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Families First Coronavirus Relief Act  
 

 EXPANDED FMLA AND SICK LEAVE POLICY 
 

In compliance with the federal FFCRA, certain expanded FMLA and sick leave benefits are 
granted for employers with 500 or less employees.  It is our policy to comply with the law, and 
as regulations are issued, this policy, and the interpretations of the law, may change. 

This policy is limited to COVID-19 related matters beginning on April 1, 2020 and ending on 
December 31, 2020.  Any leave taken prior to April 1, 2020 is subject to policies in place at 
that time and the terms of any grant of that leave. Any policy for COVID-19 related leave made 
prior to April 1, 2020 is suspended and this Policy applies in its place.  

All employees will be required to provide information to verify the need for leave, ongoing 
need for leave, hours of leave taken and availability to return for work.  Attached to this policy 
is a certification form that employees must complete and submit to request EFMLA or Paid 
Sick Leave under this Policy.  

I. Paid Sick Leave under FFCRA  

A. Reasons for Paid Sick Leave 

 An employee may take emergency Paid Sick Leave if you are unable to work (or telework) 
because: 
 

1. You are subject to a federal, state, or local quarantine or isolation order related to COVID-
19; 
 

2. You have been advised by a health care provider to self-quarantine because of COVID-19; 
 

3. You are experiencing symptoms of COVID-19 and are seeking a medical diagnosis; 
Symptoms are generally fever, dry cough, shortness of breath, or other symptoms   

identified by the Centers for Disease Control 
 

4. You are caring for an individual or are advised to quarantine or isolate; 
 

5. You are caring for a child whose school or place of care is closed, or whose childcare 
provider is unavailable, due to COVID-19 precautions; or 
 

6. You are experiencing substantially similar conditions as specified by the Secretary of 
Health and Human Services, in consultation with the Secretaries of Labor and Treasury. 
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B. Duration & Compensation for Paid Sick Leave  
  
 Under the law, if you are full time and seek Paid Sick Leave for reasons 1 through 3 above, 
you will be paid 100% of your regular wages for up to 80 hours, up to a maximum of $511/per day 
or $5,110.  
 
 If you seek Paid Sick Leave for reasons 4 through 6 above, then you will be paid 2/3 of 
your regular wages for up to 80 hours, up to a maximum of $200/per day or $2,000.  Part-time 
employees receive this Paid Sick Leave for the number of hours worked, on average, over a two-
week period. 
  
 C. Additional Rules for Paid Sick Leave  
  
 Prior to offering Paid Sick Leave, we will discuss your ability to telework. If we have work 
that you are able to perform from your home (i.e., telework), you will be expected to telework 
unless there are extenuating COVID-19 related circumstances that make such telework 
unavailable.  
  
 This is a one-time benefit. If during the effective dates of the FFCRA (April 1 through 
December 31, 2020) you have a situation where you qualify more than once, understand that your 
Paid Sick Leave benefit is only available one time.  
 
 If you have other paid time available through the company, you may use that paid time 
(example, PTO) to supplement your wages if you are receiving 2/3 of your regular wages for paid 
sick leave based on reasons 4 through 6 above.  
 
 If you are teleworking, Paid Sick Leave (or company PTO) may be taken intermittently in 
one-hour increments provided an agreement is reached beforehand.  
 
 If you are working onsite, if you are taking paid leave for reasons 1-4, then intermittent 
leave is unlikely available because periodic return to the workplace may risk further spread of the 
virus. If the Paid Sick Leave is due to reasons 5 or 6, then intermittent leave while working onsite 
will be subject to agreement.  
 
 
 II. Emergency Family Medical Leave Expansion Act  

 A. Reasons for EFMLA Leave 
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 EFMLA is available to all employees who have been employed for at least 30 calendar 
days if you are unable to work (including telework) because you need to care for your child because 
the child’s school or childcare is closed or is unavailable due to a public health emergency. 
 
 [For employers with more than 50 employees] If you have a personal illness or need to 
care for another with an illness, you may qualify for regular FMLA and we direct you to our policy 
of Family Medical Leave.  
 
 Your “child” means a biological, adopted, or foster child, a stepchild, a legal ward, or a 
child of a person standing in loco parentis, who is- 

 
(A)  under 18 years of age; or 
 
(B)  18 years of age or older and incapable of self-care because of a mental or 

physical disability. 
 

"Childcare provider" means a provider who receives compensation for providing 
childcare services on a regular basis, including: 

 
 a center-based childcare provider 

 a group home childcare provider 

 a family childcare provider (one individual who provides childcare 
 services for fewer than 24 hours per day, as the sole caregiver, and in a 
 private residence) 

 other licensed provider of childcare services for compensation  

 a childcare provider that is 18 years of age or older who provides childcare 
 services to children who are either the grandchild, great grandchild, sibling 
 (if such provider lives in a separate residence), niece, or nephew of such 
 provider, at the direction of the parent. 

 "School" means an elementary or secondary school. 

 B. Duration & Compensation for EFMLA 
  
 The first two weeks of EFMLA leave are unpaid, but you may substitute Paid Sick Leave 
(part I of this Policy). If you do not have paid sick leave under part I of this Policy and you have 
other accrued paid leave, you will need to use accrued paid leave during the initial two weeks. 
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 The remaining 10 weeks of EFMLA are paid at 2/3 of your regular rate for the number of 
hours you would otherwise be scheduled to work with a maximum payment of $200 per day and 
$10,000 total. 
 
 C. Additional Rules for EFMLA 
 
 You will generally be placed in your original job or an equivalent job with equivalent pay 
and benefits. You will not lose any benefits that accrued before EFMLA leave was taken.  
 
 Any leave taken for FMLA prior to April 1 for any serious health condition, will be counted 
against the maximum of 12 weeks permitted by law.  The new policy does not expand the amount 
of FMLA leave granted during a one-year period. 
 
 [For employers with less than 50 employees] As a “small employer” under the FFCRA, 
Paid Sick Leave (under FFCRA) and EFMLA may be denied if it jeopardizes the business as a 
going concern. This will be discussed directly with our employees seeking EFMLA.  
 
 [For employers with less than 25 employees] The right to restoration into your original 
job or equivalent job with equivalent pay and benefits will occur unless the position no longer 
exists because of economic or operational issues caused by the public health emergency. We will 
make reasonable efforts to restore you to a similar position over the next one year from the date 
the leave was to end (i.e., twelve weeks from taking leave).  
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