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FAMILIES FIRST CORONAVIRUS RESPONSE ACT (“FFCRA”) 
(Effective April 1, 2020 through December 31, 2020) 

The FFCRA includes the Emergency Paid Sick Leave Act (“EPSLA”) and the Emergency 
Family and Medical Leave Extension Act (“EFMLEA”).  There is no eligibility requirement for 
an employee to use leave under the EPSLA.  Employees are eligible to take Expanded Family 
and Medical Leave (“EFML”) under the EFMLEA if they have been employed by the District 
for at least 30 calendar days.   

General Overview of EPSLA 

Reasons for leave covered by EPSLA: 

1. Employee is unable to work due to government issued quarantine or isolation 
order related to COVID-19. 

2. Employee has been advised to self-quarantine by a healthcare provider related to 
COVID-19 and is unable to work. 

3. Employee is experiencing symptoms of COVID-19, is seeking diagnosis and is 
unable to work. 

4. Employee is caring for an individual subject to (1) or (2) above. 

5. Employee is caring for a minor child due to a school or childcare closure caused 
by a public health emergency and employee is unable to work or telework. 

6. Employee is experiencing “a substantially similar condition” to COVID-19 as 
specified by certain federal agencies and is unable to work. 

Benefits under EPSLA: 

The benefits vary depending on the reason leave is taken.  Part-time employees are entitled to the 
number of hours equal to the average number of hours that employee works over a typical 2-
week period.   

Benefits for reasons (1)-(3): Up to 80 hours (or 2 weeks leave) at full pay, up to a maximum of 
$511 per day and $5110 total. 

Benefits for reasons (4)-(6): Up to 80 hours (or 2 weeks leave) at 2/3 pay, up to a maximum of 
$200 per day and $2000.  May be used to provide pay during the first 2 weeks of unpaid EFML, 
as discussed below. 

Intermittent Leave 

In general, employees may not take leave under EPSLA intermittently for any of the qualifying 
reasons other than reason (5).  An employee may take leave under EPSLA for reason (5) only if 
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the employer agrees.  If an employee is directed to or is allowed to telework, the employer may 
allow employees to use EPSLA leave or EFML intermittently.  

General Overview of EFMLEA 

Reason for leave covered by EFMLEA:  

The only qualifying reason for EFML is when an employee is unable to work due to a need to 
care for his or her Son or Daughter1 whose School or Place of Care2 has been closed, or whose 
Child Care Provider3 is unavailable, for reasons related to COVID–19.  EFML is available only 
if no suitable person is available to care for his or her Son or Daughter during the period of such 
leave. 

Benefits under EFMLEA: 

Employees receive up to 12 workweeks of protected leave under EFMLEA.  The 12 workweeks 
of EFML is subject to the FMLA limits of 12 workweeks annually, meaning employees do not 
receive an additional 12 workweeks of leave if they have already exhausted 12 workweeks of 
FMLA leave during the year.   

The first two workweeks of leave under EFMLEA are unpaid, but employees may use available 
existing leaves, including EPSLA, to supplement their pay during this time.   

Intermittent Leave  

An employee may take EFML intermittently (i.e., in separate periods of time, rather than one 
continuous period) only if the employer agrees.  

Documentation 

In order to take FFCRA leave, employees must provide the following information: 

• The name of your employee requesting leave; 

• The date(s) for which leave is requested; 

• The reason for leave; and 

                                                
1 “Son or Daughter” means a biological, adopted, or foster child, a stepchild, a legal ward, or a child of a person 
standing in loco parentis, who is under 18 years of age; or 18 years of age or older who is incapable of self-care 
because of a mental or physical disability. 
2 “Place of Care” means a physical location in which care is provided for the Employee’s child while the Employee 
works for the Employer. The physical location does not have to be solely dedicated to such care. Examples include 
day care facilities, preschools, before and after school care programs, schools, homes, summer camps, summer 
enrichment programs, and respite care programs. 
3 “Child Care Provider” means a provider who receives compensation for providing child care services on a regular 
basis. The term includes a center-based child care provider, a group home child care provider, a family child care 
provider, or other provider of child care services for compensation that is licensed, regulated, or registered under 
State law. Under the FFCRA, the eligible child care provider need not be compensated or licensed if he or she is a 
family member or friend, such as a neighbor, who regularly cares for the Employee’s child. 
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• A statement from the employee that he or she is unable to work because of the 
reason. 

Employers may require employees to provide the following information regarding the specific 
reason for the leave request: 

• If an employee requests leave because he or she is subject to a quarantine or 
isolation order or to care for an individual subject to such an order, the employee 
must provide the name of the government entity that issued the order. 

• If an employee requests leave to self-quarantine based on the advice of a health 
care provider or to care for an individual who is self-quarantining based on such 
advice, the employee must provide the name of the health care provider who gave 
advice. 

• If an employee requests leave to care for his or her child whose school or place of 
care is closed, or child care provider is unavailable, the employee must provide: 

o The name of the child being cared for; 

o The name of the school, place of care, or child care provider that has 
closed or become unavailable; and 

o An attestation that no other suitable person is available to care for the 
child. 


