Meredith College

Domestic Partner Benefit Policy

Purpose:  

The purpose of this policy is to allow benefit-eligible employees to cover their domestic partner and any children of the partnership in applicable College benefits.  Domestic partners may be of the same gender or opposite gender.  Benefit options include health insurance, dental insurance, vision plans, sick leave to care for partner/child, FMLA to care for a partner/child, tuition remission, bereavement leave for the loss of partner/child, and parental leave for birth or adoption.  

Domestic Partners:  

Domestic partners are defined as two people who meet all of the following conditions:

1. Neither partner is under the age of 18, mentally incompetent, legally married to someone else, nor related to the other by blood to a degree that would bar legal marriage; AND

2. Both partners are jointly responsible for each other’s welfare and financial obligations, including basic living expenses; AND

3. Both partners must live together in an exclusive, mutually committed homosexual or heterosexual relationship similar to marriage and intend to continue in the relationship indefinitely.  

How to Declare a Domestic Partnership:

To enroll a domestic partner or child of the partnership in benefits or to use leave benefits to care for a partner/child of the partnership, the employee and their domestic partner must complete an Affidavit of Domestic Partnership and return it to the Office of Human Resources.  This affidavit may be submitted at any time, but must be on file prior to the employee receiving any benefits based on the domestic partnership.

Children of the Partnership:
Employees that are eligible for benefits may enroll any legally dependent child in insurance offered by the College.  They may also utilize any applicable benefits to help care for the child.  In addition, a child of the partner qualifies as an eligible dependent for purposes of applicable benefits:

a. If the employee’s domestic partner is the biological parent of the child and has legal custody of the child; or
b. If the domestic partner is the adoptive parent of the child and has legal custody of the child; or 

c. If the child has been placed in the domestic partners’ household as part of an adoptive placement. 
If the child meets the definition to be included as a dependent of the partner as outlined above, the employee must include the child’s name and date of birth on the Affidavit of Domestic Partnership.  
Premiums:  
The employee is responsible for paying the premium for domestic partner coverage and those premiums will be deducted from the employee’s paycheck.  Because premiums for domestic partners may not be made pre-tax in accordance with IRS guidelines, benefit premiums for the domestic partner and their eligible children will not be available on a pre-tax basis.   

Termination of Domestic Partnership:  

Should the domestic partnership end for any reason, including a change in living or financial arrangements, or the death of the partner, the employee must complete a termination form with the Office of Human Resources within 30 days of the end of the relationship.   Failure to complete this notification within a timely manner will result in the employee being liable for any medical and/or other expenses, including any paid leave, paid on behalf of the partner or as a result of the partnership.  At that time, the employee must acknowledge that they have sent a copy of the termination notification to the last known address of the former partner to notify them that coverage is no longer available.  Under federal law, the partner is not eligible for benefit continuation under COBRA.  

Confidentiality:

All information supplied by the employee and the domestic partner in connection with this policy shall be kept confidential to the extent practicable, and this information shall not be released with the exception of any applicable insurance carriers and benefit plan administrators that are involved in processing insurance enrollments and payroll deductions applicable to the employee’s benefits and the record keeping of same.  This information will not be maintained in the employee’s general personnel file, but shall be kept in a separate file within the Office of Human Resources.  While these files will be treated as confidential, there may be other legitimate business reasons for information to be given to an appropriate party.  

Benefits Not Covered Per Federal Law:

The College’s dependent care and health care spending account benefit programs are considered flexible benefit programs under Section 125 of the Internal Revenue Code of 1986 (the Code).  Such programs are regulated by the Code, which limits participation to spouses and legal dependents of employees.  As a result, domestic partners are not eligible to participate in either of these plans.  

The domestic partner is not eligible for continued health coverage under COBRA upon termination of a domestic partnership.  COBRA is a federal option that limits participation to spouses and legal dependents of the employee.

Other Information: 

Should Meredith College change the contribution policy to cover a portion of the employee’s family coverage, the employee will be taxed on the fair market value of the coverage.  Fair market value is based on what the employee’s cost would have been at group rates.  The value of the coverage must be reported as income on the employee’s W-2 form and Meredith College must withhold payroll taxes on that imputed income.  Nontaxable health coverage can only be provided to an employee’s legal spouse or dependent as defined by Sec. 152 of the Internal Revenue Code. 

 Employees may use vacation time for any reason so it is not necessary to add that benefit herein.  Also, employees may elect any beneficiary for retirement accounts, except where required by law to list spouse if not waived, therefore, that addition is also unnecessary.

For answers to specific questions not addressed above, please contact the Office of Human Resources at 919-760-8898.

