
  
 

 
 
 
 

 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

 
 

 
       

 
                      

       IRS Releases 2017 Health Savings  
                        Account Limits 
In Revenue Procedure 2016-28, the IRS released the 2017 
cost of living adjustments relating to health savings 
accounts (HSA).  For 2017, the high deductible health plan 
(HDHP) annual deductible limits and out-of-pocket limits 
remain unchanged.  Only the individual contribution limit 
increased slightly.  As a reminder, if a family HDHP plan has 
an embedded deductible, the statutory minimum 
deductible for any individual cannot be less than $2,600 
(the family statutory minimum deductible).  The $1,000 
catch up contribution available to accountholders aged 55 
and over is not tied to a cost of living adjustment and thus, 
remains at $1,000. 
 

 Individual/Self 
Only 

Family 

2017 2016 2017 2016 
HDHP 
Annual  

Deductible 

 
$1,300 

 
$1,300 

 
$2,600 

 
$2,600 

HDHP 
Annual  
Out-of-
Pocket 
Limit* 

 
$6,550 

 
$6,550 

 
$13,100 

 
$13,100 

Contribution 
Limit 

$3,400 $3,350 $6,750 $6,750 

 
*Note: The out-of-pocket (OOP) limits applicable to high 
deductible health plans used in conjunction with HSAs 
differ slightly from the Affordable Care Act’s imposed OOP 
limits, which for 2016 are $6,850 for self-only coverage, 
$13,700 for other than self-only coverage.  In 2017, the 
OOP limit increases to $7,150 for self-only, $14,300 for 
other than self-only coverage.  As a reminder, for a family 
plan, no individual can be subject to an OOP greater than 
the individual OOP limit. 
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Medicare Part D Adjustments for 2017 
The Centers for Medicare and Medicaid Services have 
released the 2017 adjustments for Medicare Part D 
prescription drug benefits.  The following are select 
modified limits relating to the standard drug benefit and 
the retiree drug subsidy. 
 

Standard Benefit Design 
 2016 2017 

Deductible $360 $400 
Initial coverage limit $3,310 $3,700 

Out-of-pocket Threshold $4,850 $4,950 
Maximum Cost Sharing in 
Catastrophic Coverage Portion  
of Benefit:  
• Generic/Preferred Multi-

Source Drug 
• Other 

 
 
 

$2.95 
 

$7.40 

 
 
 

$3.30 
 

$8.25 
Retiree Drug Subsidy Amounts 

 2016 2017 
Cost Threshold $360 $400 

Cost Limit $7,400 $8,250 
 
 
FMLA Compliance Tools: New Employer 

Guide and Worksite Poster 
Of interest to employers subject to the Family and 
Medical Leave Act (FMLA), the Wage and Hour Division 
of the Department of Labor released two new items: an 
Employer’s Guide and a revised work site poster. 
 
As background, the FMLA provides for up to 12 weeks of 
unpaid job-protected leave to employees for baby 
bonding, or to attend and care for a serious health 
condition of the employee, or his or her family member.  
The FMLA applies to private or public sector employers 
engaged in commerce, or any industry or activity 
affecting commerce, who employ 50 or more employees 
on each working day in at least 20 or more calendar 
weeks in the current or preceding calendar year.   
 
Employer Guide.  To assist employers in their 
compliance with the FMLA, the DOL has prepared an 
Employer Guide to the Family and Medical Leave Act. 
This Guide provides an overview of employer 
compliance obligations under the law, together with 
guidance to assist employers in administering FMLA 
leave.   
 
 
 

Worksite Poster.  FMLA covered employers are required 
to post a general notice of FMLA information in their 
worksite locations.  To this end, the DOL recently 
released an updated poster that employers can use to 
notify their employees of their rights and protections 
under the law.  While there is no substantive difference 
in the language contained in DOL’s model worksite 
poster released in February, 2013, the updated version 
is organized in a more user-friendly format. The DOL 
indicated that the 2013 version of the FMLA poster is 
still valid and can continue to be used in satisfying the 
posting requirement.  
 
As a reminder, the FMLA poster must be posted in a 
conspicuous place where it can be readily seen by 
employees and applicants. The employer must also 
provide this notice/poster to any eligible employee by 
including it in an employee handbook, or other written 
document that sets forth employee benefits or leave 
rights, and given to each new employee upon hiring. The 
notice/poster can be posted and provided electronically, 
as long as the employee has access to employer’s 
electronic system.   Employers can duplicate the text of 
the notice/poster, or use a different format than the 
DOL’s model notice, as long as all of the information 
contained in the alternate form is replicated, and the 
text is large enough to be easily read. 
 

New Leave Laws in New York 
and San Francisco 

States and local jurisdictions continue the trend of 
enacting leave laws.  Of particular note, New York 
enacted a statewide paid family leave law, while the City 
and County of San Francisco obligates employers to 
provide supplemental compensation to employees 
receiving paid leave benefits under California’s Paid 
Family Leave program.  Following are highlights of these 
laws. 
 
New York Paid Family Leave 
On April 4, 2015, Governor Andrew Cuomo signed a law 
(Ch. 54 (Section SS of S. 6406, L. 2015)) that will 
require New York private-sector employers, regardless 
of size, to provide family leave to their full and part-time 
employees following 26 consecutive weeks of 
employment.  The paid leave benefit is strictly funded by 
employees and takes effect January 1, 2018.   
 
 
 

https://www.cms.gov/Medicare/Health-Plans/MedicareAdvtgSpecRateStats/Downloads/Announcement2017.pdf�
https://www.cms.gov/Medicare/Health-Plans/MedicareAdvtgSpecRateStats/Downloads/Announcement2017.pdf�
http://www.dol.gov/whd/fmla/employerguide.htm�
http://www.dol.gov/whd/regs/compliance/posters/fmla.htm�
http://assembly.state.ny.us/leg/?default_fld=&leg_video=&bn=S06406&term=2015&Summary=Y&Text=Y�


 
 

 
 
 

 
 

May 4, 2016     page 3 

Under this law, eligible employees may take up to 12 
weeks of paid family leave for the following purposes: 
 To bond with a biological, adopted, or foster child 

during the first 12 months after the child’s birth (or 
placement for adoption or foster care with the 
employee);  

 To provide physical or psychological care to a family 
member, including a child, parent, grandparent, 
grandchild, spouse, or domestic partner, with a 
serious health condition; or  

 For qualifying exigencies (as defined under FMLA) 
when the employee’s spouse, domestic partner, 
child, or parent is called to active military duty.   

 
Because this new law builds on New York’s existing 
temporary disability insurance (TDI) law, employees who 
require leave to care for their own serious health 
condition would receive leave benefits in accordance 
with the TDI program.   
 
Benefit Amounts and Leave Accruals.  For 2018 
through 2021, the law sets forth a staggered schedule 
for providing a certain amount of paid leave per 52-
week calendar year, the amount of benefits to be paid 
during the leave, as well as a cap on leave benefit 
accruals. 
 
Substitution of Leave.  Employers must allow but cannot 
require an individual use available accrued time such as 
vacation or personal leave.  An individual entitled to 
both TDI and paid family leave is limited to a total of 26 
weeks of leave in any 52-week period.  The New York 
law runs concurrent with the FMLA. 
 
Job Reinstatement and Benefits.  Like FMLA, the New 
York paid leave law guarantees that the individual 
return to the same or equivalent position, guarantees 
benefit accrual as of the date the leave begins. 
 
During the leave period, health coverage must be 
continued on the same terms and conditions as if the 
individual were actively working.  In other words, the 
employer must continue to pay its share of health 
coverage.  
 
Notice Obligations 
Employers are required to conspicuously display 
information about the employee rights under the New 
York paid family leave law, as well as provide it to 
current employees who take paid family leave for more 
than seven consecutive days.  
 

To the extent the leave is foreseeable, an employee is 
required to notify his/her employer at least 30 days in 
advance of taking the leave.  In addition, an employee is 
also required to provide the employer with written proof 
of the need for family leave from the recipient’s 
attending health care provider. Further, family leave 
recipients may be required to undergo a physical 
examination by a qualified health care provider for 
additional verification. 
 
San Francisco’s Paid Parental Leave Ordinance 
On April 21, 2016, Mayor Ed Lee signed the Paid 
Parental Leave Ordinance requiring most employers 
with employees in San Francisco to start bridging the 
gap between an employee's paid family leave benefit 
and the employee's regular compensation. This 
Ordinance provides for up to 6 weeks of supplemental 
compensation to employees receiving paid leave 
benefits under California’s Paid Family Leave program 
for purposes of newborn baby bonding.   
 
For purposes of this Ordinance, a covered employer is 
defined as a person who directly or indirectly (including 
through the services of a temporary services or staffing 
agency or similar entity) who employs or exercises 
control over the wages, hours, or working conditions of 
an employee.  The Ordinance does not apply to the City 
itself or any other government entity.   
 
An eligible employee, including a part-time or temporary 
employee, entitled to the leave is one who:  
1. Has worked for the covered employer at least 180 

days prior to the beginning of the leave period;  
2. Works a minimum of 8 hours per week in San 

Francisco, of which, at least 40% of the total weekly 
hours are worked in San Francisco; and 

3. Is eligible to receive paid family leave compensation 
under the California Paid Family Leave program for 
new baby bonding.  

 
Substitution of Leave.  Employers can require an 
employee to use up to two weeks of accrued, unused 
vacation for leave purposes. If the employee refuses to 
use vacation, then he/she would not be eligible for any 
supplemental compensation from the employer. 
Additionally, if the employee voluntarily terminates 
employment within 90 days of the end of the leave, the 
employee must agree, in writing, to reimburse the 
employer for the full amount of leave paid by the 
employer. 
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Coordination with Employer Policy.  An employer would 
not be required to provide supplemental compensation 
to an employee if its existing policy provides for a 
minimum of six weeks of fully paid parental leave within 
any 12-month period for new baby bonding, regardless 
of whether the paid leave includes California paid family 
leave benefits.  
 
Workplace Posting.  Affected employers are required to 
post, in a conspicuous place at any workplace or job site 
where any employee works, a notice informing 
employees of their rights under the Ordinance. The 
Office of Labor Standards Enforcement (OLSE) has been 
directed to prepare the workplace posting by the 
Ordinance’s operative date of January 1, 2017.  
 
Compliance Date.  The Ordinance provides for a phase-
in compliance schedule based on the number of 
employees employed, as follows: 
 

Number of Employees 
Regularly Employed 

 
Compliance Date Begins 

≥ 50 January 1, 2017 
≥ 35  July 1, 2017 
≥ 20 January 1, 2018 

 
Additional information about the San Francisco’s Paid 
Parental Leave Ordinance can be found on the OLSE’s 
webpage. 
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The information contained in this Benefit Beat is not intended 
to be legal, accounting, or other professional advice, nor are 

these comments directed to specific situations. This 
information is provided as general guidance and may be 

affected by changes in law or regulation. This information is 
not intended to replace or substitute for accounting or other 
professional advice. You must consult your own attorney or 

tax advisor for assistance in specific situations. This 
information is provided as-is, with no warranties of any kind. 

CBIZ shall not be liable for any damages whatsoever in 
connection with its use and assumes no obligation to inform 
the reader of any changes in laws or other factors that could 

affect the information contained herein.  
 

http://sfgov.org/olse/paid-parental-leave-ordinance�
http://sfgov.org/olse/paid-parental-leave-ordinance�

