
Affordable Care Act (ACA) 
 
 

Summaries and Full Text of ACA 
 
 

The "Patient Protection and Affordable Care Act", commonly called the "Affordable Care Act" (ACA) or "Obamacare", 

is a federal statute that was signed into law by President Barack Obama in 2010. The act is aimed at 1) increasing the 

overall rate of health insurance coverage for Americans and 2) reducing the overall cost of health care. It provides a 

number of mechanisms (including mandates, subsidies, and tax credits) to employers and individuals to increase the 

overall coverage rate in the United States. The act requires insurance companies to cover all applicants and offer the 

same rates regardless of pre-existing conditions or gender. (Reference) 

 
o http://en.wikipedia.org/wiki/Patient_Protection_and_Affordable_Care_Act 
o http://www.healthcare.gov/law/ (this site includes a link to the full text of the law) 
o http://www.cupahr.org/aca/index.aspx 
o http://kff.org/health-reform/fact-sheet/summary-of-new-health-reform-law/ 
o http://www.dol.gov/ebsa/healthreform/ 
o http://www.apha.org/advocacy/health reform/acabasics 
o http://patients.about.com/od/AffordableCareAct/tp/Highlights-Of-The-Affordable-Care-Act-Healthcare-Reform- 

ObamaCare.htm 
o http://101.communitycatalyst.org/aca_provisions/ 

 
 

A Few Key Provisions of ACA 
 
 

 
o Mandates that full-time employees (those who average 30 hours per week during a 1 year "measurement 

period"—or who begin their employment in a 30 hour qualifying position) are provided healthcare by their 
employer. If their employer does not provide this insurance, they must pay a fine to the federal government. 

o Requires healthcare "exchanges" (to be called the "marketplace") to be created in each state. These "exchanges" 
are places where individuals, families, and small businesses can purchase healthcare coverage. Depending on an 
individual's situation, he/she may be able to qualify for a "subsidy" or "tax credit" (i.e. a lower price for the 
insurance coverage, with the overage being paid for by the government). 

 

 
o Individuals with pre-existing conditions will not be denied healthcare coverage. 
o Children will be able to stay on their parents' insurance until age 26. 
o Lowers the amount that can go into a tax-sheltered Flexible Spending Account (FSA) for medical and dental 

services from $6,000/year to $2,500/year. 
 
 

BYU-Idaho ACA Guidelines 

o Provides expanded coverage for seniors (age 65 ) and low-income individuals and families through Medicare and 
Medicaid programs. 

o Requires most U.S. citizens and legal residents to have healthcare insurance or be taxed (or fined) by the IRS. 
This rule is known as the "individual mandate". 
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Due to impending changes in health insurance requirements for employers nationwide, BYU-Idaho has reviewed its 

practices relative to all categories of employees on campus. This review has led to revisions in the university's 

employment policies. These changes are designed to ensure the university continues to be wise with its available 

resources. 

 

Please Note: One Employer Rule — Part-time employees may not have concurrent employment with any other 

Church-affiliated employer (e.g., BYU, BYU-Hawaii, LDSBC, LDS Church, Deseret Book, DI, Deseret Media, FMC 

(Church Farms), LDS Family Services, and Bonneville Communications). Any exceptions to this must be approved by 

the President's Executive Group (PEG).* 

 

I. Student Employment 

(See also: Student Employment Policy 2-11) 
 
 

1. Students may work a maximum of 1,300 hours per academic year, to ensure they remain below the Affordable 

Care Act (ACA) qualification for benefits.  

2. It is strongly recommended that domestic students do not exceed 20 hours per week during their on-track 

semesters.  

3. Managers are permitted to increase a student’s working hours to over 20 hours per week, as long as the student’s 

work requirements do not interfere with academic progress, and the student stays below the 1,300 hour 

maximum. (See SPECIFIC TO INTERNATIONAL STUDENTS guidelines for additional instruction.) 

4. When seasonal programs start during one academic period and run into a second academic period, managers 

must ensure that the student employees working full-time during the seasonal program do not exceed the 1,300 

hour maximum.  

5. Deferred semesters will be treated the same as off-track semesters for purposes of student employment. 

6. Students are permitted to work in more than one student job on campus only if the total hours worked per week 

do not exceed 20 hours.  

7. Students in their last semester prior to graduation may take less than 6 credits and still be considered student 

employees. 

 
 

II. Regular Part-Time & Full-Time Employment 
 
 

A. PART-TIME EMPLOYMENT: Ultimately, all part-time employees are to work no more than an average of 28 hours 

per week in a given "measurement period" (generally speaking, this is October 15th of one year through October 14th 

of the following year), including work credited for part-time positions according to the guidelines of the ACA. (Of note, 

employees should work the part-time hours that they are approved to work by their line management, which could be 

considerably less than 28 hours per week.) 

 

B. PART-TIME EXEMPT & PART-TIME "STIPEND-TYPE" EMPLOYEES: All part-time exempt and part-time stipend- 

type employees (e.g., chaplain, off-campus academic advisors, interpreters and translators, teacher education 

coordinators, housing managers, and Badger Creek seasonal employees) need to record their work hours and report 

http://www2.byui.edu/Policies/policy2_11.htm


them to the Accounting office (in most instances, through the BYU-Idaho time clock system) for purposes of 

determining ACA hours. (Note: This will not affect the employee's pay rate.) 

 

C. ONE-YEAR FACULTY (i.e. Contracted for Full-Time Employment): One-Year Faculty members must end 

employment with BYU-Idaho at the end of their full-time contract—unless they are hired into another full-time 

position. Employees who end full-time employment will not be eligible for part-time employment until they have had a 

26 week "break-in-service" from Church-affiliated employment. 

 

D. ADJUNCT FACULTY (ON-CAMPUS & ONLINE): Adjunct faculty can teach up to 21 credits in any 1) calendar 

year (January−December) and 2) academic year (September−August). The typical maximum credit load on a 

semester basis is 7 credits.** All adjunct faculty members will be terminated after two consecutive non-teaching 

semesters, unless they are scheduled to teach in the following semester. Periods where they are not scheduled to 

teach, but are still listed as active employees, are viewed as “breaks-in-service” during which they will be credited up 

to 501 hours of service per calendar year (per ACA requirements). 

 

[Note: If adjunct faculty members receive an offer for employment from another Church employer, they can be 

terminated in the BYU-Idaho system immediately−which will allow them to be added to the payroll of their new 

employer.] 

 

E. EMPLOYEES CHANGING FROM FULL-TIME TO PART-TIME STATUS: Medically benefited full-time employees 

of any Church-affiliated employer may have concurrent part-time employment at BYU-Idaho only for the duration of 

their full-time employment. If an employee retires, resigns, or is terminated from a medically benefited full-time 

position with a Church-affiliated employer, their BYU-Idaho part-time employment must also end—effective on the 

termination date of the full-time position. After termination, an individual may be rehired in a part-time psoition at 

BYU-Idaho only after a 26 week "break-in-service" from Church-affiliated employment. Any exceptions to this must be 

approved by the President's Executive Group (PEG). 

 

III. Retiring Employees 
 
 

Retiring employees, 1) who are not yet 65 and eligible for Medicare and 2) who keep part-time jobs on campus will be 

placed on "Deseret Protect" insurance (versus Deseret Value, Deseret Select, Deseret Choice, or Deseret Alliance). 

Deseret Protect is a basic and low cost program provided by DMBA. 

 
 
 

 



* Church Single-Employer Policy 

(Approved by the Church Board of Education, 12 June 2013) 
 
 

I. Background 
 
 
o The Affordable Care Act (ACA) was passed by the federal government in 2010. Provisions of ACA require 

employers to provide medical coverage to employees who work 30 hours or more per week, effective January 1, 
2014. 

o ACA regulations require that employee hours be aggregated across all Church-affiliated employers. 
o Significant penalties exist for non-compliance, so hours must be managed closely. 

 
 

II. Policy 
 
 

 
o For all other part-time employees, work hours will be limited to 28 hours per week. 
o A "single-employer" policy will be adopted across all Church-affiliated entities. Exceptions will be administered on a 

case-by-case basis, depending upon business needs. 
 

 
o Application of the 28-hour rule needs to be applied consistently for all part-time employees, including retirees who 

may be re-hired on a part-time basis, although the methodology used may vary from institution to institution. This 
will modify the number of credit hours a retired faculty member may teach if re-hired on a part-time basis (see 
Board minutes of February 7, 1996). 

 
 

III. Subsequent Clarifications 
 
 

 
 

 
 
 
 
 

 

 
 

** Explanations for the credit limitations and termination processes: 
 
 

I. Limit of 21 credits: 
 
o On a calendar year basis: Prevents adjunct faculty from working 1,000 hours or more thereby preventing them 

from qualifying for financial benefits through DMBA – mainly the Thrift and Master Retirement plans. 

o Limited exceptions will be granted to the single employer rule if the senior executive from each organization 
affected agrees in principle and on which organization will fund the benefits. 

o The single employer rule applies only among Church-affiliated entities. A Church employee may work for more 
than one entity [i.e. employer] as long as only one of them is a Church-affiliated entity. 

o Paid internships will be limited to either 40 hours per week up to four months (one semester) or 28 hours per week 
if needed longer than four months. 

o Church-affiliated employers will pay medical benefits for part-time employees who work more than 30 hours per 
week when the work is deemed necessary and is the right thing to do for the employee. 



o On an academic year basis: Prevents adjunct faculty from working an average of 30 hours per week during a 
measurement period (October 15 through October 14) during which time hours are tracked to determine eligibility 
for medical insurance in the following year. 

 

 
 
 

II. Limit of 7 credits per semester: 
 
o On a per semester basis, this limit prevents adjunct faculty from exceeding the annual credit maximum. It also 

maintains a clear distinction between full-time and part-time statuses. Adjunct faculty are part-time employees and 
should be scheduled as such. 

 
 

III. Reasons for termination processes: 
 
o All months in which an employee is listed as “active” are recognized as service credit for the DMBA 5-year vesting 

requirement for the Master Retirement Plan. For instance, an individual who has not worked for a full year, was 
never terminated, and then returns to employment receives service credit for the entire year of inactivity. They 
would vest in this benefit an entire year sooner than they should. It makes sense that we would limit the number of 
months in which such employees receive credit. 

o Managing terminations as outlined allows HR to maintain a relatively clean database without disrupting system 
access rights in the event such employees return to active employment. It also minimizes the amount of work 
required of multiple departments to rehire an employee and reactivate system access rights. 

 

 
 

 
o The process as outlined should result in adjunct not exceeding a full year of inactivity without termination. We 

would also make their termination date retroactive to the pay period in which the full 501 hours are credited. 

o Due to the requirement to credit up to 501 hours, chances are that two semesters will be required before all 501 
hours are credited to adjunct faculty. So this process fits nicely with the requirement to credit 501 hours of service. 

o The two limitations together protect against inadvertently causing one to qualify for financial or medical insurance 
due to managing credit loads according to just one time period. Both must be taken into account. 
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