Managing Your Teams in
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Environment

Housekeeping Items
• Webinar will be recorded
• Attendees can submit questions through the Questions panel
on their user interface
• Relevant documents are available in the Handouts panel on
the attendee interface

• Please submit questions as we go along and we will answer
them after the webinar is over
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Agenda
• PROXUS Update
• Families First Coronavirus Response Act Overview
• iSolved Capabilities
• Important Benefits Administration Considerations
• Questions & Answers

Disclaimer
The information being presented
today by PROXUS is for
educational purposes only. This is
a very fluid situation and we are
awaiting guidance from the
IRS/DOL on how to implement
these regulations.
Information presented in this
webinar should NOT be
considered legal advice.

PROXUS Update

Chris Cumo
Principal & Co-Founder

PROXUS Operations Update
• PROXUS is considered an “essential business”
• Operating with a small team in the office, and the rest of the
team remotely
• Holding twice-a-week virtual meetings to connect with each
other and discuss important client-related matters
• Committed to continuing to provide high-touch service, and are
here to help you through this challenging time

Let us know if you need…
• Delivery changes
• Direct Deposit or Pay Cards
• Remote Print Back for live checks
• Help with managing benefits through iSolved
• i.e., Infinisource COBRA, carrier enrollment and eligibility,
terminating vs. inactivating employees, ACA
measurement, how reduced hours will affect coverage,
etc.

• Other assistance

Remember: PROXUS is here to help you and
your employees

Families First Coronavirus
Response Act

Matt Roessler, MS HRD, SHRM-CP
Director, Business Development

Families First Coronavirus Response Act
• Signed into law on March 18, 2020 by President Donald
Trump
• Takes effect April 1, 2020 and expires December 31,
2020

• Affects private-sector employers with fewer than 500
employees and most public-sector employers

Families First Coronavirus Response Act
Key provisions of the new legislation:
• National Emergency Paid Sick Leave
• Family Medical Leave Act (FMLA) Expansion
• Payroll Tax Credits

National Emergency Paid Sick Leave
• Applicable employers are required to provide full-time employees
with 80 hours of paid leave (due to reasons related to COVID-19)

• For part-time employees, employers must allot the average hours
worked over a ten-day period
• Applies to all employees under a covered employer
State and local paid sick leave and other laws may include COVID-19 related requirements,
such as in New Jersey, Philadelphia, and New York. Check your state and local paid sick leave
laws for additional information.

National Emergency Paid Sick Leave
There are six situations under which an employee can take emergency
sick leave:
1.

In response to a federal, state or local quarantine order related to COVID-19

2.

To self-quarantine due to a request by a medical provider

3.

Experiencing symptoms of COVID-19 and seeking testing or treatment

4.

To care for family members ordered to quarantine

5.

To care for children who cannot go to school or childcare due to coronavirusrelated closures

6.

If the employee has a related medical condition specified by the Department of
Health and Human Services

National Emergency Paid Sick Leave
• Paid sick leave is paid at employee’s regular rate of pay, but is
capped:
• $511 per day/$5,110 aggregate for situations 1-3
• $200 per day/$2,000 aggregate for situations 4 or 6

• Paid leave must be provided in addition to any existing employerprovided sick or paid leave
• Employers may not require an employee to use other paid leave
provided by the employer before using the emergency paid sick
leave

FMLA Expansion
• Amends existing FMLA leave policies to provide job-protected paid leave
• Employers otherwise not subject to normal FMLA requirements do not need to
comply with those provisions of the law, only the expansion components
• Any employee who has worked for an applicable employer for at least 30
days is eligible
• Employers of health care workers and emergency responders may opt out

• The Department of Labor may exempt employers with fewer than 50
employees if participation would jeopardize the viability of the business

FMLA Expansion
• Applicable employers must provide 12 weeks of job-protected leave to
employees who cannot work or telework due to having to care for a child
younger than 18 whose school or child-care provider is closed due to
COVID-19
• First ten days of leave can be unpaid, but employee can elect to use
accrued PTO during this time. Employees will likely be eligible for the paid
sick time just discussed, leaving them with a full 12 weeks of paid leave.
• Remaining ten weeks must be paid at least 2/3 of employee’s regular
pay rate, but is capped:
• $200 per day or $10,000 for the ten-week period

DOL Employee Rights Notice
• Employers must notify employees of the
FFCRA leave
• Must be posted within the workplace, but
employers should make available
electronically as well
• Available in Handouts pane

https://www.dol.gov/sites/dolgov/files/WHD/posters/FFCRA_Poster_WH1422_Non-Federal.pdf

I-9 and ADA Updates
I-9 Verification Flexibility
• Department of Homeland Security has delayed requirements to
physically inspect I-9 documents for workplaces operating remotely
• In effect until 5/19/20 (or 3 business days after national emergency
ends, whichever comes first)
• Once lifted, employers will have 3 business days to verify I-9
documents
Americans with Disabilities (ADA) and Rehabilitation Act
• ADA and Rehabilitation Act rules still apply, but do not prevent
employers from following suggestions and guidelines from CDC in order
to maintain workplace safety

Payroll Tax Credit

Eileen Lynn
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Services

Payroll Tax Credit
• Applies to both the Emergency Paid Sick Leave and FMLA
Expansion leave
• Guidance thus far explains a dollar-for-dollar tax offset against
payroll taxes that normally would be deposited to the IRS equal to
the amount of qualifying sick and expanded FMLA leave the
employer paid
• Per the IRS, the taxes available for offset include withheld Federal
Income tax, Employee & Employer share of Social Security (6.2%
each) and Employee and Employer share of Medicare (1.45% each)

Payroll Tax Credit Examples
Example 1: Employer paid $5000 in qualified sick leave and has a TOTAL tax
liability of $8000 for the pay period including taxes withheld from ALL employees.
The employer can use up to $5000 it was going to deposit to IRS to help make the
qualified leave payments. The remaining $3000 is due on the next regular deposit
due date.
Example 2: Employer paid $10,000 in qualified sick leave and has a TOTAL tax
liability of $8000 for the pay period. The employer can use the entire $8000 to
make the leave payments, make no federal tax deposit and request accelerated
credit for the remaining $2000. The claim form is due to be released this week or
next.
Where an accelerated refund is requested, IRS will process in two weeks or less.

Payroll Tax Credit
• Employers are also entitled to an additional tax credit based on
the cost to maintain health insurance for ELIGIBLE employees
during the leave period
• The total credit amount will be included in the Employer’s
income for income tax purposes

Payroll Tax Credit
Under the Emergency Paid Sick Leave Act
• For situations 1-3 below, the maximum credit per day is $511 or $5,110 total
• Subject to a Federal State or local quarantine or isolation related to COVID-19
• Have been advised by a health care provider to self-quarantine due to concerns related to
COVID-19
• Are experiencing COVID-19 symptoms and seeking a medical diagnosis
• For situations 4-6 below, the maximum credit per day is $200 or $2,000 total for the year
• Caring for an individual subject to a quarantine order or who has been advised by health-care
provider to self-quarantine
• Caring for a son or daughter when the child’s school or place of care has closed or the child
care provider is unavailable due to COVID-19 precautions
• Experiencing any other substantially similar condition specified by the Secretary of Health and
Human Services.

Under the Emergency Family and Medical Leave Expansion Act:
• After 10 days, employers must provide additional partial paid leave at the rate of 2/3 of the regular
rate of pay not to exceed $200 per day for a total of $10,000.

iSolved Capabilities

Carol Kellock
Implementation Navigator

Emergency Paid Sick Leave Earnings in
iSolved
Temp Paid Sick - Two weeks (up to 80 hours) of
expanded family and medical leave, capped at $511 per
day (and a total of $5,110) for employees:
• Subject to a quarantine related to COVID-19
• Advised to self-quarantine related to COVID-19
• Experiencing symptoms of COVID-19 and seeking a
medical diagnosis

Emergency Paid Sick Leave Earnings in
iSolved
Temp Family Sick - Two weeks (up to 80 hours) of
expanded family and medical leave at two-thirds of wages up
to $200 per day (and a total of $2,000) for employees:
• Caring for an individual who is subject to quarantine
• Any other substantially similar condition as specified by
Health and Human Services

Emergency Paid Sick Leave Earnings in
iSolved
Temp FMLA - Up to an additional 10 weeks of expanded
family and medical leave at two-thirds of wages up to $200
per day (and a total of $10,000) for employees:
• Caring for a son or daughter if the school or child-care
provider is closed

Emergency Paid Sick Leave – Part-Time
Employees
• Part-time Employees: Entitled to the “number of hours equal to the number of hours that
such employee works, on average, over a 2-week period”
• To override hours for part-time employee, navigate to Employee Management >
Employee Pay > Earnings

Entering Emergency Paid Sick Leave in
Payroll
• Navigate to Payroll Processing > Payroll Entry > Time Entry
Grid
• Select Template, Paid Sick Leave – COVID19

Employee Messages
For assistance contact Service at
service@proxushr.com

Important Benefits
Considerations
Linda McFillin
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Services

Important COVID-19 Benefits Administration
Considerations
Key Considerations:
• What is the intention?
•
•
•
•

Is the employee terminated?
Is the employee laid off?
Will benefits continue during the time away from work?
Will the employee be rehired?

• Shall I terminate or inactivate?

Important COVID-19 Benefits Administration
Considerations
Layoffs and Termination
• Both lose benefits as a result of the event
• Layoffs are considered a form of termination of
employment and the termination status should be used
• iSolved will end benefits and use the termination date to
trigger Infinisource COBRA Administration and stop
coverage with carriers

Important COVID-19 Benefits Administration
Considerations
Terminate vs Inactivate
• Inactive status should only be used to track an employee that is no
longer “actively” working but will return within a short period of time
(e.g., disability, leave of absence, sabbatical)
• If employee is no longer going to receive a paycheck but will continue to
receive benefits, you can move them to Inactive status
• PROXUS can create a unique inactive status description so you can
differentiate those employees inactive due to COVID-19 from other
inactive employees

Important COVID-19 Benefits Administration
Considerations
Many clients have an eligibility rule tied to benefits for an “active”
status. If you move employees to inactive and will continue
benefits during the inactive status, please notify the PROXUS HR
and Benefits team at hrbenefits@proxushr.com.

Important COVID-19 Benefits Administration
Considerations
ACA Measurement Policies:
• If you measure variable paid employees to determine health coverage offering as
a result of the ACA, the system will continue to measure those variables
• If an employee measures below the 30 hour/week average during the employee
measurement period, employee may measure as “not benefits eligible”
• If the system end dates the medical plan coverage because employee is no longer
considered eligible, payroll deductions will NOT resume upon returning to work and
receiving a paycheck

• The Benefit Carrier Feed Report and the Benefit Carrier Change Audit
Report will list Benefit End Dates to help identify coverage end dates

Questions and Answers

Matt Roessler, MS HRD, SHRM-CP
Director, Business Development

Reminder
The following are pre-submitted questions that were sent
in prior to today’s webinar
Information we provide is what we know as of today
If you have submitted a question during today’s webinar,
we will answer it after the webinar has concluded and will
send out the answers along with the recording

How will limiting employee hours
affect the Unemployment payments
received for those who qualify?

• Employers should check their local and State Unemployment regulations
• In PA, employees can continue to work reduced hours and receive full or
partial Unemployment Benefits depending on the amount of earnings as
compared to their Partial Benefit Credit
https://www.uc.pa.gov

https://www.careeronestop.org/LocalHelp/UnemploymentBenefits/findunemployment-benefits.aspx

How will the employee two-week paid
sick leave be received by the employer
from the Act?

• As a tax credit towards the total federal (941) liability for the pay
period

How do we handle PTO for employees
who are filing for unemployment? Do
they need to be paid for all they have
accrued before they can file, or can it
be saved for when they return to
work?

• For Employer Provided Time Off, employers should follow internal
policies and practices
• May require employees to use their available time prior to filing for
unemployment
• If an employee files for Unemployment and then is paid out for PTO, may
reduce their unemployment credits

• Consistency is key
• Employees may qualify for Emergency Sick Leave
• Keep in mind state and local leave laws

I have employees who work full-time
and they are collecting their Social
Security benefits. We must lay off
most of our small workforce. Will they
be eligible for unemployment? If so,
will this affect the amount they might
receive?

• Based on the Pennsylvania Unemployment Benefits Handbook, it does
not appear that Unemployment Benefits will be affected by the
employee also receiving Social Security Benefits
• This may vary by state
• Employers should review the specific guidance provided by their state’s
Unemployment Commission
https://www.uc.pa.gov/unemployment-benefits/handbook/Pages/How-WeeklyBenefits-May-be-Reduced.aspx
https://www.careeronestop.org/LocalHelp/UnemploymentBenefits/findunemployment-benefits.aspx

How is the tax credit going to be
tracked and handled? Will payroll be
able to accommodate this for us or do
we need to do a separate filing of
sorts?

• iSolved has updated the platform to track the information related
to both the Sick Time and FMLA paid leave policies

• This includes the percent and dollar caps on benefits

We fall under the less than 50
employee mark. Which guidelines
impact us, and how can we learn more
about the waiver we possibly could
apply for?

• There are many moving parts with all of this. Depending on your
employee count you may have to consider your internal policies,
COBRA compliance, WARN Act, FMLA, FLSA, and other
regulations
• The Family First Coronavirus Response Act applies to all
employers under 500 employees
• Employers with fewer than 50 employees may apply for a waiver
from requirements, however guidance on how to apply for this
waiver has not yet been provided
• Once guidance has been provided, we will update our
documentation and make it available for clients

If a team member is exempt and does not have
childcare on Monday and does have childcare for the
rest of her schedule can she apply for partial sick
leave for the 8 hours?
This team member also has health insurance with us
and would be dropping below full-time status. Is it
better for her to use vacation hours for those days
that she cannot work and we pay her full salary for
the two weeks?

• Expanded FMLA does not address partial or intermittent
use of the sick time, but employers may want to allow it
• Maintaining consistency across employees is important
• Employee may meet the 30 hours per week “full-time”
eligibility for benefits but employers are advised to
consult their benefit broker and plan guidelines

How will iSolved track the Emergency
Paid Sick Leave and FMLA leave due
to COVID-19?

• iSolved has programmed in earnings codes to track applicable
time off under the new regulations
• We are awaiting specific guidance from the IRS on the
mechanics of the FICA credit
• Once guidance has been provided, we will update our
documentation and make it available for clients
• Clients should reach out to their Client Service Representative
to discuss the details of setting up each code

How does this affect health
insurance? We share cost with
employees. How can we share cost
when there are no employees
working? Do we still need to offer the
insurance while we are closed or do
we put everyone on COBRA?

• Will depend on how you are classifying employees during the business
closure and how you wish to handle the cost share
• Before making any decisions, consult your Benefit Broker as specific plan
provisions may determine the appropriate direction. Employee re-eligibility for
benefits may be affected depending on which direction you choose to go
• If continuing benefits for employees during the business closure, consider
having them write a check for their portion of the coverage for each pay period
that is missed where that premium contribution otherwise may have been
collected
• If you are able to pay the full premium during the closure, the missed
employee portion can be captured upon return using the arrears functionality
in your PROXUS platform

• With COBRA, the Employee is responsible for up to 102% of
the premium unless the employer elects to continue the normal
cost share for a period of time
• Benefit carriers are relaxing their policies and plan provisions
and you should check with your broker if your carrier is one of
them
• Once you have determined the direction you would like to take,
please contact your dedicated client service representative to
discuss the appropriate status code for your PROXUS platform

What documentation can you require
for someone claiming to need to selfquarantine, or return to work following
exposure?

• Doctors and other health care professionals may be too
busy during a pandemic to provide fitness-for-duty and
other documentation
• New approaches may be necessary
• Reliance on local clinics to provide a form, stamp, or
email to certify that an individual does not have the
pandemic virus if they are to return to work

Are furloughed part-time permanent
employees entitled to accrued vacation
and sick pay? Are furloughed part-time
permanent employees eligible for
unemployment compensation? Is it better
(for them) to lay them off and rehire them?

• Depends on internal policies as to how accrued time is
used or paid
• If existing policies do not address it, consider past
practices
• Employees who experience a complete or partial
reduction in pay due to being furloughed may be eligible
for unemployment credits

Our company has less than 500 employees, and is
considered a life-sustaining business.
We have an
employee who:
• has not been advised by a health care provider to selfquarantine,
• is not experiencing COVID-19 symptoms nor seeking
medical attention, and
• is not caring for anyone.

This employee just wants to be safe and self-quarantine
himself. Is this person eligible for paid sick time?

• If the individual is able to work under the Emergency Paid Sick
Leave (does not fall into the 6 required situations), they will not
be eligible for paid sick time under the Response Act
• Employees may use vacation, sick or other time off per internal
company policies
• Important to consider FLSA exempt vs. non-exempt status:
• If employee is non-exempt, they do not need to paid if they do not
perform work and do not have PTO available
• If employee is exempt, the reason listed above for staying home is
considered a “personal reason,” which is an exception to the FLSA’s
full work week issues. The employee does not need to be paid.

Due to a significant downturn in our business related to
COVID-19, we have been forced to lay off employees and
we will probably be forced to lay off more employees in
the near future. What are the employer’s responsibilities
under FFCRA with regards to:
• laid off employees,
• employees who will be laid off prior to April 1st and
• employees who will be laid off between April 1st and
December 31st?

• Employers should contact their employment attorney for legal
guidance

• With the information currently available, our interpretation is that
employers have no obligation to pay sick leave under the
Response Act or provide expanded FMLA leave under the Act
until April 1 (this assumes that “layoff” means the employee is
terminated and no longer an employee of the company)

All of our employees have been laid off since 3/16/2020.
Their last day of work was 3/15/2020. Do they qualify for paid
sick leave under FFCRA act or FMLA?
Is there any other communications I need to have currently?
Are there rules when we are allowed to reopen as to who or
how many employees we can call back, especially not
knowing if there will be social distancing rules enacted and
also not knowing if the volume of business will return to
normal?

• Requirement to provide paid sick leave and/or Expanded FMLA
starts April 1, 2020. Employees laid off prior to this date are not
entitled to payment under the FFCRA.
• Local laws in certain areas have been amended. Philadelphia
has amended its sick leave laws to include certain COVID-19
related reasons as of March 16. Employers may have to pay out
accrued sick time.

• Employers will want to defer to Federal, State and Local
ordinances in terms of reopening time and guidelines

Helpful Resources
• Centers for Disease Control: www.cdc.gov
• The President’s Coronavirus Guidelines: www.coronavirus.gov
• Society for Human Resource Management: www.SHRM.org
• Congress.gov Website: www.congress.gov
• HR 6201 Families First Coronavirus Response Act: https://www.congress.gov/bill/116thcongress/house-bill/6201/text
• State Websites:
• NJ: covid19.nj.gov
• PA: health.pa.gov/topics/disease/coronavirus
• Department of Labor: dol.gov/coronavirus
• DOL Employee Rights Poster:
https://www.dol.gov/sites/dolgov/files/WHD/posters/FFCRA_Poster_WH1422_Non-Federal.pdf

For additional HMC-related COVID-19 questions,
please email COVID-19@proxushr.com.
Thank you, stay well and be safe.

