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Why Compliance Is the 
Lynchpin of  

ICHRAs (Individual Coverage Health Reimbursement 
Arrangements) are a flexible and cost-effective alternative 
to group health benefits. But is a big 
question mark for many people thinking about making the 
transition. At SureCo, we equip large employers like you to 
get—and stay—solidly compliant.


Whether you're evaluating the minimum contribution 
percentage, making sure you have all the necessary forms in 
place, or ensuring compliance with affordability checks, this 
manual gives you the knowledge and resources needed to 
make informed decisions.


We'll also provide insights into essential documentation 
requirements, including plan documents, 

ensuring your organization remains compliant and prepared 
every step of the way. Join us as we embark on this journey 
to demystify ICHRAs and empower your organization to 
navigate the evolving landscape of employer-sponsored 
health benefits with confidence and compliance.

Your Employee 
Benefits Strategy


ACA compliance 

SPDs (Summary 
Plan Descriptions), ICHRA notices, and IRS forms, 

Note: All information contained in this guide is for educational purposes only. All penalty information is for the 2025 tax year. 
Always consult with your benefits consultant or benefits attorney if you have questions about ACA compliance.

mailto:info@sureco.com
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Understanding the 
If you're a company with 50 or more full-time, or full-time equivalent employees, you're required to comply with the Employer 
Mandate or pay a fine to the IRS. Here's what this "play or pay" situation means for you.

ACA’s Employer Mandate


The Cost of NoncomplianceWho counts as one of your 50+ full-time employees?�

who work an average of at least  
30 hours per week or 130 hours per month�

which are determined 
by combining the number of hours of service (up to 120) of 
all non-full-time employees for the month and dividing the 
total by 120. Note: This is only used to determine ALE status. 
You do not have to offer coverage to part-time workers.

� Full-time employees 

� Full-time-equivalent employees, 

There are three main criteria that you need to meet when 
evaluating your compliance with the Employer Mandate:

Penalty notifications, also known as Letter 226-J (seen below), are 
sent by the IRS to employers who are potentially liable for penalties 
under the ACA mandate. These letters outline the proposed 
penalty amounts and provide instructions for responding and 
disputing the penalties.


If you receive one of these letters, while it can be scary and stressful, 
you can respond and provide additional information to the IRS 
before any penalties are finalized.

There are two types of penalties that may be assessed:1


� Occurs when an employer doesn't offer minimum essential 
coverage to at least 95% of its full-time employees�

� Triggered when a full-time employee receives a subsidy for 
coverage purchased on a government exchange�

� You could be fined for every FT employee (minus the first 30).

The “A” Penalty�

The “B” Penalt�

� Occurs when an employer offers coverage that does not meet 
the minimum value or affordability requirements�

� Triggered when a full-time employee receives a subsidy for 
coverage purchased on a government exchange�

� You could be fined for each employee who receives a subsidy.

02866-235-5515 info@sureco.com www.sureco.com  |    |  

Industries Most at Risk  
for ACA Penalties: 

1 out of 4 companies are audited by the IRS 
for ACA non-compliance.2

Minimum Essential Coverage refers to health 
insurance that covers a core set of benefits 
outlined by the ACA, such as preventive services 
and hospitalization.

10
Minimum Value refers to the coverage's ability to 
pay for at least 60% of the total allowed costs of 
benefits provided under the plan.

02
Affordability refers to the cost of coverage for the 
employee, which must be considered affordable 
based on certain criteria (see page 6).

03

These industries have a high number of employees, 
variability in staffing, and high turnover—which all make it 
difficult to calculate the correct number of full-time-
equivalent employees.2

Hospitality

Healthcare and social assistance

Agriculture, forestry, fishing, and hunting

Education

Source 1: IRS.gov “Questions and Answers on Employer Shared Responsibility Provisions Under 
the ACA.”

Source 2: Trusaic (2023) "The Challenge of ACA Compliance”
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Will You Receive an ACA Penalty for 2025?

Will the coverage meet the minimum value standard, meaning it pays for 60% of the 
total cost of medical services for a standard population and includes substantial 

coverage of physician and inpatient hospital services?  

Yes

Will you offer minimum essential coverage to 

at least 95% of those employees and their 
dependents?

Yes

Will at least 1 employee receive a premium tax 

credit?

Yes

You could face 4980H(b) Penalty and be 

fined $4,350	for each employee who 
received a subsidy.

Yes

Will it be affordable?  

(i.e, no more than 9.02% of the employee’s household income 
for self-only coverage)?

Yes

If you receive a penalty notification, you 

have grounds to dispute it.

Yes

You could face 4980H(a) Penalty and be fined $2,900 

for every full-time employee (minus the first 30).

Start Here

Does your company exist in 2025?


(existential, we know)
Yes


Will you have 50 or more full-time or full-time 
equivalent employees for more than 120 days 

in 2025?

No

You obviously won’t face penalties for the 

2025 tax year, but check out the rest of the 
chart to be prepared for 2026.

No

You could face 4980H(b) Penalty and be 

fined $4,350	for each employee who 
received a subsidy.

No

Will at least 1 employee receive a premium tax credit?

No

You shouldn’t face penalties, but make sure 

you offer coverage next year.

No

You shouldn’t face penalties!

No

You shouldn’t face penalties!

No

Will at least 1 employee receive a premium tax credit?

Yes

If you receive a penalty notification, you 

have grounds to dispute it.

mailto:info@sureco.com
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Will You Receive an ACA Penalty for 2025?

Let’s Continue  

Will you file your 1094-C and 1095-C forms to the IRS by the March 31, 2025 online deadline? 

Yes

Do you have employees working in CA, MA, NJ, RI, or Washington DC?

No

Do you have employees working in CA, MA, NJ, RI, or Washington DC?

Yes

Have you ensured you’re following 

additional state-level reporting 	
requirements? 

Yes

Have you ensured you’re following 

additional state-level reporting 	
requirements? 

Yes

You shouldn’t face penalties!

Yes

You could face the following federal 

late-filing penalties if you file: 


By April 30, 2025: $60/return


By August 1, 2025: $130/return


After August 1, 2025: $330/return

No

You shouldn’t face penalties!

No

You could face the following federal 

late-filing penalties if you file: 


By April 30, 2025: $60/return


By August 1, 2025: $130/return


After August 1, 2025: $330/return

No

You could face state-level penalties for 
noncompliance.	CA, for example, has a 

$50/form failure-to-file fee. 

No

You could face state-level penalties for 
noncompliance. CA, for example, has a 
$50/form failure-to-file fee, in addition 

to federal penalties. 

Source: IRS.gov “Questions and Answers on Employer Shared Responsibility Provisions Under the ACA.”

Book a  With 
our Benefits Experts Today!

15-Minute Chat

Learn More

mailto:info@sureco.com
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866-235-5515 info@sureco.com www.sureco.com  |    |  05

What Does It Mean to Be 
Before getting into the specifics of how an ICHRA complies with the ACA, let's first understand what an ICHRA is.

Compliant on an ICHRA?


What Is an 
An ICHRA is a type of health benefit that allows 
employers to reimburse employees tax-free for 
individual health insurance premiums and other 
qualified medical expenses. It differs from traditional 
group health insurance plans in that it provides more 
flexibility for employees to choose their own coverage 
while still receiving employer contributions.

ICHRA?


Download ICHRA 101 Guide

Do ICHRAs Meet the 
Employer Mandate? 
When implemented correctly, all individual plans covered by an 
ICHRA will inherently meet the minimum essential coverage and 
minimum value requirements, so all you’ll need to worry about is 
making sure your contributions make them affordable. 


And that’s where an experienced ICHRA administrator like SureCo 
comes into play. We help large employers design contribution 
strategies that ensure affordability for every employee. 


 ICHRAs and ERISA

An ICHRA is considered a group health plan under ERISA1, but 
there is nuance here. The Individual Coverage (IC) component of 
ICHRA is a fully-insured plan that is not subject to ERISA if certain 
requirements are met. The second component—the Health 
Reimbursement Arrangement (HRA)—however, is technically a 
self-funded group health plan that is subject to ERISA guidelines, 
which means you will still need to provide things like plan 
documents and Summary Plan Descriptions (see page 11).

ICHRAs and Dependents
Just like with a traditional group plan, ALEs are required to extend 
their offer of coverage to the dependent(s)—usually children—of 
their full-time employees. This same consideration does not have 
to be given to spouses or partners.2 


One of the selling points of an ICHRA is that it allows individual 
family members to choose different plans. This can be especially 
useful when thinking about college-age children who remain on 
their parent's insurance but are located in a different state or rating 
area.

ICHRAs and  
Under the Consolidated Appropriations Act (CAA), plan 
sponsors do not need to submit a Gag Clause Prohibition 
Compliance Attestation (GCPCA) to the IRS for an ICHRA. 
The insurance carriers will submit one for the individual 
coverage portion, but no action is needed by employers or 
brokers.3

the CAA


Source 1: https://www.dol.gov/agencies/ebsa/laws-and-regulations/laws/erisa

Source 2: (dependents): https://www.cms.gov/files/document/individual-coverage-hras-policy-
hcgov-application-overviewfinal-8282020.pdf

Source 3: https://regtap.cms.gov/reg_librarye.php?i=5483

mailto:info@sureco.com
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Can You Create Distinct 

One key aspect to consider is the ability to create distinct 
classes of employees within the ICHRA framework. Unlike 
group plans, ICHRAs allow employers greater flexibility in 
building custom healthcare benefits for their employees—
including the ability to create added benefits for employees 
(like part-timers) who may not have been offered coverage at 
all in the past.


You can combine 2+ classes to create a distinct class to offer 
custom benefits depending on your workforce's unique needs.

Classes of Employees?


There are 11 approved ICHRA classifications  
recognized by the ACA:1


� Work at least 30 hours a week


� Less than 30 or 40 hours a week, depending on your 
business’ needs


� Hired on a short-term basis or for a particular season


� Employees who are part of a CBA


� New employees can have a waiting period before 
their health benefits start


� Foreign employees working abroad, including non-
resident aliens with no US-based income


� Employees in the same insurance rating area, state, 
or multi-state region


� Employees who receive a salary as wages


� Employees who do not receive a salary as wages


� Employees brought on for specific and  
temporary needs


� Choose your own adventure!

Full-Tim�

Part-Tim�

Seasona�

Collective Bargaining Agreemen�

Waiting Perio�

International Employee�

Same Geographic Locatio�

Salarie�

Hourl�

Temporar�

Combo of Any of the Abov�

It's important to note that you can’t offer a traditional 
group plan and an ICHRA to the same class of 
employees simultaneously. By categorizing employees 
into these distinct classes, you can tailor your ICHRA 
offerings to meet the unique needs of each group while 
ensuring compliance with ACA regulations.

Determining Affordability


percentage/amount for ICHRAs is 
determined by the affordability standard, which states that the 
employer must contribute a minimum percentage of the 
employee's household income or a specified dollar amount 
towards the employee's health coverage. As of 2025, that 
percentage is 9.02% of an employee’s household income.2


custom contribution strategies to help you 
meet these compliance needs.

The minimum contribution 

SureCo develops 

!

Age 
Unlike traditional group plans, ICHRAs allow companies to adjust 
their premium contributions to reflect employee ages. This allows for 
a more equitable contribution strategy for older employees who are 
subject to higher rates. So, a 22-year-old recent graduate pays less 
than a 60-year-old industry veteran, regardless of their individual 
claims experience. The difference between the lowest and highest 
premiums can't exceed a 3:1 ratio under federal law. 


Speaking of which...

Banding 


06

Does It Meet the

refers to the maximum allowable difference in 
contribution amounts for employees based on their age.


it means that the highest premium an employer 
can charge for the oldest employee cannot be more than three 
times the premium charged for the youngest employee within 
the same class.


that the employer's contributions remain 
affordable across different age groups and helps prevent 
discrimination based on age.3

 



The 3:1 ratio 

Specifically, 

This ratio ensures 

Non-Discrimination Terms?

Source 1: https://www.federalregister.gov/documents/2019/06/20/2019-12571/health-reimbursement-arrangements-and-other-
account-based-group-health-plans

Source 2: https://www.irs.gov/pub/irs-drop/rp-24-35.pdf

Source 3: https://www.hracouncil.org/resources/Documents/At%20a%20Glance/ICHRA%20Contribution%20Basics.pdf

mailto:info@sureco.com
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Can You Reimburse Medicare Premiums With an ICHRA?
Yes! One of the benefits (pun intended) of an ICHRA is that Medicare Parts A and B, or C, are considered an individual plan, so you are able 
to contribute to your Medicare employees’ premiums in a way that you could not on traditional group plans.1 This also eliminates your risk of 
running afoul of anti-duplication or Medicare Secondary Payer (MSP) rules. 


Employees will first have to enroll in Medicare before they are able to take advantage of their company’s ICHRA contribution. Doing so, 
however, typically provides a huge cost savings for both the employee and the employer. Additionally, dependents of an employee on 
Medicare are still free to enroll in a different individual plan.

What Happens to 
Because an ICHRA is considered a group health plan under ERISA, it is subject to 
COBRA, so you must provide an offer of continuation of coverage to all eligible 
individuals. That said, one of the benefits of an ICHRA is the ability for employees 
to take their individual plan—the one they own—with them after they leave your 
company. hey will be responsible for paying the full monthly premium, but they will 
not need to pay an additional COBRA administrative fee.


There is also no time limit on their coverage due to the plan’s portability. This 
reduces the administrative burden for HR teams and ensures continuity of 
coverage for the employee.

COBRA? 


How ICHRAs Work With COBRA and Medicare

Source 1: https://www.federalregister.gov/documents/2019/06/20/2019-12571/health-reimbursement-arrangements-and-other-account-based-group-health-plans

“Some of the most common feedback we hear from our 
customers' employees who are on Medicare is how thrilled 
they are with their coverage and how amazed they are by 
how little they have to pay—if anything!"

— John Jenkins, SureCo Head of Compliance 

mailto:info@sureco.com
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Your Cheat Sheet to Key ICHRA 
Forms and Due Dates

2025 Form Deadlines

Summary Plan Description (SPD): Delivered to employees within 90 
days after they become covered, whether they request it or not. If it’s a 
new ICHRA, you have 120 days after the plan is established. You’ll send 
this out every five years.

ICHRA Notice: Delivered to employees every year, at least 90 days 
before the start of your plan year. If your ICHRA was established less 
than 120 days before the start of the first plan year, you’ll send your 
ICHRA notice to employees by its effective date.

1094-C/1095-C: All applicable large employers must file these forms with 
the IRS by March 31 in order to comply with the ACA’s Employer Mandate. 
You'll also need to provide Form 1095-C to your employees by March 3.

990 (for non-profits only): Due to the IRS on the 15th day of the 5th 
month following the end of your organization’s taxable year. If your 
organizations is on a calendar year, Form 990 is due on May 15 of the 
following year.

720: Employers who sponsored self-insured group health plans in or after 
2023 (including ICHRAs) should calculate the PCORI fee, report the fee on 
Form 720 annually, and pay PCORI fees to the IRS by July 31.

Maintaining compliance with ICHRAs requires careful attention to 
deadlines and regulatory requirements. A compliance calendar can 
track important dates for plan documentation, employee 
communications, IRS reporting, and other obligations.

Essential Forms 

1094-C/1095-C

Summary Plan Description (SPD)

ICHRA Notice

720 (PCORI)

990 for (non-profits)

.

.

.

.

.

mailto:info@sureco.com
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You will need to provide an SPD to eligible employees 
within 120 days (about 4 months) of the creation of the 
ICHRA or you could be fined. In the case of employees 
newly enrolled in an existing ICHRA, you will have 90 days 
(about 3 months) to deliver the SPD. If you make any 
changes to your SPD, you’ll need to provide a summary of 
material modification to employees.

The SPD provides information on�

� Detailed description of plan benefit�

� When an employee can participate in the pla�

� How you calculate the services and benefit�

� Who can contribute to the pla�

� When benefits become veste�

� When and in what form you pay out benefit�

� How to file a claim for benefit�

� What features the benefits includ�

� Rights for plan participants

Here’s what needs to be in your ICHRA plan document�

� The responsibilities of named fiduciaries  
and plan administrator�

� Requirements for ICHRA eligibilit�

� The effective participation date�

� A description of benefits, both included and not include�

� The funding and payment process of the ICHR�

� Procedures for claim�

� HIPAA privacy officers and the special rules surrounding 
protected health information (PHI�

� Information regarding federal mandate�

� The process of amending the pla�

� The process for plan termination

For an ICHRA to be compliant, you need to have a formal plan 
document that defines your benefits offering and is made 
available to employees and their families. You could be fined by 
the IRS if employees request to see the plan document and you 
fail to provide it.

Hear from a benefits attorney and SureCo's Head of 
Compliance about navigating compliance on an ICHRA.

A summary plan description (SPD) is a summary of the 
complete plan document for eligible employees. 


The SPD must be clear, comprehensive, and easily 
understandable by employees.

Summary Plan Description


mailto:info@sureco.com
https://www.sureco.com
https://www.sureco.com/compliance?utm_campaign=Compliance-Webinar-0314&utm_source=Compliance%20Guide
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Sample ICHRA Notice
Your ICHRA notice breaks down how your ICHRA works, gives employees the lowdown on opting in or out, and guides them through getting 
individual health insurance coverage. By making sure this notice covers all the bases, from the nitty-gritty of the ICHRA to how much you will be 
contributing to their premium, you're giving your team the tools they need to make smart healthcare decisions and feel good about their 
benefits package. Generally speaking, the ICHRA notice should be sent to employees 90 days before their plan year begins. This is not always 
possible for new hires or companies that are transitioning to an ICHRA for the first time.



It should include information like:

� An overall description of your ICHR�

� How employees can get individual health insuranc�

� Information about a special enrollment period (if applicable�

� Instructions for getting reimburse�

� Instructions for opting out of and waiving future reimbursements

� How much their monthly employer contribution will b�

� How their affordability was calculate�

� How they can integrate Medicare with their ICHR�

� How this affects their premium tax credit eligibilit�

� Where employees can go for questions


Source: https://www.cms.gov/marketplace/technical-assistance-resources/individual-coverage-hras.pdf


March 12, 2025

mailto:info@sureco.com
https://www.sureco.com
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Forms 
When filling out Form 1095-C, you will include information about the health coverage you offer employees. You’ll need to submit a Form 1095-C 
for every employee who was offered an ICHRA during the plan year. Form 1094-C is a summary sheet that includes the total number of Form 
1095s submitted to the IRS. Each form includes codes that tell your employees how you calculated their affordability. You will provide this form to 
all full-time employees, including those who were full-time for at least one month during the tax year. These are due by April 1, 2025.

1094-C and 1095-C


Code

1LCode

O
ff

er
 o

f C
ov

er
ag

e 
D

es
cr

ip
tio

n

1M 1N 1O

ICHRA offered to 
employee only 
with affordability 
determined by 
using 
employee’s 
primary 
residence 
location ZIP 
code. 

ICHRA offered to 
employee and 
dependent(s) 
(not spouse) with 
affordability 
determined by 
using 
employee’s 
primary 
residence 
location ZIP 
code. 

ICHRA offered 
to employee, 
spouse, and 
dependent(s) 
with affordability 
determined by 
using 
employee’s 
primary 
residence 
location ZIP 
code. 

1P

ICHRA offered 
to employees 
only using the 
employee’s 
primary 
employment site 
ZIP code 
affordability safe 
harbor. 

ICHRA offered 
to dependent(s) 
(not spouse) 
using the 
employee’s 
primary 
employment site 
ZIP code 
affordability safe 
harbor. 

1Q

ICHRA offered 
to employee, 
spouse, and 
dependent(s) 
with affordability 
determined by 
using the 
employee’s 
primary 
employment site 
ZIP code 
affordability safe 
harbor. 

1Q

ICHRA offered 
to employee, 
spouse, and 
dependent(s) 
with affordability 
determined by 
using the 
employee’s 
primary 
employment site 
ZIP code 
affordability safe 
harbor. 

1R

ICHRA that is 
NOT affordable 
offered to 
employee; 
employee and 
spouse; or 
employee, 
spouse, and 
dependent(s). 

1S

ICHRA offered 
to an individual 
who was not a 
full-time 
employee. 

Code

2ACode

S
af

e 
H

ar
bo

r 
D

es
cr

ip
tio

n

2B 2C 2D

Employee not 
employed during 
the month.

Employee not a 
full-time 
employee for the 
month.

Employee 
enrolled in 
health coverage 
offered for the 
entire month.

2E

The employee is 
in section 
4980H(b) 
Limited Non-
Assessment 
Period: The 
employee is in 
waiting period 
and not yet 
eligible for 
coverage.

Multi-employer 
interim rule relief.

2F

ICHRA offered 
to employee, 
spouse, and 
dependent(s) 
with affordability 
determined by 
using the 
employee’s 
primary 
employment site 
ZIP code 
affordability safe 
harbor. 

Section 4980H 
affordability Form 
W-2 safe harbor: 
The employer 
offered the 
employee 
coverage that was 
considered 
affordable based 
on the employee’s 
W-2 wages, but 
the employee did 
not enroll.

2G

Section 4980H 
affordability 
federal poverty 
safe harbor. The 
employer offered 
the employee 
coverage that was 
considered 
affordable based 
on the federal 
poverty line, but 
the employee did 
not enroll.

2H

Section 4980H 
affordability rate 
of pay safe 
harbor. The 
employer offered 
the employee 
coverage that 
was considered 
affordable based 
on the rate of 
income, but the 
employee did not 
enroll.

Source: IRS Instructions for 1094- and 1095-C

Ente
r th

e co
rrec

t 

code
 fro

m the
 list
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Form 
The PCORI fees were established as part of the Affordable Care Act (ACA) and are used to fund and conduct research to evaluate the 
effectiveness of medical treatments, procedures and strategies that treat, manage, diagnose or prevent illness or injury. These fees are 
applicable to employers who sponsor self-insured health plans or have Health Reimbursement Arrangements (HRAs) that are not integrated 
with a fully-insured plan. The PCORI fee amount for plan years ending before October 1, 2023, is $3 per covered person. The fee for plan years 
ending on or after October 1, 2023, is $3.22 per covered person. This fee is due by July 31 following the plan year. While this fee was set to 
expire in 2019, the Further Consolidated Appropriations Act of 2020 extended it through 2029.

720 (PCORI)


Source: IRS Instructions for Form 720

Add up the total 
of number of 

covered employees 
for each day of the 

plan year and 
divide that total by 
the total number 
of days in the plan 
year to get the 

average.

Put ( c ) info 
here too

A x B = C 

( this )

(Rev. 3-2025)

(Rev. 3-2025)

mailto:info@sureco.com
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I have classified my employees using one of the 11 approved employee classifications. 

I have followed the ACA’s Employer Mandate by offering at least 95% of my full-time employees (and their dependents) 
Minimum Essential Coverage (MEC). 

I have ensured that the MEC coverage meets the Minimum Value (MV). 

I have performed affordability checks to ensure that my employees are not paying more than 8.39% of their monthly 
household income on their portion of the premium (pegged to the lowest-cost silver plan available to them).  

I have made sure that my oldest employee is not receiving a contribution that is more than three times that of my 
youngest employee.  

I have sent an ICHRA notice to each of my employees within 90 days of Open Enrollment.  

I have furnished Plan Summary Documents to my employees (SPD). 

I have given my employees access to their plan’s Summary of Benefits and Coverage (SBC). 

I have distributed 1095-C forms to each of my employees by March 3, 2025. 

I have submitted my 1094- and 1095-C forms to the IRS by April 1, 2025, and to any applicable state-specific 
governments by March 31, 2025. 

I have paid my PCORI fees and filed form 720 by July 31, 2025. 

I have given myself a pat on the back for helping to keep my company compliant and my employees healthy! 

Your 2025 ICHRA 
Compliance Checklist

I have counted my full-time and full-time equivalent employees using either the Monthly Measurement Method or the 
Look-Back Measurement Method to determine if I am an Applicable Large Employer (ALE).  
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SureCo's Compliance 
You’re implementing an Individual Coverage Health Reimbursement Arrangement (ICHRA) to make your life easier. Let us take the 
hassle out of compliance. 


SureCo ensures you stay compliant when migrating to an ICHRA. Our dedicated support team is here for you every step of the way. 
Here’s how. 

Support


Affordable Care Act

Stop worrying about ACA penalties. All ICHRA plans on 

SureCo’s Enrollment Platform meet the Minimum Essential 

Coverage (MEC) requirement of the Employer Mandate. We'll 

work with you to ensure that your premium contributions also 

make the plans affordable for each and every employee. We 

perform routine checks for age, location, and non-

discrimination, so you shouldn’t be faced with a penalty 

notification letter.

Medicare Eligibility 

Medicare is considered an individual plan under an ICHRA, 

which is great news for your Medicare-eligible employees. 

SureCo performs one-on-one consultations for this group 

during Open Enrollment, and we send notifications directly to 

your HR team any time someone is about to become Medicare-

eligible. We’ll walk both you and your employee through the 

process  to ensure both compliance and satisfaction.

ERISA and IRS
SureCo makes filling out tax forms like the ACA 1095-C less 

daunting. Our customer experience specialists provide 

custom reports that make it easy for your team or benefits 

advisor to file yearly compliance documentation regardless 

of your HRIS or payroll system. We explain exactly which 

fields differ from what you had on group and  advise on the 

correct  affordability codes you should input. 

PCORI
The ACA extended the fee employers must pay to support the 

Patient-Centered Outcomes Research Institute (PCORI) through 

2029. The fee is generally nominal, but it’s a requirement that’s 

easy to forget. SureCo will send you reminders leading up to the 

filing deadline (the last day of July), and we’ll determine which 

calculation method will cost you the least amount of money.

COBRA
An ICHRA with SureCo simplifies off-boarding by virtually eliminating the need for COBRA. SureCo will still send  your COBRA-eligible 

employees an offer as required, but most will decline it because, under an ICHRA, they own their current plan and can take it with them. By 

simply changing their payment information (so they are paying the full premium each month), employees are free from COBRA’s time 

constraints, administrative hassles, and extra fees.

Updates & Adjustments
We stay up to date on the latest regulatory changes so you don’t have to. We'll notify you about any changes that could affect your 

compliance standing and keep tabs on affordability increases, so you’ll never be caught off-guard. Our customer experience and compliance 

teams are always available via phone or e-mail to help you navigate healthcare complexities. 
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About 
At SureCo, we’re reimagining the traditional group benefits experience. We believe that custom health coverage ensures better healthcare
—and that shouldn’t come at a higher price tag for anyone.


That’s why we lobbied for regulatory changes that allow employers to tap into the individual market. Then, we created a refreshingly simple 
Enrollment Platform that makes it easy for employees to find coverage that meets their specific needs from major carriers in their area. The 
new paradigm eliminates claims risk for employers, but our platform gives them the same pre-tax contribution model they’re used to. 
Through custom integrations with HRIS and payroll systems, we ensure compliance, provide reporting, and relieve administrative burdens.

SureCo 


SureCo has been at the forefront of ICHRAs from the 
very beginning and continues to prove the value of 
this alternative to traditional health coverage�

� We lobbied for the regulatory changes that allowed 
employers of all sizes to offer ICHRAs in 2020�

� SureCo specializes in supporting large employers 
seamlessly access the individual market�

� SureCo has 60+ years of combined ICHRA experience 
and a 96% customer retention rate�

� Our ICHRA Solution saves companies an average of 
22% on premiums.

Ready to see what an ICHRA can do for your company?


sureco.com/lets-meet-up.

If you’re interested in learning more about ICHRAs and 
SureCo’s Enrollment Platform, our benefits experts would 
love to chat. Get in touch at 

Talk to a Benefits Expert Today
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