Health Care Reform’s New
Measurement, Administrative,
and Stability Periods Design
Background
Health Care Reform, or PPACA, requires
employers with 50 or more Full Time

the Measurement Period, and the Stability
Period is the time during which they become
and remain eligible for benefits (i.e. considered
full time).

Measurement Period
The regulations define the Measurement

Equivalents (FTEs) to offer “affordable”

Period as not less than three but not more

“essential health coverage “to full time
employees regularly scheduled to work 30 or
more hours per week. For employees who are
“regularly scheduled” to work 30 or more
hours per week, the determination to offer
coverage is pretty straightforward. For
current employees who work “variable
hours”, or new employees whose expected

than 12 consecutive calendar months, as
chosen by the employer. This describes the
ongoing Measurement Period. We’ll discuss
the initial Measurement Period for new hires
later in this document.

hours per week are unknown or variable, the
calculation becomes a bit more complicated.
Here we will examine the process by which an
employer will determine who needs to be
offered coverage, or in other words, who is a
full time employee.
To do this, we establish three periods (defined
with guidance in IRS Notice 2012-58): the
Measurement Period, the Administrative
Period, and the Stability Period. Put simply,
the Measurement Period is when we record
the actual hours worked of a variable hour
employee. The Administrative Period is when
we calculate the average hours worked over
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Ongoing Measurement Period
We believe that most employers will choose
an ongoing Measurement Period of 12
months, and will coordinate it with their
annual benefit plan year. This provides a
relatively straightforward administration
process for the employer, and provides an
accurate picture of hours worked over a
longer period of time. The longer
Measurement Period also provides an
employer with the flexibility to avoid
providing coverage to variable hour
employees who may leave the employer
within the year.
While most employers will utilize a 12 month
Measurement Period, because the requirement

to offer coverage to full time employees
begins for plan years beginning on or after
January 1, 2014, it will be difficult for many
employers to capture a full year’s worth of
data prior to that date. There is transition
relief that allows an employer to choose a 12
month Measurement Period for future years,
but a one-time six month Measurement
Period from July 1, 2013 through December
31, 2013. This will be particularly handy for
plans utilizing a calendar year.
Initial Measurement Period for New Variable Hour
Employees
The process we’ve just gone through is
considered to be used for an ongoing variable
hour employee. That is, it is repeated year
after year following the same Measurement,
Administrative, and Stability Periods.
New employees who work variable hours are
also subject to a Measurement Period,
Administrative Period, and Stability Period,
but the initial periods are based on their date
of hire before transitioning to the standard
periods.

New Hire Example:
Bob works for Jungle Corp., which has a
calendar year benefit plan. Their standard
Measurement and Stability Periods are based
on that 12 month calendar (and plan) year.

Bob is hired on May 23, 2014.
Bob’s initial Measurement Period is 12
months from his date of hire. His hours
during that period are recorded.
On May 22, 2015, 12 months of Bob’s
Measurement Period expires, and Bob’s hours
are averaged, and on May 23, 2015 Bob’s
Administrative Period begins. Bob is
determined to have worked 30 or more hours
per week during the initial Measurement
Period.
Bob now begins the 90 calendar day eligibility
period, and on August 20, 2015, Bob becomes
eligible for benefits. He remains eligible for
benefits for the remainder of Jungle’s’
Stability Period –until the end of 2015.
If Bob had been not to have worked 30 or
more hours per week during the initial
Measurement Period, he would enter the
standard Measurement Period, counting the
hours going back to January 1, 2015.
Once a new employee has completed an initial
Measurement Period, the employee must be
tested for full-time status under the ongoing
employee rules for the employer’s standard
Measurement Period, regardless of whether
the employee was full-time during the initial
Measurement Period.
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During the Measurement Periods, an

If the employee was determined not to be full

employer would capture and record the actual
hours worked by each variable hour
employee. This can be accomplished through
timesheets, time and attendance systems, or a
payroll system, or in the case of salaried
employees, choosing a standard number of
hours for each day worked.

time during the Measurement Period, then the
process begins again. See below for more
details on Initial and Ongoing Variable Hour
Employees.

Stability Period

Administrative Period

The Stability Period is the period in which
those employees determined to be full time
must remain eligible for health coverage. This

Now that the actual hours worked have been

period can be not less than 6 and no more

captured and recorded during the
Measurement Period, the Administrative
Period allows an employer up to 90 days to
calculate the average hours worked over the
Measurement Period to determine whether an
employee averaged 30 or more hours per
week during the Measurement Period.

than 12 months (and not longer than the
Measurement Period, except in this first year).

While the regulations allow up to 90 days to
perform the calculation, we believe that for
most employers this period will be anywhere
from one day to one week. It will likely be
coordinated with the employer’s open
enrollment period as well.

eligibility during open enrollment, and then
offer coverage during the next plan year (SP).
There will be a myriad of variations on the
balance of these periods, but we think that for
administrative ease, many employers will
choose this combination.

For those employees who have been
determined to be full time (averaged 30 or
more hours per week during the Measurement

Summary

Period), the standard eligibility period begins.
After the eligibility period, the employee is
eligible for coverage for the remainder of the
Stability Period.

Period, Administrative Period, and Stability
Period will vary for each employer. As with
all areas of HR, benefits design must be
integrated into the total rewards strategy,

For many employers the Stability Period will
be the standard annual benefit plan year. In
practice, this means that an employer will
measure hours in one plan year (MP),
calculate the hours (AP) to determine full time

The exact design and balance of Measurement
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which in turn links to its other HR strategies
involving talent acquisition, management, and
engagement, and must align with the
organization’s strategic goals and objectives in

order to optimize the organization’s
effectiveness.
.

Kushner & Company’s mission is to “transform the workplace”—beginning with the recognition of the business leader’s vision.
Our consulting and administration teams approach every opportunity with that vision in mind by learning as much as possible
about the organization and industry. Our specific areas of expertise include, but are not limited to, the following:

Healthcare Reform (PPACA). Gary Kushner’s leadership in the area of HR strategy and employee benefits has made
Kushner & Company the nation’s leader in Healthcare Reform compliance and strategic planning. Kushner & Company’s
strategic approach to Healthcare Reform provides clients with the strategic, quantitative and qualitative analyses necessary to
determine each client’s appropriate course of action on the law’s key components.

Organizational Development. Our experts in Organization Development work with each client to define their uniqueness,
set business and strategic plans, define core and non-core competencies, provide executive and leadership coaching, determine and
develop functional area strategy and desired outcomes, and align the strategy of the organization with the systems and daily
operations.

HR Strategy Development. Alignment of HR Strategy to the overall Organizational Strategy is integral in defining,
communicating, and implementing that strategy throughout the organization. Kushner & Company’s national reputation in HR
Strategy allows us to provide assistance to clients in areas that include Talent Acquisition, Performance Management, Total
Rewards, Training and Development, and Employee Engagement.

Functional HR. In alignment with the organization’s HR strategies, Kushner & Company’s HR experts can help with the
development of core HR functions, such as HR Compliance Audits, Policy and Procedure development, Handbook development,
and Performance Management. Maintaining compliance with the wide number of federal and state requirements is of paramount
importance to the longevity and effectiveness of HR polices and employee benefit plans. In addition to assisting in the necessary
plan documentation, testing, and regulatory filings, Kushner & Company also has the ability to assist with process development
such as objective 401(k) fiduciary training, Investment Policy Statement and employee benefit plan design.
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Payroll/HRIS/Online Enrollment/Time and Attendance. Kushner & Company’s comprehensive and integrated
Payroll/HRIS/Online Enrollment/Time and Attendance system provides a unique single database option for combining many
of the transactional HR functions into a single point of entry for HR and employees, and coordinated with Kushner &
Company’s FSA, HRA, COBRA, and Retirement Plan Administration. By relieving HR of these important but time
consuming and high compliance risk functions, our consultants can then assist HR professionals to provide the highest value
possible to their organization.

Flexible Spending Account (FSA) and HRA Processing. Kushner & Company can provide claims processing for Health
FSA, Dependent Care, Transportation/Parking, and HRA plans. Our dedicated, client-specific processing teams provide daily
claims processing, no cost direct deposit of reimbursements, online claim entry with receipt attachment, participant debit cards, and
highly trained customer service. We offer seamless processing of new hire, employment and personal changes, and termination
when integrated with Kushner & Company’s other services.

COBRA Administration. Kushner & Company’s COBRA administration provides the processes and tools necessary to
maintain compliance with COBRA, particularly with Initial Notices and Qualifying Event Notices. When integrated with
Kushner & Company’s other services, we offer seamless processing of COBRA events.

Retirement Plan Administration. Working with the financial advisor of your choosing, Kushner & Company offers plan
design and administration to ensure your retirement plan is a vital part of your total benefits program. We offer TPA services
that will assist you whether your plan is a basic safe harbor plan or a new comparability profit sharing plan or a cash
balance/401(k) combination plan. Kushner & Company prepares year-end discretionary illustrations and allocations, performs
non-discrimination testing and prepares signature-ready IRS government forms. Kushner & Company’s integrated payroll service
also reduces the burden of payroll uploads, eligibility determination and regulatory participant notice distribution.
For Your Benefit articles are provided as a service by Kushner & Company for the exclusive use of our clients and subscribers
and should not be construed as legal or tax advice. If you would like to speak to someone about any of our services for your
organization, please contact us at info@kushnerco.com or 800-KUSHNER, ext. 412 or visit www.kushnerco.com.
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