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Council Meeting Date:   September 29, 2014 Agenda Item:   9(a) 
              

 
CITY COUNCIL AGENDA ITEM 

CITY OF SHORELINE, WASHINGTON 
 

 

AGENDA TITLE: Discussion of the Affordable Care Act and Revisions to the 
Personnel Policies 

DEPARTMENT: Human Resources 
PRESENTED BY: Paula Itaoka 
ACTION: ____ Ordinance     ____ Resolution     ____ Motion                   

__X_ Discussion    ____ Public Hearing 
 

 
 
PROBLEM/ISSUE STATEMENT: 
The Affordable Care Act Employer Mandate requires that in 2015, under certain 
circumstances, employees who average 30 or more hours a week become eligible for 
health coverage.  This mandate impacts the City’s current policy regarding extra help.  
This staff report provides an overview of how the current policy is impacted and 
recommends changes to the Employee Handbook to prevent those impacts. 
 
RESOURCE/FINANCIAL IMPACT: 
The recommended changes to the Employee Handbook have no financial impact.  
However, a decision to decline the recommendations may have a financial impact equal 
to the cost of providing health coverage to extra help employees who average more 
than 30 hours a week in certain circumstances.  Using 2014 rates, the cost to cover an 
extra help employee under the rules of the mandate is estimated at $652 a month.   
 
 

RECOMMENDATION 
 
No action is required at this time as this is a discussion item only.  However, when a 
resolution is brought back to Council on October 13 that amends Chapter 3 of the 
Employee Handbook to create Employment Status Definitions for extra help employees, 
staff recommends that Council adopt this resolution. 
 
 
 
 
 
 
 
 
Approved By: City Manager DT City Attorney JA-T 
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INTRODUCTION 
 
The federal Affordable Care Act Employer Mandate (the mandate) requires that the City 
identify employees who average 30+ hours a week during an “initial” and “standard”  
“measurement period” and provide health coverage in a subsequent initial and standard 
“stability period”.  Initial measurement periods for newly hired extra help are the first 
three months of employment and the first 12 months of employment.  The standard 
measurement period for existing extra help employees is a 12 month measurement 
period aligning with the City’s benefit open enrollment periods.  If an employee 
averages 30+ hours a week during any measurement period, they are eligible for health 
coverage in a subsequent and equal stability period.  This staff report recommends a 
change to the Employee Manual in response to the mandate. 
 

BACKGROUND 
 
The City’s current policy and practice permits extra help employees to work as many 
hours as needed up to an annual limit of 1,040; sometimes averaging 30 or more hours 
per week.  Although the City’s current policy does not provide health coverage for extra 
help employees, the mandate could require the City to do so in 2015 in the following 
circumstances: 

 
1. Non-Seasonal Extra Help who average 30 or more hours a week during an 

initial or standard measurement period will be eligible for health benefits in the 
following initial or standard stability period.  Simply said, there are two periods 
of time that must be actively measured to determine health coverage eligibility 
for extra help in an equal subsequent stability period: 

a. the first three (3) months of employment, and 
b. 12 months of employment. 
 

2. Seasonal Extra Help employees are exempt from the mandate unless they 
also perform non-seasonal work in a measurement period.  Simply said, if a 
Seasonal employee does any non-seasonal work, the exemption is lost and 
all hours are considered non-seasonal in a measurement period. 

 
This discussion assumes the continuation of the policy that extra help employees are 
not eligible for health coverage.  Therefore, staff is providing a recommended 
framework for managing extra help hours below the threshold of the mandate.  This 
equates to an average of no more that 29 hours per week, with an annual total of less 
than 1,040 hours. 
 

DISCUSSION 
 
Staff analyzed the first 28 weeks of 2014 to identify how many extra help employees 
averaged enough hours to suggest they would qualify for health coverage in 2015 and 
found two extra help employees.  However, with the limit of 1,040 hours of work in a 
calendar year, the employees will have a break in service before 2015. 
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Although seasonal work is exempt from the provisions of the mandate, a mix of 
seasonal and non-seasonal hours is not exempt, as mentioned above.  This presents a 
unique challenge for City managers and Human Resources staff in scheduling and 
tracking not only how many hours are worked but what kind. 
 
Responsibility for managing extra help hours under the mandate is shared between 
management and Human Resources.  Management is responsible for selecting and 
appropriately using the correct category of extra help and scheduling hours to avoid 
exceeding the threshold.  Human Resources is responsible for monitoring hours worked 
and supporting management by advising when an employee’s average hours approach 
30 per week. 
 
Employee Handbook Amendment 
Given how extra help hours must be managed starting in 2015, three Employment 
Status Definitions of extra help are needed in the City’s Employee Handbook.  These 
definitions need to be placed into Chapter 3 of the Handbook, along with the unchanged 
definitions for Full Time Regular and Part Time Regular employees.  Also, staff 
recommends that Chapter 3 include a definition of the term “Break in Service”, as it is 
referenced in the new extra help definitions.  These new definitions are below.  Please 
see Attachment A to this staff report for a complete strike out/underline version of 
Chapter 3: 
 
New Definition - Break in Service 
The period of time between the date an employee separates from service and the date 
the employee is rehired. 
 
New Definition - Extra Help 
Extra Help: A position that is employed in activities related to seasonal programs, 
variable intermittent workloads, or ongoing work of less than 20 hours a week, further 
defined below. 

 
Seasonal: Work that is seasonal beginning approximately the same season of 
each calendar year, customarily less than six months in duration. 
Maximum Hours: 

· 1,040 hours a year with no limit on weekly hours if all work is seasonal.   
· If some of the work is not seasonal then all hours worked count toward a 

maximum average of 29 per week in the first 3 months of employment and 
during 12 months of employment. 

Break in Service Requirement before Rehire:   
· 13 weeks, or  
· Longer than the employee was employed, or  
· With approval from Human Resources based on an evaluation of 

employment status including measurement period implications. 
 
Variable-hour: Work that is not seasonal but is intermittent and/or hours that are 
unpredictable from week to week. 
Maximum Hours: 

· 1,040 a year and  
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· an average of 29 per week during the first 3 months of employment and 
during 12 months of employment. 

Break in Service Requirement before Rehire:   
· 13 weeks, or  
· Longer than the employee was employed, or  
· With approval from Human Resources based on an evaluation of 

employment status including measurement period implications. 
 
Less than 20 Ongoing: Work that is ongoing and consistent with few hours but 
regularly scheduled each week. 
Maximum Hours: 

· 1,040 a year and  
· an average of 20 per week during the first 3 months of employment and 

during 12 months of employment. 
Break in Service Requirement before Rehire:   

· 13 weeks, or  
· Longer than the employee was employed, or  
· With approval from Human Resources based on an evaluation of 

employment status including measurement period implications. 
 

RESOURCE/FINANCIAL IMPACT 
 
The recommended changes to the Employee Handbook have no financial impact.  
However, a decision to decline the recommendations may have a financial impact equal 
to the cost of providing health coverage to extra help employees who average more 
than 30 hours a week in certain circumstances.  Using 2014 rates, the cost to cover an 
extra help employee under the rules of the mandate is estimated at $652.32 a month.   
 

RECOMMENDATION 
 
No action is required at this time as this is a discussion item only.  However, when a 
resolution is brought back to Council on October 13 that amends Chapter 3 of the 
Employee Handbook to create Employment Status Definitions for extra help employees, 
staff recommends that Council adopt this resolution.   
 

ATTACHMENTS 
 
Attachment A - Revisions to Chapter 3 of the Employee Handbook 
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