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New Form I-9 for Employers to Verify
Employment Eligibility
Federal law requires all U.S. employers to verify the identity and employment
authorization of each employee hired to work in the United States by completing a
Form I-9.
An updated version of Form I-9 is now available, which employers should begin
using immediately for all new hires.
Note: Employers should not complete a new Form I-9 for current employees if a
properly completed Form I-9 is already on file.
When to Use Form I-9
All U.S. employers must fill out Form I-9 for every person they hire for employment in
the United States (even employees who are U.S. citizens), as long as the person
works for pay or other benefits. Employers may not begin the Form I-9 process until an
individual accepts an offer of employment.
New employees need to complete Form I-9 no later than the first day of work for pay.
The employer must examine original documents presented by the employee, which
show his or her identity and employment authorization, to complete the Form I-9 within
3 business days of the date employment begins.
How Long to Keep Form I-9
Employers must keep an employee's completed Form I-9 for as long as the individual
works for the employer. Once the individual's employment has terminated, the Form I9 must be kept until 3 years after the date of hire or one year after the date
employment ends, whichever is later.
Failure to ensure proper completion and retention of Forms I-9 may subject an
employer to civil money penalties and, in some cases, criminal penalties.
Additional Information
I-9 Central is an online resource dedicated to Form I-9 which provides information
about employer and employee rights and responsibilities, step-by-step instructions for
completing the form, and information on acceptable documents for establishing identity
and employment authorization. You can also visit our section on Form I-9 for more
information and FAQs on how to comply with the Form I-9 requirements.

Marshall and Sterling is offering clients two important
Webinar events this month:
New FMLA Rules
Friday, April 26, 2013 2:00 PM - 3:00 PM EDT
On February 6, 2013, the U.S. Department of Labor (DOL) published proposed rules to
implement amendments to the Family and Medical Leave Act (FMLA) made by the
National Defense Authorization Act for Fiscal Year 2010 (NDAA) and the Airline Flight
Crew Technical Corrections Act (AFCTCA). The new rules were effective March 8, 2013.
We will provide broad coverage of the new rules during this informative one hour webinar.
If you are interested in the New FMLA Rules Webinar for Friday, April 26th, please
click here to learn more and register.

Surviving a DOL Audit
Tuesday, April 30, 2013 2:00 PM - 3:00 PM EDT
Join us on April 30th for our DOL Audit survival webinar presented by Proskauer Rose
LLP. During this one hour webinar, we will review the fiduciary issues related to group
health plans. We'll also discuss the audit process and some of the issues that might
trigger an agency audit, tips for dealing with agencies' document requests in a responsive
manner, what issues that might arise during an audit, and what the agencies typically
expect from employers during the audit process.
If you are interested in the Surviving a DOL Audit Webinar for Tuesday, April 30th,
please click here to learn more and register.

Top 3 Health Care Reform FAQs
Last month marked the 3-year anniversary of the Affordable Care Act (Health Care Reform). While changes continue to be
made to the requirements for employers and group health plans, here's a look at three of the most common questions and
answers over the past few years:
1. Are all companies required to provide health insurance to employees?
Under Health Care Reform, small employers are not penalized for choosing not to offer coverage to any employee. Beginning
in 2014, large employers--generally those with at least 50 full-time employees and full-time equivalents--may be required to
pay a penalty if they do not offer affordable health insurance that provides a minimum level of coverage to their full-time
employees.
Our section on Pay or Play provides step-by-step guidance, worksheets, and calculators that can help employers understand
if they will be subject to a penalty and how to calculate it.
2. What notices must be provided to employees under Health Care Reform?
Employers and group health plans are required to provide a number of informational notices to employees and other
individuals eligible for benefits under the plan. Some of the key notices include:
Disclosure of Grandfathered Status (grandfathered plans only)
Notice of Patient Protections (non-grandfathered plans only)
Summary of Benefits and Coverage or SBC (grandfathered and non-grandfathered plans)
In addition, future guidance is expected to establish the new compliance date for all employers to provide employees with
notice regarding Health Insurance Exchanges (currently delayed). Additional notice requirements may apply depending on an
employer's plan or when specific events occur. Check out the Benefits Compliance Calendar for more information on required
notices.
3. How does a plan maintain 'grandfathered status' and why is it significant?
A 'grandfathered plan' is a group health plan in existence as of March 23, 2010 (the date Health Care Reform was signed into
law) that has not made certain significant changes that either reduce benefits or increase out-of-pocket costs for individuals
covered under the plan. Grandfathered group health plans are not required to comply with certain requirements under Health
Care Reform, such as coverage of preventive services without cost-sharing.
In addition to not making any prohibited changes that reduce benefits or increase costs, in order to maintain status as a
'grandfathered plan,' a group health plan must make specific disclosures in its plan materials, as well as maintain certain
records necessary to verify, explain, or clarify its status as a grandfathered health plan.
Our Health Care Reform section provides regular updates on the latest news and information, answers to other frequently
asked questions, and additional guidelines and tools to help companies with compliance.

Employees May Be Eligible for Retirement Savings Tax Credit
Employees who make eligible contributions to an employer-sponsored retirement plan, such as a 401(k), or to an individual
retirement arrangement (IRA) may be eligible for a tax credit. Below are five guidelines that can help employees learn more
about the Saver's Credit.
1. Credit Amount. The credit reduces income tax owed. Employees may be able to take a credit of up to $2,000 (for married
couples filing jointly) or $1,000 for single taxpayers. The lower an employee's income, the higher the credit rate.
2. Income Limits. Eligibility for the credit depends on an employee's income and filing status. For 2012 tax returns, the credit
applies to employees with a filing status and income of:
o

Single or married filing separately, with income up to $28,750

o

Head of household, with income up to $43,125

o

Married filing jointly, with income up to $57,500

3. Eligibility Requirements. An employee must be at least 18 years of age to be eligible for the credit. In addition, the
employee cannot have been a full-time student in 2012, nor claimed as a dependent on someone else's tax return.
4. Deadline for Contributions. Contributions to a qualified retirement plan must be made by the due date of an employee's
tax return in order to claim the credit. The due date for most people is April 15th.
5. Other Tax Benefits. The credit is in addition to other tax benefits which may result from the retirement contributions. For
example, an employee may be able to deduct all or part of his or her contributions to a traditional IRA. Contributions to a
regular 401(k) plan are not subject to income tax until withdrawn from the plan.
For more information on the Saver's Credit, see IRS Publication 4703, Retirement Savings Contributions Credit, and Form
8880, Credit for Qualified Retirement Savings Contributions. To learn more about employer-sponsored retirement plans,
check out our section on Retirement Plans

Marshall & Sterling Insurance will continue to provide you with updates and information regarding important issues.
Should you have specific questions or need more information, please contact us.
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