenter
Presentation Notes
These changes are already in effect.

The first group of changes affected all plans, regardless of whether the plan is considered to be “Grandfathered” under PPACA.  These changes were effective with the first plan year starting on or after September 23, 2010, or basically for October 1, 2010 renewals. Calendar year plans needed to make these adjustments on Jan. 1, 2011).  
• If Plans cover dependents, then they must cover adult children of participants up to age 26, regardless of student status, marital status or whether or not the adult child is even still a dependent of the parent.  Specifically for grandfathered plans, until 2014, they are allowed to limit this adult child coverage if the adult child is eligible for coverage under another employer health plan as an employee or spouse. 
• Also, plans will no longer be allowed to have a lifetime dollar limits or annual dollar limits under a certain threshold on essential benefits. 
• In addition to providing coverage to adult children, plans needed to eliminate preexisting condition limitations for all enrollees under age 19 (both dependents and employees).  

The next group of changes were required if a plan is considered to be nongrandfathered (which includes those plans that have lost grandfathered status, as well as any new plan).  These changes were effective on the first day of the first plan year starting on or after September 23, 2010.  Plans that still have grandfathered status and are looking at whether or not to retain grandfathered status should pay particular attention to this middle column, as these are the plan design changes that will impact them should they lose grandfathered status.  The determination of the importance of these changes will depend on whether the plan currently covers these benefits in a similar fashion, and the premium adjustments that may need to take place to add these benefits to an existing plan.  One of the areas to pay particularly close  attention to is that fully insured plans will now need to ensure that they are not discriminating in favor of highly compensated employees as to eligibility and benefits. [NOTE:  This has been delayed until final regulations are issued.] Prior to PPACA, this was only an issue for self-funded plans.  In addition, plans who are nongrandfathered will be required to provide preventive benefits with no cost sharing, emergency room services in or out of network without prior authorization, and provide participants the choice of PCP and medical professional for OB/GYN care within the participating network.  Plans will also see changes to the internal and external claims and appeals process with an emphasis on strict compliance. 

Finally, there are a few changes that were effective for all plans (grandfathered or nongrandfathered) beginning with the 2011 tax year, regardless of the plan year.  Effective as of 1/1/11, FSA, HSA, and HRA plans are no longer be able to reimburse claims for OTC medications without a prescription, other than insulin.  In addition, employers will be required to report the value of health coverage effective 1/1/11 on the employee’s Form W-2 (generally, the W-2 provided in Jan. 2012, unless employee earlier terminates employment).  [NOTE:  This was voluntary for the 2011 calendar year, but must be implemented by the 1/1/12 calendar year – generally the W-2 provided in Jan. 2013.]






2012: Requirements Highlights 

• Medical loss ratio rebates – issued 8/1/12 
• Summary of Benefits & Coverage – first open enrollment 

after 9/22/12 
• Patient Centered Outcomes Research Institute (PCORI) 

Fees – due for 2012, payable July 2013 – delayed for 
one year 
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Presenter
Presentation Notes
Before healthcare reform, self-funded non-federal governmental health plans had the ability to opt-out of 3 of HIPAA portability’s requirements:  (1) limits on the use of pre-existing condition  exclusions, (2) prohibition against discrimination on the basis of health and (3) providing special enrollments.  HHS announced a non-enforcement policy for plan years that began before April 1, 2011.  PPACA eliminated this opt-out ability for self-funded nonfederal governmental plans.

Carriers that did not meet the 80% medical loss ratio level (85% in large group market) in 2011, began making rebate payments in July 2012.  Carriers are required to send an HHS developed notice explaining the rebate to all participants in plans that are receiving rebates.  In 2012 only, carriers are required to send an HHS developed notice to participants in plans that are not receiving rebates.  
The Summary of Benefits and Coverage is a uniform high level description of health benefits that must be provided to insureds and participants.  HHS created  a “fill-in-the-blank” template with model cost examples to be used in the 4-page (double-sided) SBC.  Employers are required to provide the new SBC at the first open enrollment after 9/22/12. For individuals enrolling at a time other than open enrollment, the SBC must be provided as part of the regular enrollment materials and must be provided no later than the first day the individual can enroll. For groups that do not have open enrollment (e.g., evergreen plans), the SBC must be distributed no later than 30 days before the first day of a new plan year.
The $2 per covered person PCORI fee ($1 the first year) is calculated on a calendar year basis and is payable by the following July 1.  Carriers are responsible for paying the fee for insured plans.  The plan sponsor (usually the employer) is responsible for paying the fee under a self-funded plan. The fee applies to plan years that end after September 30, 2012 and before October 1, 2019.
Non-grandfathered health plans are required to cover contraceptives at no cost to the enrollee beginning with the first plan year that starts after July 31, 2012.  There is a narrowly drawn exemption for plans established by religious organizations.  There is a one year delay for certain religious-affiliated institutions such as schools and hospitals that currently do not cover contraceptives because of religious principles. 




2013: Requirements Highlights 

• Additional 0.9% Medicare tax on individuals with incomes 
over $200k ($250k married); additional 3.8% Medicare tax on 
investment income for high income individuals - 1/1/13 

• Tax deduction for Retiree Drug Subsidy ends - 1/1/13 
• Employer notice to employees on state Exchanges – 3/2013  

expected 10/1/2013 
• First open enrollment for Exchanges - 10/2013 

– 6 Month Open Enrollment 
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Presenter
Presentation Notes
The limitation on salary reduction amounts for health care FSAs begins with the first plan year that begins after 12/31/2012.  The limitation only applies to salary reduction amounts, employer contributions are not limited.
The tax deduction for Retiree Drug Subsidy amounts ends on 12/31/2012.
There is an additional 0.9% Medicare tax on individual’s income over $200k or $250 if married and filing a joint return.  If married, but filing separate returns the amount is $125k.  Employers will be required to withhold the additional 0.9% on compensation over $200k. 
Employers are required to report the total cost of health coverage in Box 12 on Form W-2 beginning with the 2012 calendar year. Health coverage is broadly defined, but does not include HIPAA-excepted plans such as stand-alone dental and vision.
Employers will be required to give employees a notice about the new state Exchanges.  HHS has not yet issued any guidance on these notices.  However, most practitioners believe that HHS will provide either a sample or template notice for employers to use.
Exchanges will begin their first open enrollment in October 2013 for coverage beginning in 2014.

Next we focus on changes that start in 2014.



Financial Impact  
Summary of Taxes/Fees 

  Effective Date Timing / Duration Payment Cycle Applicability Basis of Assessment 

PCORI  Research Fee 10/1/12 
Begins 2012 

Phases out 2019 
July 31 following end of 

plan year 

Insured plans (carrier) 
Self-funded plan (plan 

sponsor) 

Year 1: $1/ covered life 

Subsequent years: 
$2/covered life 

Insurer Fee 1/1/14 Permanent 
No later than 

September 30 of 
calendar year 

Insurance carrier 

2014-$8B* 
2015-$11.3B    
2016-$11.3B   
2017-$13.9B   
2018 -$14.3B   

Transitional 
Reinsurance Fee 

1/1/14 
3 Years 

(2014-2016) 
Quarterly basis 

beginning 1/1/14 

Insured plans (carrier) 
Self-funded plan (plan 

sponsor) 

$5.25 per covered life, 
per month ($63/year 
per covered life)** 

“Cadillac” Tax  

DOM 

1/1/2018 Permanent 

TBA 

Insured plan (carrier) 
Self-funded plan (plan 

sponsor) 

40% on amounts 
over: 

Self-only: $10,200 
Family:$27,500 

*Fee paid by insurer is a percentage of the “ applicable amount” equal to the ratio of the insurer’s net premiums to the aggregate net health insurance premiums collected for the applicable year. 
**A portion of this fee may be deferred until 2016 (HHS requested comments on authority to defer); if deferred, 2014 rate will be approximately $4.38 per covered life, per month ( $52.54/year per covered life).  
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Presenter
Presentation Notes
Here are some of the ways that we pay for the ACA:



Individual Mandate -2014 

 
 

OR OR 

Exception 

Penalty 

Minimum  
Essential 
Coverage 

Premium 
Assistance 
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Presenter
Presentation Notes
Another set of provisions employers should pay close attention are the individual and employer mandates.

The individual mandate will require that all U.S. Citizens and legal residents must have “Minimum Essential Benefits Coverage” starting in 2014. Failing to maintain the coverage will result in the assessment of a tax.  The penalty will start out being nominal:  in 2014 it will be $95 per uninsured adult in a household  or  1% of household income. It will increase in subsequent years: $696 per uninsured adult or 2.5% of household income. However, this will still be substantially below today’s level of health insurance premiums.

Some individuals will get an exception from the mandate. Among others, the exceptions will include those with incomes below the income tax filing threshold and Native Americans.

To assist individuals and families in obtaining health coverage, PPACA includes a refundable premium tax credit for individuals in households with income below 400% of the federal poverty level.  

Under our current health insurance system, a Coverage Mandate like this would be difficult to fulfill.  Under our current individual health insurance model, an individual in poor health, or with a history of a serious medical condition, is frequently unable to obtain health coverage.  In addition, while insurance companies are required to offer health insurance policies to small groups, the cost is often prohibitive.  



Individual Employer “Mandate” 
delayed 2015  

$2,000/FTE 
less 1st 30 ees 

$3,000/ee on asst 
(with a cap) 

Employer with more than 50 full time  
employees (FTEs) 

Offer Coverage 

+ 
NO EEs on assistance 

1 
Offer Coverage 

+ 
EE(s) on assistance 

2 
OR OR 

No Coverage 

+ 
EE(s) on assistance 

3 
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Presenter
Presentation Notes
Even though the Employer Mandate is Delayed until 2015, it’s important to get our “Ducks in a Row” so that we are organized and setup to be compliant once the Mandates are enacted full scale.  Here is an outline of the 3 choices that an employer needs to analyze and evaluate. 



COUNTING HOURS 2: 
 The new math for 2014 

Rules in light of additional guidance 

Presenter
Presentation Notes
This Section of the Presentation will focus on one of the major rules built into the Employer Mandate:  Determining Full-time status and the 30 hour minimum requirement for eligibility.
 Most employers know what a full-time employee looks like, but many employers have seasonal, variable hour and part-time employees.
“Counting hours” helps define those type of employees and how to track them.
 



Agenda 

• Glossary - Updated 
• What Changed? 
• Applicable large employers 
• Full-time/Variable hour employees 
• Counting hours 
• Other New Guidance 

Presenter
Presentation Notes
Over the next set of slides, we will go over a glossary of terms, what has changed recently and why.
For the purposes of our discussion, we are referring to Applicable Large Employers.  These are employers who are subject to the Shared Responsibilities rules of HCR
 ALE’s are determined by size and organizational structure
 Again, the purpose of this presentation is to make everyone aware who must be offered coverage so that the DOM is not subject to a penalty



Glossary 

• Measurement Period 
– Initial 
– Standard 

• Administrative 
period 

• Stability period 
• Waiting period 
• Hour of service 

• Large employer 
• Month 
• Calendar month 
• Employee 

– New employee 
– Ongoing employee 
– Seasonal employee 
– Variable hour employee 

Presenter
Presentation Notes
Here is a glossary of terms we will be using during this presentation.  They seem pretty self explanatory, but we can provide the definitions to you if you have questions.



“APPLICABLE LARGE EMPLOYER” 

Presenter
Presentation Notes
Applicable Large Employer’s are subject to the Employer Shared Responsibilities rules of HCR
These are defined as a Single Employer of 50 or more FTE’s or a Controlled Group of Employers that is aggregated together to make up 50 or more employees



Example 
Applicable Large Employer 

Applicable Large 
Employer Member 

St. Joe’s 

Schools 

Parishes  

Presenter
Presentation Notes
Here is an example of the two types of Applicable Large Employers
The first is an employer that has 50 or more FTE’s on it’s own
The second is what the DOM looks like; some member groups with small amounts of FTE’s as well as some larger groups
The Medical plan is managed through the Diocese of Manchester and thus a Controlled Group.
Even though some member groups might have less than 50 FTE’s, they are still viewed as a Applicable Large Employer and need to comply with the Shared Responsibilities.  



Applicable Large Employer 

– However, the 30 employee exemption for the 
larger penalty is shared pro-rata across all 
members 

– 40%  12 
– 20%  6 
– 15%  5 (4.5) 
– 15%  5 (4.5) 
– 10%  3 

 

Message = 
Communicate 

 
If 1 location is not 

compliant, it 
impacts the entire 

group 

Presenter
Presentation Notes
There are two ways that the DOM could be assessed a penalty from the IRS:
Failure to offer coverage; $2,000 per employee less the 30 employee exemption
Failure to offer coverage that is affordable & meets the minimum value; $3,000 per employee that obtains a subsidy for coverage through the exchange

The 30 employee exemption is pro-rated for a controlled group.  This example splits the exemption between the 5 companies within the controlled group based on the percentage of the total population.  
It’s important to note that 1 Location’s failure to comply with have an impact on the total Controlled Group.



FULL-TIME EMPLOYEES 
VARIABLE HOUR EMPLOYEES 

Presenter
Presentation Notes
Now that we discussed who is an applicable large employer and thus subject to potential penalties for not offering proper coverage, we need to understand who is considered a Full-time employee.



Employee Categories 

• Full-time employee 
– Hired to work at least 30-hours per week 

• Part-time employee 
– Hired to work less than average of 30 hours per 

week 

• Variable hour employee 
– As of the date of hire, employer cannot 

reasonably determine average hours – May be 
full-time employee 

Presenter
Presentation Notes
Let’s look at Employee Categories
Full-time employee is hired and expected to work at least 30 hours per week.  Benefit eligible under the HCR definition and probably expected by the Employer
Part-time employees are hired to work less than 30 hours per week and there are processes in place to make sure this is limited due to budgets or labor laws.
If there is no process or procedure to limit those hours; you could have an issue or situation where they become benefit eligible under the laws.
Variable Hour Employee is someone who you can not determine with certainty the average hours to be worked.  It may be full-time initially on a Seasonal or Temporary basis.
  



Employee Categories 

• Seasonal employee 
– DOM determination vs. full-time offer of coverage 
– Not limited to agricultural or retail workers 
– Until further guidance issued may apply a 

reasonable, good faith interpretation of the 
statutory definition of seasonal worker, including 
the standard under the DOL regulations, applied 
by analogy to workers and employment positions 
not otherwise covered under those DOL 
regulations 

Presenter
Presentation Notes
Seasonal Employees are hired to work during a particular Season or Peak Time Period
We are still awaiting further guidance on Seasonal Employees from both the Treasury and the DOL because sometimes they are excluded from the Large Employer Rules 
DOM is going to have to make a reasonable “Good Faith” determination of whether they should be offered coverage as a FTE.



Employee Categories 
• Temporary employee 

– Direct hire (short-term employees) 
• 2014 may be considered variable hour employee even 

if expected to work at least 30-hours 
– Cannot take turnover into consideration 

• Starting January 1, 2015 employer to treat full-time 
employees as though employment will last for the 
entire measurement period (except seasonal 
employees) 

– Temporary staffing employee 
• Common-law definition of employee 
• Comments requested 

Presenter
Presentation Notes
Temporary Employee:
 Initially hired to work at least 30 hours, but can’t determine for how long.  Can use the Measurement period as a Variable Employee
 Starting in 1/1/15; if hired to work at least 30 initially; must assume it will last during the measurement period, unless Seasonal and have objective facts that the employment will not last longer than that period.

Staffing Employee:
Usually benefits offered by the Staffing Company based on hours worked
Still seeking guidance in this area as good be area of abuse.  Again, use the “Good Faith” approach



Hour of Service 

• For hourly employees, includes: 
– Hours Worked 

• Each hour for which the employee is paid, or entitled to 
payment, “for the performance of duties”; and 

– Paid-Time Off 
• Each hour for which the employee is paid, or entitled to 

payment, due to (1) vacation, (2) holiday, (3) illness, (4) 
incapacity (including disability), (5) layoff, (6) jury duty, 
(7) military duty, or (8) leave of absence (up to 160 
continuous hours) – no limit 

Presenter
Presentation Notes
Here are the rules for Hourly Employees in which they must receive credit for Hours of Service:
Hours worked for which they are paid and records kept
Also included are:  Hours not worked, but fall under paid time off.
There was originally a cap of up to 160 hours of paid time off, but that has been eliminated.



Hour of Service 
• Non-hourly employees: 

– Guidance provides three possible methods: 
• Actual Hours (Recommended for the DOM) 

– Count actual hours of service worked “from records”, as well 
as other non-worked hours for which he or she is paid, or 
entitled to payment 

• Days-Worked Equivalency  
– Credit 8 hours of service per day for each day for which the 

employee would be credited with at least one hour of service 

• Weeks-Worked Equivalency  
– Credit 40 hours of service per week for each week for which 

the employee would be credited with at least one hour of 
service 

Presenter
Presentation Notes
For Non-Hourly employees (Salary), you can use 1 of three methods:
Actual Hours, including PTO
Days-worked equivalency – 8 hours per service day minimum
Weeks-worked – 40 hours minimum

Note:  
Don’t need to use the same method for all Non-Hourly employees
Can change each calendar year
Can NOT use a method if it understated the actual hours of service; Example:  You would not use Days-Worked if the person  generally works 3 – 10 hour days.  That would understate.



COUNTING HOURS 
VARIABLE HOUR EMPLOYEES 
STANDARD MEASUREMENT PERIOD 
ONGOING EMPLOYEES 

Presenter
Presentation Notes
In this section, we will go over the rules and methods for counting hours for variable hour employees.  This is particularly important for employees who at the date of hire, you cannot reasonably determine if they will work 30 or more hours.



Purpose-Measurement Period 

• Initial Measurement Period – 7/1/13 to 4/30/2014 
– Allows an employer a period of 3 to 12-months to 

determine average working hours 
– Applies only where the employer cannot reasonable make 

the determination at the date of hire 
– Initial measurement period  (IMP) - At hire date, to provide 

an immediate period during which and employees hours 
are counted 

• Avoids long periods waiting for the beginning of the next ‘standard 
measurement period’  

 

Presenter
Presentation Notes
The purpose of the Measurement period is to set a fixed time during which the variable hourly employees hours are tracked or counted to determine eligibility for coverage.  The employer establishes this period for which the hours will be counted.

The DOM has established an initial measurement which is required to avoid a long delay in the opportunity for coverage for newly hired employees.  This Initial Measurement Period will run from July 1st 2013 to April 30, 2014



Purpose-Measurement Period 

• Measurement period 
– Standard measurement period – Fixed 

measurement period of at least 3 months, no 
more than 12-months 

• Allows employers an opportunity to look-back at the 
hours worked by a variable hour employee to 
determine  health plan eligibility or continued eligibility 

• Allows employees in variable hour positions to qualify 
or re-qualify for health plan eligibility 

 

Presenter
Presentation Notes
Once the employee has gone through the Initial Measurement Period, The Standard Measurement Period allows employers to look back for continued eligibility into the health plan.  It also allows for employees to qualify or re-qualify for the health plan.



Purpose-Administrative Period 

• Administrative period (AP) May 1 to July 31 
– An optional period used by the employer to perform 

administrative duties related to counting hours and, where 
applicable, making an offer of coverage 

– Following the initial measurement period 
• Generally limited to the end of the calendar month following the 

month during which the employee’s IMP ends 

– Following the standard measurement period 
• Limited to no more than 90 days following the end of the standard 

measurement period 

Presenter
Presentation Notes
The DOM will use an Administrative Period from May 1st to July 31st, 2014 to evaluate the tracked hours and make an offer of coverage to the employee. 
End of the month following the IMP
No more than 90 days following the SMP



Purpose-Stability Period 

• Stability period (SP)  August 1 – July 31st 
– The period following a measurement period (and 

AP, is applicable) during which variable hour 
employees determined to average 30-hours per 
week, are offered coverage 

– Coverage remains available during this period 
regardless of hours of service worked at that time 

• Except where employment terminates 

Presenter
Presentation Notes
The purpose of the Stability Period is to provide the employee a certain or guaranteed amount of time that coverage will be available to them.



Ongoing Employees 

• Standard measurement period 
– Minimum 3 months, maximum 12 months 

• Administrative Period 
– Follows the standard measurement period 
– Period of up to 90 days 

• Stability Period 
– At least 6 consecutive calendar months 
– Not less than the standard measurement period 

 

Presenter
Presentation Notes
On an Ongoing Basis, the Standard Measurement Period must be between 3 and 12 months

The Administrative Period follows the SMP and can’t be any longer than 90 days

The Stability Period has to be at least 6 months, but not less than the Standard Measurement Period



Newly Hired Variable Hour 

• Initial measurement period 
– Minimum 3 months, maximum 12 

• Administrative Period 
– Follows the IMP 
– Period of up to 90 days, BUT 
– Cannot extend IMP/AP to a period that exceeds 

• Last day of the first calendar month beginning on or 
after the employee’s one year employment anniversary 

Presenter
Presentation Notes
Rules around the Initial Measurement Period are largely the same as the Standard Measurement Period.
IMP = 3-12 months
AP= Follows IMP, Period up to 90 days, BUT cannot exceed last day of the 1st calendar month beginning on or after the employee’s one year anniversary.

Examples on next page.



Newly Hired Variable Hour 

• Stability Period 
– At least 6 consecutive calendar months 
– Not less than the longer of: 

• Initial Measurement Period 
• Standard Measurement Period 

 

Presenter
Presentation Notes
The Stability Period, which is the period that the employee has a certain period of coverage offered to them has to be:
At least 6 months
Not less than the longer of the IMP or the SMP

Chris set rules for initial measurement period and stability period for all new hires that all locations should follow



Example-Ongoing Employees 

• Diocese has a large hourly workforce 
– Many hourly employees will ultimately be working 

30 or more hours per week 
– One aspect of the job is that employees have 

great flexibility in setting their schedule 
– The safe harbor allows DOM the ability to 

determine those employees who work full time 
– Decision points 

• Length of measurement period, use of AP and length of 
SP 

Presenter
Presentation Notes
Let’s give an example using the Diocese for scenarios involving the SMP and the IMP.
We will incorporate the DOM Decision Point for: IMP, MP, AP, and SP.



Example-Ongoing Employees 

• Diocese of Manchester implements a 12 
calendar month standard measurement 
period (10 month IMP) 
– Goal is to coincide with open enrollment for  

August 1 renewal date each year 
– Standard measurement period begins each May 

1st and ends the following April 30th 
– AP May 1st 2013 – July 31, 2014 
– Stability Period coverage effective date if 

determined full-time – August 1, 2014 



Ongoing Employees 

2013 2014 2015 2016 

12-month measurement 
period 

77 Day administration 
period 

7/1/2013 – 4/30/2014 
measurement period 

5/1/2014 – 4/30/2015 
measurement period 

5/1/2015 – 4/30/2016 
measurement period 

5/1/2014 – 7/31/2014 
administration period 

8/1/2014  – 7/31/2015 
stability period 

8/1/2015  – 7/31/2016 
stability period 

8/1/2016  – 7/31/2017 
stability period 

5/1/2015 – 7/31/2015 
administration period 

5/1/2016 – 7/31/2016 
administration period 

Presenter
Presentation Notes
Here is a time line on how each of these decided points work together.

For ongoing employees that will qualify for 8/1/14 coverage, the Standard Measurement period begins…
DOM elected a 90 administration period in which they will evaluate the hours worked, eligibility and making offers of coverage, notifying those who do not qualify
Employees will have coverage during the The Stability Period of …

During this time, we are already within a new Measurement Period.  Now a new Administration Period and Stability Period will be in effect.



Example-Ongoing Employees 

• Employees determined to be full time during 
the standard measurement period are entitled 
to coverage during the full SP regardless of 
their hours, provided they remain employed 

• Employees determined NOT to be full time 
during the standard measurement period are 
not entitled to coverage during the SP 
– Their hours will be reviewed again at the end of 

the next standard measurement period 

Presenter
Presentation Notes
Self explanatory



Example-Newly Hired Variable 
Employee 
• Diocese of Manchester implements a 12 month IMP 

– IMP begins with the employees date of hire in a class 
eligible for health benefits 

– IMP ends the day before the employee’s one-year 
anniversary 

– Stability Period coverage, if the employee is determined to 
have worked full-time during the IMP, is 12 months 

• Employees determined full time during the IMP are entitled to 
coverage during the full SP regardless of their hours, provided they 
remain employed 

Presenter
Presentation Notes
For new Hires, The IMP begins on the date of hire and ends the day before the 1 year anniversary.  



Examples 

• The following scenarios demonstrate how the 
AP is applied regardless of the day of the 
month in which the new variable employee is 
hired 

• Remember, if determined full-time during the 
IMP, coverage must be offered (effective) no 
later than the first day of the calendar month 
following the month in of the employee’s one 
year anniversary 

Presenter
Presentation Notes
Self explanatory.  Key is the limitation on 1 year anniversary.



New Variable Hour Employees 

2014 2015 2016 

Initial Measurement Period 
3/15/14 – 3/14/15 

Stability Period 
5/1/2015 -4/30/2016 

12-month measurement period 
1+ month administration period 

1 + Month 
administration 

period 
(AP begins  the day 
following the end of 
the IMP through the  
next calendar month  

3/15/15 – 4/30/15 
46 days) 

Employee 3/15/2014 
DOH 



New Variable Hour Employees 

2014 2015 2016 

Initial Measurement Period 
3/30/14 – 3/29/15 

Stability Period 5/1/2015 -
4/30/2016 

12-month measurement period 
1+ month administration period 

1 + Month 
administration 

period 
(AP begins  the day 
following the end of 
the IMP through the  
next calendar month  

3/30/15 – 4/30/15 
31 days) 

Employee 3/30/2014 
DOH 



TRANSITION – NEW TO ONGOING 

Presenter
Presentation Notes
Let’s discuss Transitioning new hires to ongoing status



Transition – IMP to SMP 

• Hour measurement for new variable hour 
employees will need to transition to the 
standard measurement period 

• This results in some overlap in measurement 
periods 

• This is true regardless of whether the new 
variable hour employee “met” the full-time 
requirement during the IMP or not 

• Example 

Presenter
Presentation Notes
New employees that being evaluated during their initial measurement period must also be transitioned and at the same time be evaluated under the Standard measurement period.
This creates an overlap in the measurement periods. 



Transition – IMP to SMP 

• Diocese of Manchester uses: 
– IMP of 12 months 
– AP of 1 plus months 
– Standard Measurement Period 12 calendar 

months – May 1st through April 30th 
– AP of 90-days coinciding with open enrollment  

• New variable hour employee hired March 15 

Presenter
Presentation Notes
Here is an example using the decision points for the DOM.  New employee hired March 15th



New Variable Hour Employees 

2014 2015 2016 

Initial Measurement Period 
3/15/14 – 3/14/15 Stability Period 5/1/2015 -4/30/2016 

12-month measurement period 
1+ month administration period 

1 + Month 
administration period 

(3/15/15 – 4/30/15) 

Employee 3/15/2014 
DOH 

Stability Period 8/1/2016 – 7/31/2016 

Administration Period (no 
longer than 90-days) 

Standard Measurement Period 
5/1/2014 – 4/30/2015 

Minimum Coverage Period  
Even if employee determined NOT to be 30+ hours 

during first standard measurement period 



Change in Status-Variable Hour 
Employees 
• Applies to new, variable hour employees 
• Employment change in status during IMP 

– Material change in status 
– If initially hired in the status would be considered 

full-time 

• Treat as full-time with coverage effective date 
the earlier of: 
– First day of fourth month following change, or 
– Coverage effective date due to IMP 

Presenter
Presentation Notes
If a new variable hour employee has a change of status during their initial measurement period; employer must determine when coverage must be offered.

A change in status would be if they were initially hired as full-time and then their hours were substantially changed to eventually not qualify for full-time status.

The law states that you must treat them as full-time and that coverage will be offered effective of the earlier of…..



Unpaid Leave, Rehired Employees 

• Variable hour employees 
• Periods where employee has no hours of service 

– Period of at least 26 weeks 
• Treat as newly hired 

– Less than 26 weeks 
• Employee retains credited hours of service, or 
• Employer can apply a ‘rule of parity’ 

– Period with no hours of service is at least 4 weeks, less than 26 
weeks 

– Employee retains credited hours of service equal to length of 
employment (not more than 26 weeks) 

Presenter
Presentation Notes
What happens to employees who have quit or laid off and then return to work as rehired after an extended leave.



Special Unpaid Leave 

• Unpaid leave due to: 
– FMLA, USERRA, Jury Duty 

• Two options for measuring hours of service 
– Disregard period of special unpaid leave - credited hours of 

service divided by weeks worked excluding weeks of 
special unpaid leave, or 

– Determine 
• Average weekly hours for period of credited hours of service 
• Use that average for weeks on special unpaid leave 

Presenter
Presentation Notes
Here are the new regs for Special unpaid Leave such as FMLA, called to active duty or jury duty.

Basically two options; disregard the period and apply the credited hours divided by the weeks worked or use that average for the unpaid leave.



Teachers, Employees - Education 

• Breaks during school year 
– Generally fall under paid leave 

• Summer, other period of four consecutive 
weeks with no hours of service 
– Calculated like special unpaid leave 

• Two options 

– Maximum 501 hours 

Presenter
Presentation Notes
Generally considered under paid leave or you can use the Unpaid Leave rules.  



Thank you!  Come visit the GBS Healthcare Reform 
website http://www.gbshealthcarereform.com  
 

Presenter
Presentation Notes
Here is a link to our website at Gallagher with resources for everything you want to know about HCR.  There is a recorded webcast similar to what you just saw and there is a great FAQ tool that you can reference as well.

http://www.gbshealthcarereform.com/
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