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Employee enrolls in the
health plan

Provide General Notice within 90 days
after coverage begins.

Qualifying event (QE)
occurs

Begin COBRA
coverage

For QEs requiring notice from individuals (divorce, legal separation or loss of dependent status), did the
individual notify the employer (deadline is generally 60 days from date of QE or loss of coverage, whichever is later)?

YES

Did the qualified beneficiary (QB) elect COBRA by
the deadline (60 days from the date of the Election
Notice or the loss of coverage, whichever is later)?

NO
Was the first COBRA premium paid
within 45 days after the election?

NO

YES

Terminate COBRA
rights

Terminate
COBRA coverage
and provide
Notice of Early
Termination

NO

Have
subsequent
premiums
been paid on
time, taking
into account a
minimum 30day grace
period?

Cancel health
coverage. If an
individual
waives COBRA
coverage, he or
she may revoke
this waiver
during the
election period.

YES

YES

NO

No COBRA rights

Is the individual eligible for COBRA?

YES
Provide Election Notice within 14 days of
receiving notice of QE
*For QEs that do not require notice from

individuals (death of employee, termination of
employment or reduction in hours, employee’s
entitlement to Medicare or employer’s
bankruptcy), the Election Notice must be
provided within 44 days of the QE (assuming the
employer is the plan administrator).

NO
No COBRA rights and provide
Notice of Unavailability of
COBRA Coverage within 14 days

Continue COBRA coverage for maximum coverage period (18, 36 or 29 months, depending on
the QEs). COBRA may terminate before the end of the maximum coverage period if:
 COBRA premiums are not paid;
 QB becomes covered under another group health plan or Medicare after electing COBRA;
 Employer does not sponsor any group health plan;
 QB on disability extension is no longer disabled; or
 For cause (on the same basis as similarly situated non-COBRA participants).
If COBRA is terminated early, provide Notice of Early Termination.

This chart provides a high-level overview of key steps involved in COBRA administration. It does not provide a comprehensive summary of an employer’s COBRA responsibilities. It is not intended to be exhaustive nor
should any discussion or opinions be construed as legal advice. Readers should contact legal counsel for legal advice.
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