
 

 

 

 

   
 

April 3, 2020 

1) We currently have reduced income as our customers are not paying on time or are simply not 

buying our products and services.  Can I delay the payment of my group health insurance 

premiums? 

a) Most of the fully insured medical and ancillary carriers are allowing an extended grace period of 

60 days for monthly premiums, generally extending to the end of May.   

b) You will want to contact your carrier’s billing department to notify them that you intend to take 

advantage of the deferred premium payment option and understand their specific 

requirements.  Some carriers do require that you “sign up” for this option.   

 

2) As an employer, can I pay the entire premium for my employees when they are on furlough?  

a) As you may know, most carriers have waived the “actively at work” provisions of their fully 

insured healthcare contracts to allow temporarily reduced employees to remain eligible for the 

plan for a period of time, generally through the end of May 2020.  

b) An employer may choose to pay 100% of the premium for furloughed employees OR continue to 

require the employee percentage of the premium to be paid (example, an active employee pays 

20% while the employer pays 80%). The employee can pay their portion either from their last 

pay, a check from the employee while they’re off work or pay when they return.  The employer 

should stipulate the guidelines to employees prior to the furlough. 

 

3) I heard that the new CARES Act passed on March 27th allows changes to the FSA, HSA, and HRA 

rules.  What are those changes that are effective immediately? 

a) HSA-qualified health plans can now cover telehealth and other remote care service expenses 
below the High Deductible Health Plan (HDHP) statutory deductible limit, or at no or low-cost 
sharing, without affecting an account holder’s ability to continue contributing to their HSA. This 
provision will last until December 31, 2021. 

b) Over-the-counter drugs and medicines can be paid for or reimbursed through an FSA, HRA or 
HSA without a doctor’s prescription. 

c) Menstrual care products are also considered a qualified medical expense and are eligible for 
payment or reimbursement through an FSA, HRA or HSA. All expenses incurred after December 
31, 2019 qualify, and the provision has no expiration date.  
 

4) That’s great that I can use my FSA funds to pay for over-the-counter medications again, but as an 

employer, do I need to do anything with my plan document?  

a) Yes, you will need to review your current FSA plan document to determine if it specifically 

excludes over-the-counter medications, if it does then you need to remove that phrase. If it 

refers only to Section 213(d) expenses, then no changes are needed since Section 213(d) 

expenses has now been expanded to include over-the-counter medications as well as menstrual 

care products.  

 

 



 

 

 

 

   
 

5) How are health plans changing to cover COVID-19 testing?  

a) As of March 18, 2020, the Families First Coronavirus Response Act (FFCRA) requires group health 

plans and health insurance issuers to cover testing with no member cost share such as 

deductible, coinsurance or copays through December 31, 2020.  

b) Contact your primary care doctor via phone or telemedicine. If you are exhibiting symptoms of 

COVID-19, it is best to avoid public waiting rooms such as your doctor’s office, urgent care, 

convenience clinics.  You do require a doctor’s orders to be tested 

c) This applies to all fully insured health plans, even grandfathered, self-insured health plans as 

well as health insurance issuers offering individual coverage so plan on the Healthcare Exchange. 

 

6) How are health plans changing to cover the actual treatment of COVID-19? 

a) Coverage for treatment of COVID-19 is a covered expense by your healthcare coverage.  Some 

fully insured healthcare plans are covering these services with no member cost share. 

 

7) What do I have to pay my employee that has to stay home because of COVID-19 because they are 

sick or because their child’s daycare closed due to COVID-19? See our COVID-19 page on our 

website for our new FFCRA Toolkit with lots of resources. 

a) The FFCRA, Families First Coronavirus Response Act, applies to leaves taken beginning April 1, 

2020 and extends through December 31, 2020.  It applies to employers with less than 500 full 

and part-time employees and this can include commonly owned companies.  It does extend to 

groups with less than 50 employees however there is an exemption available if the leave would 

jeopardize the viability of the business however it must be the criteria set forth by the 

Department of Labor. 

b) Full time employees are eligible for 80 hours of paid leave over a two-week period. Part time 

employees can be eligible for leave for their average number of hours worked in a two-week 

period. 

c) If an employee is out because of illness related to COVID-19, they must be paid the greater of 

their regular rate of pay or minimum wage up to a maximum of $511 per day/$5,110 for the 

two-week period. 

d) If the employee is out due to a daycare closing or taking care of someone with COVID-19, they 

are entitled to 2/3 of the greater of their regular rate of pay or minimum wage up to a maximum 

of $200 per day/$2,000 for the two-week period. 

e) The employer CAN ask for proof for an employee requesting paid leave.  There are tax credits 

available as well for pay while an employee is out on Emergency Leave. 

 

8) If I lay off my employees, is that a COBRA event? 

a) Yes.  A lay off, or termination of employment, is a COBRA event.  Employees will be responsible 

for 102% of the full premium paid to the insurance carrier.  They will continue any deductible 

and coinsurance they’ve met so far this plan year. 

 

9) If I furlough my employees, is that a COBRA event? 

a) It can be.  A reduction of hours is a COBRA qualifying event as long as there is also a loss of 

eligibility for coverage. Most carriers have waived the “actively at work” provisions of their fully 
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insured healthcare contracts to allow temporarily reduced employees to remain eligible for the 

plan for a period of time, generally through the end of May 2020.  If the benefits package 

includes an FSA, please consult your FSA vendor for the appropriate guidelines on offering 

COBRA. 

 

10) Why would I furlough my employee instead of just laying them off? 

a) There are many factors that go into this decision by an employer.  Employee goodwill is one.  It 

may be perceived better by the employee to be employed, just not receiving a paycheck as 

opposed to being terminated from employment and being offered COBRA essentially cutting 

ties.   

b) If you aren’t sure how long the separation will be, you may want to simply lay off the employee.  

 

11) What if I bring them back in a month?  Will they have to wait the new hire waiting period? 

a) Not generally, many carriers are allowing them to resume coverage the day they return to work, 

but you’ll need to check with your specific provider. 

 

 


