
 EMPLOYEE LEAVE LAWS BY STATE 

Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers 
have some flexibility when it comes to establishing or negotiating employee leave policies. However, 
federal laws such as the Family and Medical Leave Act (FMLA), require covered employers to provide 
employees with leave in certain situations.  

Select a state below to view state specific laws regarding the different types of employee leaves. 
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Colorado Connecticut Delaware District of Colombia Florida 

Georgia Hawaii Idaho Illinois Indiana 

Iowa Kansas Kentucky Louisiana Maine 
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New Jersey New Mexico New York North Carolina North Dakota 

Ohio Oklahoma Oregon Pennsylvania Rhode Island 

South Carolina South Dakota Tennessee Texas Utah 

Vermont Virginia Washington West Virginia Wisconsin 

Wyoming 

Please note that the information in this document focuses on statewide laws. Employers must be 
aware that numerous cities and counties across the country have enacted local ordinances that 
mandate employee leave. This document was updated 3/11/2022. Laws frequently change. Verify 
state laws with the local Department of Labor to ensure accuracy. 
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws, such as the Family and Medical Leave 
Act (FMLA), require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Alabama has employee leave laws regarding:

• Jury duty leave;
• Military leave; and
• Voting leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Alabama’s employee leave laws and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

Employers must provide employees summoned for jury duty with 
paid time off in order to serve as jurors. Employees are required to 
provide their employers with their jury summons the next working 
day after the employees receive them.
An employer may not require an employee to use annual, vacation, 
unpaid leave, or sick leave for time spent serving as a juror. The 
employer may be able to deduct wages the employee received for 
serving as a juror from the employee’s compensation.
An employer may not discharge or subject an employee to any 
adverse employment action due to serving as a juror, provided the 
employee returns to work following dismissal from jury duty.

Military Leave

In addition to the federal law USERRA, Alabama law provides military 
members with paid leave for days they are engaged in the field, 
coast defense or other training or service ordered under federal laws 
governing the U.S. Reserves. An employer is required to pay no 
more than 168 hours per calendar year to an employee called into 
active state service. Upon return from leave, the employee may not 
suffer loss of time, efficiency rating, annual leave or sick leave.

STATE RESOURCES

Alabama Department of 
Labor
https://www.labor.alabama.
gov/

https://www.labor.alabama.gov/
https://www.labor.alabama.gov/
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Voting Leave

Employees who are registered to vote must be permitted to take necessary time off from 
work, up to one hour, to vote in any municipal, county, state or federal primary or general 
election. Employees must provide reasonable notice to their employers if they require time 
off to vote. The employer may specify the hours of leave. However, if an employee’s work 
schedule begins at least two hours after the polls open, or ends at least one hour prior to the 
polls closing, the employee is not eligible for voting leave.

SPECIAL NOTE: Alabama law requires private employers to pay employees for military leave. However, the Supreme 
Court of Alabama has held that the statute violates the Alabama Constitution (White v. Associated Industries of 
Alabama).

Please note that the information in the above chart focuses on statewide laws. Employers must be aware that numerous 
local ordinances have been enacted across the country mandating employers to provide employees with paid sick leave. 
An employer located in a city or county with a local paid sick leave law must generally comply with the local ordinance 
and statewide law, if applicable.

COMPLIANCE STEPS
It is important for Alabama employers to understand when their employees are entitled to take time off from work, and 
the legal protections associated with these leaves. Employers that violate federal or state leave law requirements may 
be subject to government investigations, fines, employee lawsuits, and significant penalties, fees, and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws - Overview
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, federal 
laws such as the Family and Medical Leave Act (FMLA) require covered employers to provide employees 
with leave in certain situations.

In addition to federal leave laws, Alaska has employee leave laws regarding:

• Jury duty leave;
• Voting leave; and
• Military leave.

This Employment Law Summary includes a chart that provides a high-level overview of Alaska’s 
employee leave laws and suggests compliance steps for Alaska employers.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leavei

Employers must grant employees unpaid leave for jury duty. An employer cannot 
terminate, threaten, coerce or penalize an employee who responds to a jury 
summons, serves as a juror or attends court for prospective jury service.

Voting Leaveii

Employers must grant employees paid leave to vote in a state election, unless the 
employee has two consecutive hours of non-working time, either between the 
opening of the polls and the start of his or her shift, or between the close of the 
polls and the end of his or her shift.

Military Leaveiii

In addition to USERRA, Alaska law provides the following employment protections 
to members of the organized state militia (which consists of the Alaska National 
Guard, Alaska Naval Militia and Alaska State Defense Force):

Unlimited unpaid leave for members of the organized state militia when called to 
active state service;

Reinstatement to their former positions (or comparable positions of similar pay, 
seniority and benefit level) upon release from active state service (or discharge due 
to hospitalization that arose from active service); and

Provided By Helpside, Inc.



2

Employee Leave Laws - Overview

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2015-2021 Zywave, Inc. All rights reserved. 

Employees who sustain disabilities due to active service and are no longer qualified 
for their previous positions are entitled to comparable positions, provided that 
employees request reemployment within 30 days of being released to full-time 
work by physicians.

Employers cannot discriminate against members of the state National Guard or 
naval militia in employment based on their memberships.

Compliance Steps
It is important for Alaska employers to understand when their employees are entitled to take time off 
from work, and the legal protections associated with such leaves. Employers that violate federal or state 
leave law requirements may be subject to government investigations, fines, employee lawsuits and 
significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements 
and determine whether they have any compliance gaps to correct. This compliance review may be 
complex, especially in areas where federal and state leave laws overlap.

As part of the compliance review employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately 
describe employee leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to 
administer employee leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave 
rights and requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.

i AK ST § 09.20.037
ii AK ST § 15.15.100
iii AK ST § 26.05.075; AK ST §26.05.340

https://www.westlaw.com/RelatedInformation/N0C316EF09F7111DD8C09F6DF41C994C9/kcCitingReferences.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/RelatedInformation/NF57906A05FE211DD9796E26F278DD372/kcCitingReferences.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/RelatedInformation/N712CC831BB7811E8A5D2C63BED5E3F68/kcCitingReferences.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/RelatedInformation/NDF0C0AF05FE911DD9796E26F278DD372/kcCitingReferences.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/N0C316EF09F7111DD8C09F6DF41C994C9/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/NF57906A05FE211DD9796E26F278DD372/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/N712CC831BB7811E8A5D2C63BED5E3F68/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/NDF0C0AF05FE911DD9796E26F278DD372/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
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Employers may provide employees with various types of paid or unpaid leave as part of 
their overall compensation packages, including vacation time, personal leave and sick 
leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws, such as the Family and Medical Leave 
Act (FMLA), require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Arizona has employee leave laws regarding:

• Jury duty leave;
• Voting leave;
• Victims leave;
• National Guard leave; and
• Earned paid sick time.

This Employment Law Summary includes a chart that provides a high-level overview of 
Arizona’s employee leave laws, and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

Employers must allow employees to take unpaid leave if called 
to serve as grand or trial jurors. An employer may not require 
an employee to use vacation or sick leave for any absence 
related to jury service.
An employer may not discharge or demote an employee due to 
the employee taking leave to serve as a juror.

Voting Leave

Employers must provide employees with up to three hours of 
paid leave to vote in a primary or general election, unless they 
have at least three hours before or after work to do so.
Employees must apply for leave prior to election day. 
Employers may designate the hours that employees may be 
absent.

STATE RESOURCES

Industrial Commission of 
Arizona
https://www.azica.gov/

FAQs
The Industrial Commission 
of Arizona published 
answers to frequently asked 
questions regarding earned 
sick time.

Poster
Employers can use this 
model poster to satisfy 
earned sick time posting 
requirements.

https://www.azica.gov/
https://www.azica.gov/frequently-asked-questions-about-wage-and-earned-paid-sick-time-laws
https://www.azica.gov/sites/default/files/AZ%20Earned%20Paid%20Sick%20Time%20Poster%202017.pdf
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Victims Leave

Employers with 50 or more employees must allow unpaid leave to employees who are crime 
victims. Leave may be taken to attend a criminal proceeding or to obtain an order of 
protection, so long as the employee provides his or her employer with proper 
documentation. Employees may choose, or employers may require, use of available accrued 
paid leave.
Employers may not dismiss, demote, refuse to hire or employ, or discriminate against 
employees for taking victims leave.

National Guard Leave

In addition to the federal USERRA, Arizona law provides unpaid leave for National Guard and 
U.S. military members when called to active duty or to attend training. Employees must:
• Be reinstated to their previous positions or to higher positions without losing seniority 

upon return from leave; and
• Retain vacation rights (however, employers do not have to consider the period of leave 

when determining eligibility for vacation and the amount of vacation employees are 
entitled to).

Employers cannot discharge members of the National Guard or prevent or obstruct 
employment.

Earned Paid Sick Time

Employers must provide earned paid sick time to employees. In general, employees must 
accrue at least one hour of earned paid sick time for every 30 hours worked. However, 
employees’ accrual of paid sick time is limited as follows:
• Employers with 15 or more employees may cap employee sick time accruals to 40 hours 

per year.
• Employers with fewer than 15 employees may cap employee sick time accruals to 24 

hours per year.
Employees must be able to use accrued paid sick time for any of the following reasons:
• An employee’s (or an employee’s family member’s) mental or physical illness, injury or 

health condition, including the need for medical diagnosis, care or treatment and 
preventive medical care;

• Closure of the employee’s place of business by order of a public official due to a public 
health emergency or an employee’s need to care for a child whose school or place of care 
has been closed by order of a public official due to a public health emergency;

• Time off due to domestic violence, sexual violence, abuse or stalking to allow the 
employee (or a family member) to obtain medical attention, counseling, services from 
domestic violence program or to relocate.

An employer may require new employees to wait 90 days after hire prior to using any 
accrued paid sick time (accrual begins upon hire). An employer may require reasonable 
documentation to verify that paid sick time was used for a permitted reason when an 
employee is absent for three or more consecutive days.
Employers must notify new employees of their paid sick leave rights when they are hired. In 
addition, employers must provide information about an employee’s earned paid sick time at 
each pay period, either on the employee’s paycheck or in an attachment to the paycheck.
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SPECIAL NOTE: Please note that the information in the above chart focuses on statewide laws. Employers must be aware 
that numerous cities and counties across the country have enacted local ordinances that mandate employers to provide 
paid sick leave to employees. An employer located in a city or county with a local paid sick leave law must generally 
comply with the local ordinance and statewide law, if applicable.

COMPLIANCE STEPS
It is important for Arizona employers to understand when their employees are entitled to take time off from work, and 
the legal protections associated with these leaves. Employers that violate state or federal leave law requirements may 
be subject to government investigations, fines, employee lawsuits, and significant penalties, fees, and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.



1
This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2015-2016, 2021 Zywave, Inc. All rights reserved. 

Employee Leave Laws – Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, federal 
laws such as the Family and Medical Leave Act (FMLA) require covered employers to provide employees 
with leave in certain situations.

In addition to federal leave laws, Arkansas has employee leave laws regarding:

• Voting leave;
• Jury duty leave;
• Military leave;
• Victim leave;
• Adoptive parent leave;
• Bone marrow and organ donation leave; and
• Public service leave.

This Employment Law Summary includes a chart that provides a high-level overview of Arkansas’ 
employee leave laws and suggests compliance steps for employers.

Overview of Employee Leave Laws

Type of Leave Requirements

Voting Leave Employers must schedule employee work hours on election day in a way that will 
allow employees the opportunity to vote. Employers are not required to pay 
employees for voting leave.

Jury Duty Leave An employee may not be discharged, lose sick leave or vacation time or suffer any 
other form of penalty due to absence for jury duty. An employer is not required to 
pay an employee for jury duty leave.

Military Leave In addition to the federal USERRA, Arkansas law provides similar job protections to 
members of the state armed forces, including the National Guard, a reserve 
component of the armed forces or militia.
Employers must grant unpaid leave to state military members when called to 
active duty in the state as though they had been called to U.S. active duty. An 
employee must be reinstated to his or her original position upon being released 
from duty.

Provided By Helpside, Inc.
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Type of Leave Requirements

Victim Leave An employer may not discharge or discipline a victim (or his or her representative) 
of any violent crime due to his or her:
Participation at the prosecuting attorney’s request in preparation for a criminal 
proceeding; or
Attendance at a criminal proceeding, if reasonably necessary to protect the 
interests of the victim.

Adoptive Parent 
Leave

An employer who provides paternity or maternity leave to biological parents must 
allow paternity or maternity leave for adoptive parents upon placement of an 
adoptive child, if requested. An employer must grant leave to adoptive parents 
under the same policies and procedures established for biological parents after 
the birth of a child, including any benefits provided by the employer.
This does not apply to an adoption of a person over 18 years of age by the spouse 
of a custodial parent, or an adoption of a foster child by the child’s foster parents.

Bone Marrow or 
Organ Donation 
Leave

An employer must grant a leave of absence to an employee in order to serve as an 
organ or bone marrow donor, if requested by the employee in writing. Any leave 
granted is in addition to any medical, personal or other paid leave provided by the 
employer. Leave must be provided for up to 90 days, unless an employer agrees to 
a leave for longer than 90 days.
Leave may be paid or unpaid, at the employer’s discretion. If the employer pays 
the employee’s regular salary or wages during the leave, the employer is entitled 
to a tax credit of 25 percent of the regular salary or wages paid to the employee 
while on leave for bone marrow or organ donation. While an employer may grant 
leave for a period of longer than 90 days, only the wages or salary paid during the 
first 90 days of the leave are eligible for credit. The credit must be taken within 
one year of the date the leave began.
This leave is not required if the employee is eligible for leave under the federal 
Family and Medical Leave Act (FMLA).

Public Service 
Leave

An employer must grant a leave of absence to an employee who is elected to a 
public office in Arkansas or appointed to a board or commission by the governor. 
The leave period must be the period of time the employee requests, up to the 
duration of the term of office. An employee who takes public service leave may 
not lose seniority rights.

Compliance Steps
It is important for Arkansas employers to understand when their employees are entitled to take time off 
from work, and the legal protections associated with such leaves. Employers that violate state or federal 
leave law requirements may be subject to government investigations, fines, employee lawsuits and 
significant penalties, fees and damage awards.
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To minimize these risks, employers should review applicable federal and state leave law requirements 
and determine whether they have any compliance gaps to correct. This compliance review may be 
complex, especially in areas where federal and state leave laws overlap.

As part of the compliance review employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately 
describe employee leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to 
administer employee leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave 
rights and requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages. This may include vacation time, personal 
leave and sick leave. Employers have some flexibility when it comes to establishing or 
negotiating employee leave policies. However, California law requires covered 
employers to provide employees with job-protected leave in certain situations. 
(Employers must also comply with federal laws requiring employee leave, such as the 
Family and Medical Leave Act.)

California has employment laws regarding:

• Jury duty, witness and crime victim leave;

• Voting leave;

• Victim leave;

• Military and military spouse leave;

• School activity leave;

• Alcohol or drug rehabilitation leave;

• Volunteer firefighter, reserve police and emergency rescue personnel leave;

• Civil air patrol leave;

• Organ and bone marrow donor leave;

• Pregnancy disability leave;

• Family sick leave; 

• Family and medical leave; and

• Paid sick leave.

The following chart provides a high-level overview of California’s employee leave laws.

STATE RESOURCES

California Department of 
Industrial Relations 
website

California Health and 
Human Services Agency 
website

California Employment 
Development 
Department website

Department of Fair 
Employment and Housing 
website

https://www.dir.ca.gov/
https://www.chhs.ca.gov/
https://www.edd.ca.gov/
https://www.dfeh.ca.gov/
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TYPE OF LEAVE REQUIREMENTS

Jury Duty, Witness and 
Crime Victim Leave

All employers are prohibited from discharging or in any way discriminating against 
employees who take time off from work to serve on a jury, comply with a valid 
subpoena or attend judicial proceedings related to a felony crime. Leave is unpaid. 
Notice requirements apply.

Voting Leave

All employers must allow employees who do not have sufficient time outside of 
working hours to vote in a statewide election to, on an election day, take enough time 
off from work in order to vote. Employers must pay employees for up to two hours of 
leave for voting purposes. Notice requirements apply.

Victim Leave

All employers must grant unpaid leave to employees:
• Who are victims of crime or abuse that caused physical injury or mental injury;
• Who are victims of crime or abuse that caused mental injury and the threat of 

physical injury;
• Who are victims of domestic violence, sexual assault, or stalking; or
• Whose immediate family member was killed in a crime.
The purpose of the leave is to obtain any relief (such as a restraining order) to help 
ensure the health, safety or welfare of either themselves or their children. Employee 
notice and certification requirements apply.

Employers with at least 25 employees must grant leave, up to the amount of FMLA 
leave available, to employees who are victims of domestic violence, sexual assault or 
stalking, or who are victims of crime or abuse that caused physical injury or mental 
injury and the threat of physical injury, or whose immediate family member was killed 
in a crime, so that they can:
• Seek medical attention for related injuries;
• Obtain services from a domestic violence shelter, program or rape crisis center;
• Obtain psychological counseling; or
• Participate in safety planning and take other actions to increase their safety.
Employer notice requirements upon hire and upon request apply. Employee notice and 
certification requirements also apply.
Employers are not required to provide this leave over or in addition to FMLA leave but 
may require an employee to use vacation, personal leave or compensatory time off 
that is otherwise available to him or her, unless a collective bargaining agreement 
provides otherwise. These leave protections apply equally to men and women. 

Military and Military 
Spouse Leave

In addition to federal law, California law provides employment protections for 
California and U.S. military members. All employers must provide temporary unpaid 
leave to military members for periods of military duty, as follows:
• Up to 17 days per year for U.S. Reserve members; and
• Up to 15 days per year for State Military Reserve members.
Employers with five or more employees must provide employees eligible for leave 
under the California Family Rights Act with up to 12 weeks of unpaid leave under that 
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statute for a qualifying exigency related to the covered active duty or call to covered 
active duty of an employee’s spouse, domestic partner, child, or parent in the Armed 
Forces.
Employers with 25 or more employees must provide up to 10 days of unpaid leave to 
eligible spouses of military service members when their spouses are on leave from 
deployment. Notice and certification requirements apply.
All employers must reemploy National Guard members of any state following a period 
of state military service.

School Activity Leave

Employers with 25 or more employees must provide employees with up to 40 hours 
of unpaid leave per year to attend or otherwise be involved with their child’s school or 
day care facility. Notice and certification requirements apply.
The school activity leave law specifically allows a parent to take this leave for the 
following child-related activities:
• To find, enroll or reenroll his or her child in a school or with a licensed childcare 

provider, or to participate in activities of the school or childcare provider, limited to 
eight hours per month; or

• To address a school emergency or childcare provider emergency (including a 
situation where a child cannot stay at school or with a childcare provider due to 
behavioral or discipline problems). 

This law extends leave protections to nontraditional family relationships. The law 
defines a “parent” as a parent, guardian, stepparent, foster parent, or a grandparent 
of, or a person who stands in loco parentis to, a child. 
Finally, all employers must permit employees to take time off from work to appear at 
their child’s school after the child has been suspended. Notice requirements apply.

Alcohol or Drug 
Rehabilitation Leave

Employers with 25 or more employees must reasonably accommodate any employee 
who wishes to voluntarily enter and participate in an alcohol or drug rehabilitation 
program, unless the accommodation would impose an undue hardship on the 
employer.

Volunteer Firefighter, 
Reserve Police and 
Emergency Rescue 
Personnel Leave

All employers must permit an employee who is a volunteer firefighter, reserve peace 
officer or emergency rescue personnel to be absent from or late for work to perform 
emergency duty.
Employers with 50 or more employees must permit an employee who is a volunteer 
firefighter, reserve peace officer or emergency rescue personnel to take up to 14 days 
per year off from work to engage in fire, law enforcement or emergency rescue 
training.

Civil Air Patrol Leave

Employers with more than 15 employees must provide employees who are Civil Air 
Patrol (CAP) members with leave to respond to an emergency operational mission of 
the California Wing of the CAP. 
An employee is eligible for CAP leave if he or she: 
• Has been employed for at least 90 days before beginning leave;
• Is a volunteer member of the California Wing of the CAP; and
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• Is responding to an emergency operational mission of the California Wing of the 
CAP.

An employer may not require an employee to exhaust any other type of leave before 
providing CAP leave. Leave is unpaid. Notice and certification requirements apply.

Organ and Bone Marrow 
Donor Leave

Employers with 15 or more employees must provide employees who are organ or 
bone marrow donors with:
• Up to 30 business days of paid leave per year and an additional 30 business days of 

unpaid leave per year to donate an organ; and
• Up to five business days of leave per year to donate bone marrow.
Notice and certification requirements apply.
Leave may not run concurrently with FMLA or California disability leave, but an 
employer may require employees to take up to two weeks’ accrued sick leave, paid 
time off or vacation leave for organ donation or five days for bone marrow donation. 
Public employees must first exhaust paid sick leave before taking the unpaid leave.

Pregnancy Disability Leave

Employers with five or more employees must provide a reasonable period of leave of 
up to four months per pregnancy to female employees who are disabled by 
pregnancy, childbirth or a related medical condition. 
Leave runs concurrently with FMLA leave and is unpaid. Notice and certification 
requirements apply. 
Other job protections also apply to employees taking pregnancy disability leave.

Family Sick Leave

All employers that provide sick leave for employees must permit employees to use 
their accrued sick leave to care for an ill child, parent, spouse or domestic partner of 
the employee. Leave is limited each year by the amount of sick leave the employee 
would accrue in six months. Leave runs concurrently with leave under the California 
Family Rights Act and the FMLA.
The definition of “family member” includes a child, parent, spouse, domestic partner, 
stepparent, parent-in-law, grandparent, grandchild or sibling. An employee must be 
permitted to use family sick leave for the same purposes as required under the paid 
sick leave law, including for the preventive care of a family member.
A San Francisco ordinance requires employers to provide paid sick leave to all 
employees, including temporary and part-time employees.

Family and Medical Leave

Under the California Family Rights Act (CFRA), employers with five or more employees 
must provide eligible employees with family and medical leave.
To be eligible for family and medical leave, an employee must: 
• Have at least a total of 12 months of service with the employer; and
• Have worked at least 1,250 hours in the 12-month period prior to the date of the 

requested leave.
Eligible employees may take up to 12 weeks of CFRA leave in a 12-month period for:
• Childbirth;
• Adoption;
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• Care for the serious health condition of the employee or of the employee’s child, 
grandchild, parent, parent-in-law, grandparent, sibling, spouse, registered domestic 
partner or partner’s child; or

• A qualifying exigency related to the covered active duty or call to covered active 
duty of an employee’s spouse, domestic partner, child, or parent in the Armed 
Forces of the United States.

Leave runs concurrently with FMLA leave and is unpaid. Notice and certification 
requirements apply.
Other job protections also apply to employees taking family and medical leave.

Paid Sick Leave

All employers must provide eligible employees with 24 hours (or three workdays) of 
paid sick leave per year. Employees may use this leave for preventative care for, or the 
diagnosis, care or treatment of an existing health condition of, the employee or a 
family member. Employers are also required to provide paid sick leave to employees 
who are victims of domestic violence, sexual assault or stalking.
To be eligible for paid sick leave, an employee must work in California for 30 or more 
days for the same employer within a year from the start of his or her employment. 
Eligible employees may use accrued sick days beginning on their 90th day of 
employment.

SPECIAL CONSIDERATIONS FOR EMPLOYERS 

California has a paid family leave insurance program that provides up to eight weeks of wage replacement benefits to 
eligible employees who take time off from work to care for a newborn, a newly adopted child or foster child, or a 
seriously ill family member. Under this program, employees may receive a percentage of their wages during their 
absence, up to a certain maximum per week. Workers are eligible for the program if they contribute to the State 
Disability Insurance (SDI) fund. The program is separate from the federal FMLA and California’s family and medical leave 
laws, which govern the terms of employee family and medical leaves.

In addition, San Francisco enacted a Paid Parental Leave Ordinance, which requires employers in that city to provide 
“supplemental compensation” to employees who receive wage replacement under California’s paid family leave 
insurance program. Employers subject to this ordinance must pay employees the difference between their normal gross 
weekly wage and the weekly amount they receive from the SDI, so that they receive 100 percent of their regular wages 
(rather than a lower percentage). 

More information on SDI is available on the California Employment Development Department’s website.

Employers should also be aware that many California localities have their own paid leave laws that apply to covered 
employers in addition to state leave laws. 

Finally, in response to the COVID-19 health emergency, California has enacted state and local laws (not addressed in this 
overview) requiring employers to provide leave to employees for reasons related to the coronavirus. 

https://sfgov.legistar.com/View.ashx?M=F&ID=4373133&GUID=F05DA19F-97FC-4219-A9DA-A0168904E959
http://www.edd.ca.gov/disability/
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Colorado has employee leave laws regarding:

• Jury duty and court attendance leave;
• Paid sick leave;
• Paid family and medical leave;
• Military leave;
• Voting leave;
• Victim protection leave;
• Civil air patrol leave;
• Disaster volunteer service leave;
• Volunteer firefighter leave;
• Adoptive parents leave; and
• Family and medical leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Colorado’s employee leave laws and suggests compliance steps for employers.  

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty and 
Court Attendance 

Leave

Employees must be allowed leave for jury duty. Regularly 
employed individuals must be paid their regular wages, up to 
$50 per day, for the first three days of juror service. An employer 
may choose to pay more. Any part-time or temporary worker 
who worked for the same employer for three months or more is 
considered to be “regularly employed.”
Employees are not entitled to compensation for time spent 
serving as a witness, responding to a subpoena or acting in court 
as a plaintiff or defendant.

STATE RESOURCES

Colorado Department of 
Labor and Employment
https://www.colorado.gov/c
dle 

Leave Information
The Department of Labor 
and Employment provides 
general information on 
Colorado leave laws. 

Poster
Employers can use these 
model posters to satisfy 
their posting requirements.

https://www.colorado.gov/cdle
https://www.colorado.gov/cdle
https://www.colorado.gov/pacific/cdle/leave
https://www.colorado.gov/pacific/cdle/leave
https://www.colorado.gov/pacific/cdle/posters
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Paid Sick Leave

The Colorado Healthy Families and Workplaces Act provides paid sick leave to employees, 
including (effective July 14, 2020 through Dec. 31, 2020) an expansion of emergency paid sick 
leave under the federal Families First Coronavirus Response Act to employers and employees 
exempt from that law.

Starting Jan. 1, 2021, for employers with at least 16 employees, and Jan. 1, 2022, for all 
employers, employees are also entitled to paid sick leave for their own or a family member’s:

• Mental or physical illness, injury or health condition that prevents the employee from 
working;

• Need to obtain a medical diagnosis, care or treatment of a mental or physical illness, injury 
or health condition; or

• Need to obtain preventive medical care. 

Leave may also be used by employees to relocate or seek medical, legal or other specified 
services if they or a family member are a victim of domestic abuse, sexual assault or 
harassment. Employees may also use leave if their workplace or child’s school or place of care 
has been ordered closed during a public health emergency. 

Leave accrues at one hour for every 30 hours worked, capped at 48 hours annually. Employees 
begin accruing leave at the start of work and may use the leave as it accrues. Front-loading and 
carry-over provisions apply.

Employers are also required to provide employees with supplemental paid sick leave for 
specified purposes during a public health emergency. The amount of this leave is based on the 
number of hours the employee works, up to a maximum of 80 hours. 

Where leave is taken for four or more consecutive days, employers may require reasonable 
documentation, and if leave is foreseeable, employees must try to provide advance notice and 
schedule leave so it does not unduly disrupt employers’ operations.

Employers must provide notice of employee rights under the Act with a written notice in 
English and any first language of at least 5% of the employer’s workforce, and by displaying a 
poster in the same languages in a conspicuous workplace location. For telework or where there 
is no physical workplace, notices may be provided electronically or through conspicuous 
posting in a web-based platform. Each violation is subject to a $100 fine. 

Employers are prohibited from taking retaliatory action against employees for taking leave, 
subject to enforcement provisions and penalties, including reinstatement and back pay.

Paid Family and 
Medical Leave

Beginning Jan.  1, 2024, Colorado workers will be entitled to paid family and medical leave, 
with benefits funded through employer and employee payroll taxes and administered by a 
state agency. Workers are eligible if they have earned at least $2,500 during the first four of 
the last five completed calendar quarters before the benefit year.

Workers may take up to 12 weeks of leave per year, or 16 weeks for a serious health condition 
related to pregnancy or childbirth complications. Workers on leave collect 90% of the part of 
their weekly wage that is no more than 50% of the state average weekly wage (SAWW). Any 

http://leg.colorado.gov/bills/sb20-205
https://www.sos.state.co.us/pubs/elections/Initiatives/titleBoard/filings/2019-2020/283Final.pdf
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portion of the weekly wage that is higher than 50% of the SAWW is paid at a rate of 50%. 
Benefits are capped at 90% of the SAWW and (for leave beginning before Jan. 1, 2025) at a 
weekly benefit amount of $1,100.

Funding for the program is split evenly between employers and employees, although 
employers with fewer than 10 employees are exempt from contributing. Beginning Jan. 1, 
2023, employers must remit premiums to the state, in the total amount of 0.9% of the 
employee’s wages. The employee portion may be collected as a wage deduction. Starting in 
2025, the premium rate will be set by the Division of Family and Medical Leave Insurance, at up 
to 1.2% of employee wages. The amount of wages subject to premium assessment is capped at 
the maximum subject to social security tax.

The program will be administered by a newly created state Division of Family and Medical 
Leave Insurance.

Military Leave

In addition to USERRA, Colorado law provides reinstatement rights for state and U.S. military 
service members. Employees who are called to active service must be granted unlimited 
unpaid time off and reinstated to their former positions with all pay, seniority and benefits 
they would have had if they had been continuously employed.
Additionally, Colorado provides up to 15 days of unpaid leave per year to members of the 
National Guard or the U.S. armed forces in order to attend military training. These members 
also have reinstatement rights to their former positions as long as they are still qualified for the 
positions. Employees must provide documentation of satisfactory completion of their training.

Voting Leave

Employers must allow employees who are qualified and registered to vote up to two paid 
hours of work time to vote in any primary or general election.
Employees must apply for leave prior to election day. The employer may specify the hours 
during which the employee may be absent. However, if the employee requests that the time 
away from work be at the beginning or end of the work shift, the employer must grant this 
request.
An employer is not required to grant voting leave to any employee who has three or more 
hours off from work while the polls are open on election day.

Victim Protection 
Leave

Colorado employers with 50 or more employees must allow up to three working days of leave 
in any 12-month period, with or without pay, to employees who are victims of domestic 
abuse, stalking, sexual assault or any other crime related to domestic abuse.
An employee is eligible for victim protection leave if he or she been employed by the employer 
for 12 months or more and is a victim of:
• Domestic abuse;
• Stalking;
• Sexual assault; or
• Any other crime found by a court to include an act of domestic violence.
Leave may be taken to seek a civil protection order to prevent domestic abuse, obtain medical 
care or mental health counseling (for him- or herself and/or his or her children), make his or 
her home secure from the perpetrator and seek legal assistance to address issues arising from 
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the act of domestic abuse, stalking, sexual assault or any other crime involving domestic 
violence.
Employers may require employees seeking leave to first exhaust any vacation, personal and 
sick leave. 
Employers may also require advance notice and documentation from employees for leave, 
except in cases of imminent danger to the health or safety of the employees.

Civil Air Patrol 
Mission Leave

Non-temporary employees who are members of the Civil Air Patrol, Colorado Wing, and who 
are called to active duty, are entitled to up to 15 days of leave per calendar year to engage in 
missions. Employees must be reinstated to their positions with the same seniority, status, leave 
time and other benefits as they would have if leave was not taken.
An employee must provide his or her employer with documentation of the satisfactory 
completion of the Civil Air Patrol service. Any leave taken runs concurrently with, and not in 
addition to, any paid leave of absence required by law for relief service in a disaster or qualified 
volunteer service in a disaster.

Qualified Volunteer 
Service in a Disaster 

Leave

Employers must provide unpaid leave of up to 15 days per calendar year to employees who 
are qualified volunteers called into service by volunteer organizations for a disaster. An 
employee must provide proof of being a qualified volunteer, and he or she is eligible for leave 
only if called into service for a disaster.
Employers must reinstate employees to the same positions with the same pay, rights to 
vacation, sick leave, bonus, advancement and other employment benefits they would have had 
if they had not taken leave to volunteer in a disaster.
Employers are not required to provide leave to more than 20 percent of its employees on any 
work day or to any employee designated as an “essential employee.”

Volunteer Firefighter 
Leave

An employer is prohibited from terminating any employee who fails to report to work or leaves 
work due to service as a volunteer firefighter responding to an emergency within the 
employee’s fire department response area. An eligible employee must present his or her 
employer with documentation from the fire chief of the employee’s volunteer firefighter status 
prior to taking any leave.
An employee must be allowed to leave work to respond to an emergency if:
• The employer does not consider the employee to be essential to daily operations; and
• The emergency is of a magnitude that requires all firefighters to respond.
The employee must provide the employer with the applicable fire department chief’s 
documentation of the time, date and duration of the employee’s response.
Leave time is unpaid. Unless otherwise agreed, a volunteer firefighter’s leave may not exceed 
15 days per calendar year.

Adoptive Parents 
Leave

Any employer that provides maternity or paternity leave for biological parents following the 
birth of a child must allow the same leave for individuals adopting a child, if requested. Any 
other benefits provided by the employer, such as job guarantee or pay, must be available on an 
equal basis to biological and adoptive parents. These requirements do not apply to step-parent 
adoptions.

Colorado Family Care Employers covered under the federal Family and Medical Leave Act (FMLA) with 50 or more 
employees must grant employees the expanded protections provided under the Colorado 
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Act (FCA) Family Care Act (FCA) regarding leave to care for partners with serious health conditions, 
where they have civil unions or domestic partnerships.
An employee is eligible for leave under the FCA if he or she is eligible for leave under the FMLA 
and is either:
• In a civil union under Colorado law;
• In a domestic partnership that is registered in the municipality in which the person resides or 

with the state; or
• In a domestic partnership recognized by the employee’s employer.
The domestic partner may be of the same or different sex.
An eligible employee may take up to 12 weeks of unpaid leave in a 12-month period to care 
for a civil union or domestic partner with a serious health condition. The FCA definition of a 
“serious health condition” is the same as the definition under the FMLA.
Employers may require reasonable documentation of the civil union or domestic partnership 
(such as a written statement). In addition, employers can require the same health care 
provider certification it requires under the FMLA.
Leave taken under the FCA must run concurrently with the FMLA. However, if an employee 
takes leave under the FCA to care for his or her domestic partner (or civil union partner), this 
time cannot count against the employee’s federal FMLA leave entitlement (as the care is for a 
person in a relationship not covered by the FMLA). If leave is first taken for a qualifying reason 
under the federal FMLA, that time is counted toward the FCA entitlement as well.

COMPLIANCE STEPS
It is important for Colorado employers to understand when their employees are entitled to take time off from work, and 
the legal protections associated with such leaves. Employers that violate state or federal leave law requirements may be 
subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, Connecticut employers must provide their employees with certain types of paid and 
unpaid leave required by state law. 

Connecticut state law includes the following employee leave mandates:

• Paid sick leave;
• Family and medical leave;
• Paid family and medical leave;
• Voting leave;
• Jury duty leave;
• Military and National Guard leave;
• Civil air patrol leave;
• Witness and victim leave;
• Leave for victims of family violence;
• Emergency responder leave; and
• Elected official leave.

Employers should be aware that local governments have enacted ordinances that require employers to 
provide employee leave. When an employer is subject to both a local law and a state law regarding 
employee leave, the employer must generally comply with both.

Employers should also be aware that they may be subject to federal leave laws, such as the federal 
Family and Medical Leave Act (FMLA). If an employee leave situation is covered under both the FMLA 
and the Connecticut version as described below, employers must apply the provisions of federal and 
state law that are most generous to employees.

The chart below provides a high-level overview of Connecticut’s employee leave laws at the state level. 

Overview of Connecticut’s Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Paid Sick Leave for 
Service Workers

Employers with 50 or more employees (based on the number of employees 
on the payroll during the week containing Oct. 1) must provide paid sick 
leave to eligible employees. Certain employers are exempt, including specific 
manufacturing operations and nationally chartered organizations exempt 
from taxation that provide recreation, child care or educational services.

Provided By Helpside, Inc.
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Eligible employees include full- and part-time service workers, defined as 
employees who are:
• Paid on an hourly basis or not exempt from the minimum wage and 

overtime compensation requirements of the federal Fair Labor Standards 
Act; and

• Primarily engaged in one of the occupations listed in Section 1(7) of 
the statute and identified by occupation code numbers and titles used by 
the federal Bureau of Labor Statistics Standard Occupational Classification 
System. 

Day or temporary workers, per diem employees and employees considered 
exempt under the federal FLSA are specifically excluded.
Eligible employees must accrue one hour of sick leave for every 40 hours 
worked during a 365-day period chosen by employers, up to a maximum of 
40 hours of sick leave per year. Accruals must be in one-hour increments. 
Employees may carry over up to 40 hours of unused sick leave each year, but 
may not use more than 40 hours in any year.
Service workers are eligible to use accrued sick leave after working 680 hours 
from the date of hire, if they worked an average of at least 10 hours per 
week in the most recent calendar quarter. Permitted use for sick leave 
includes leave for:
• An employee’s illness, injury or health condition;
• Medical diagnosis, care, or treatment of an employee’s mental or physical 

illness, injury or health condition;
• Preventive medical care for the employee; 
• To care for a child or spouse for the same purposes listed above; or
• Medical care, counseling, relocation or services from a victim service 

organization resulting from family violence or sexual assault.
Employers will be considered in compliance with the paid sick leave law if the 
employer offers any other paid leave, or combination of other paid leave that 
may be used for the same reasons as defined in the law and that is accrued 
at a rate equal to or greater than one hour per every 40 hours worked (for a 
total of 40 hours per year).

Family and Medical 
Leave

Employers with at least one employee in the state must provide eligible 
employees with unpaid family and medical leave. The requirement does not 
apply to municipalities, local or regional boards of education or nonpublic 
elementary or secondary schools. 
Employees are eligible if they have worked for their current employer for 
three months preceding the request for leave. Eligible employees may take 
up to 12 workweeks of leave during any 12-month period, plus up to two 
additional weeks for a serious health condition resulting in incapacitation 
during a pregnancy. Leave may be taken for any of the following reasons:
• The birth or adoption of the employee’s child;
• The placement of a foster child with the employee;

http://www.cga.ct.gov/2011/ACT/Pa/pdf/2011PA-00052-R00SB-00913-PA.pdf
http://www.bls.gov/SOC/#classification
http://www.bls.gov/SOC/#classification
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• Care for the spouse, son, daughter, parent, grandparent, grandchild or 
sibling of the employee (or an individual related to the employee by blood 
or affinity whose close association the employee shows to be the 
equivalent of those family relationships) with a serious health condition;

• An employee’s own serious health condition; 
• An organ or bone marrow donation; or
• Any qualifying exigency when the employee’s spouse, child or parent is on 

active duty or is notified of an impending call or order to active duty in the 
Armed Forces.

In addition, an employee may be entitled to a one-time benefit of 26 weeks 
of leave during a 12-month period to care for the employee’s spouse, child, 
parent or next of kin who is a current member of the armed forces and is 
undergoing medical treatment due to a serious injury or illness incurred in 
the line of duty. (This may be limited to a combined total of 26 weeks of 
leave for two spouses employed by the same employer.)
Two spouses employed by the same employer may be limited to a combined 
total of 12 weeks of leave in a 12-month period for child bonding or to care 
for a family member with a serious health condition.
Intermittent leave is permitted, but the employer’s agreement is required if 
the intermittent leave is for the birth, adoption or placement of a child. 
The substitution of accrued paid leave may be elected or required; however, 
the employee must be allowed to retain at least two weeks of their accrued 
paid leave.
Employee notice and certification obligations apply. Employer notice 
obligations also apply. Employees must be reinstated to their former 
positions; however, if the employee is medically unable to perform their 
original job upon return from leave, the employee must be transferred to 
work suitable to their physical condition, if available.

Paid Family and 
Medical Leave

The Connecticut paid family and medical leave insurance program provides 
partial wage replacement for eligible workers on leave for specified family 
and medical reasons. The program is funded through a mandatory 0.5% 
payroll tax on employees, which employers collect and remit to the state. 
The tax took effect Jan. 1, 2021, and benefits became available Jan. 1, 2022. 
The program is administered by the Connecticut Paid Leave Authority.
Most employers with workers in Connecticut must participate in the 
program, although private plans with equivalent benefits may be approved 
by the state. There are limited exceptions for certain federal, state or 
local governments, boards of education or nonpublic elementary or 
secondary schools.
Workers are eligible for benefits if they have worked for their employer for at 
least three months immediately before requesting leave, and have earned at 
least $2,325 in the highest quarter of the first four of the five most recently 
completed quarters. The program applies to part-time, seasonal and student 
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workers; workers on permanent and temporary work visas; and workers who 
do not live in Connecticut. Connecticut residents who are self-employed or 
are the sole proprietor of a business may enroll.
The program does not provide job protection, but it provides compensation 
for leave for the following reasons:
• Birth or foster care placement/adoption of a child;
• Family member’s serious health condition;
• To serve as an organ or bone marrow donor;
• Any qualifying exigency arising out of the fact that the employee’s spouse, 

son, daughter or parent is on active duty or has been notified of an 
impending call or order to active duty in the Armed Forces;

• To care for a family member who is a covered service member with a 
serious injury or illness incurred in the line of duty; or

• For certain purposes related to family violence (12 days of the 12 weeks 
per year are permitted for this reason).

Employees are paid 95% of their weekly wage up to 40 times the minimum 
wage, plus 60% of their weekly wage exceeding the minimum wage, up to a 
maximum of 60 times the minimum wage ($780 on a $13 minimum wage, 
$840 on a $14 minimum wage and $900 on a $15 minimum wage). 
Intermittent leave is compensated under the program. Employees must 
provide their employers with advance notice of leave. Effective July 1, 2022, 
employers must provide written notice to employees of their right to 
benefits under both the program and the Connecticut Family and Medical 
Leave Act, both at the time of hiring and annually thereafter.

Voting Leave

Effective June 23, 2021, employees must be permitted two hours of unpaid 
time off from their regularly scheduled work day to vote in state elections, on 
the day of the election.
Employees who are electors for special elections for United States senator, 
representative in Congress, state senator or state representative must also 
receive two hours of unpaid time off from their regularly scheduled work day 
on the day of those elections.
Employees are required to request time off for voting at least two working 
days before the election. Passed as part of the state budget bill, the voting 
leave entitlement remains in effect through June 30, 2024.

Jury Duty Leave

Connecticut law prohibits all employers from discharging, threatening or 
coercing an employee who receives a jury summons, responds to the 
summons or serves as a juror. Employees are entitled to leave from work for 
the duration of jury service.
Full-time employees (those working at least 30 hours per week in a non-
temporary capacity) must be paid their regular wages for the first five days 
of jury service, unless the employees would not have accrued regular wages 
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or would not have worked more than a half shift that extends into another 
day.
An employer may not require an employee who has served eight hours of 
jury duty in one day to work in excess of those eight hours.

Military and National 
Guard Leave

In addition to complying with the federal USERRA, Connecticut employers 
must allow employees who are members of the U.S. armed forces or the 
National Guard to take unpaid leave in order to perform military duty, 
including attending meetings or drills. Employees who take leave for these 
reasons may not lose vacation or holiday benefits or be unfairly 
discriminated against with respect to promotion, continued employment, 
reemployment or reappointment.

Civil Air Patrol Leave

Employers are prohibited from discriminating against, disciplining or 
discharging employees for absence due to responding to certain specified 
emergencies as a civil air patrol member, or due to participating in required 
civil air patrol training and exercises.  
Employees must give as much notice as possible of their dates of absence 
and provide employers with written verification from the civil air patrol.
Employers may treat the absence as unpaid time off.
Civil air patrol members must notify their employers at the time of 
employment or when they join the civil air patrol that they might be called to 
participate in training or participate in an emergency. 

Witness and Victim 
Leave

All employers in the state must provide their employees with unpaid leave in 
order to:
• Appear as a witness in any criminal proceeding;
• Attend a court proceeding or participate in a police investigation related to 

a criminal case in which the employee is a crime victim; or
• Attend or participate in a court proceeding related to a civil case where the 

employee is a victim of family violence.
Employers may not discharge, penalize, threaten or coerce employees who 
take this leave.

Victims of Family 
Violence Leave

Employers with three or more employees must allow employees who are 
victims of family violence to take leave in order to:

• Seek medical care or counseling for physical or psychological injury or 
disability;

• Obtain services from a victim services organization;
• Relocate due to family violence; or
• Participate in any civil or criminal proceeding related to family violence.
Leave may be paid or unpaid. Employees with compensatory, vacation, 
personal or other paid time off available may use that time for needed leave. 
Unpaid leave may be limited to 12 days during the calendar year. Employers 
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are not required to provide paid time off to employees without any paid 
leave available.
When the need for leave is foreseeable, employees must provide up to seven 
days’ notice, or as soon as possible if the leave is not foreseeable. Employers 
are permitted to request certification in the form of a police or court report, 
or a signed written statement that the employee is a victim of family 
violence.

Emergency 
Responder Leave

All employers are prohibited from discharging or discriminating in any 
manner against any employee who is an active volunteer firefighter or 
member of a volunteer ambulance service for being late or absent from work 
as a result of responding to an emergency call prior to or during the 
employee’s regular working hours.
The law also requires these employees to make every effort to notify their 
employers if they will be late or absent from work due to emergency call 
responses. Employers may require them to provide documentation signed by 
the appropriate fire or ambulatory authorities verifying the need for leave. 
Employers may also require them to provide notice of volunteer status within 
30 days of being certified. 

Elected Official Leave

Employers with 25 or more employees may not discriminate against, 
discipline or discharge any employee because the employee:
• Is a candidate for the office of representative or senator in the Connecticut 

General Assembly;
• Holds such office; 
• Is a member-elect to such office; or 
• Loses time from work in order to perform duties of the office. 
Any absence from work for the above reasons may be unpaid, but the 
employee may not lose any seniority status.
In addition, employers with more than 25 employees must grant leaves of 
absence to employees who are accept a full-time elective municipal or state 
office. The leave must be granted for no more than two terms of office.
An employee must give his or her employer written notice of his or her 
candidacy for a full-time municipal or state office within 30 days of his or her 
nomination for office.
An employee who reapplies for his or her original position at the end of his or 
her leave must be reinstated to his or her original position or to a similar 
position with equivalent pay, seniority, retirement and fringe benefits.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Connecticut.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, Delaware employers must comply with state 
employment laws requiring employee leave for specific purposes.

(Employers must also follow federal employee leave laws, such as the Family and 
Medical Leave Act.)

Delaware has state laws that require:

• Jury duty and court appearance leave;
• Military leave;
• Volunteer emergency responder leave;
• Pregnancy accommodation leave; and
• Domestic violence leave.

The chart below provides a high-level overview of Delaware’s employee leave laws.

OVERVIEW OF DELAWARE EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty and 
Court Appearance 

Leave

Employers must grant employees unpaid leave for jury duty. An 
employer cannot terminate, threaten or otherwise coerce an 
employee because the employee responds to a jury summons, 
serves as a juror or attends court for prospective jury service.
An employer also may not discharge or discipline a victim or 
representative of a victim for attending or participating in 
preparation for a criminal justice proceeding.

Military Leave

In addition to USERRA, Delaware law provides National Guard 
members who are called to state active duty with the same 
rights, privileges and protections with respect to employment as 
they would have if called for military training under federal law 
protecting reservists and National Guard members.

STATE RESOURCES

Delaware Department of 
Labor
https://dol.delaware.gov/ 

Poster
Employers can use this 
model poster to satisfy their 
posting requirements.

https://dol.delaware.gov/
https://laborfiles.delaware.gov/main/dia/olle/Labor%20Law%20Poster.pdf
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Volunteer 
Emergency 

Responder Leave

An employer with 10 or more employees cannot terminate, demote or take other disciplinary 
action against any employee who is a volunteer emergency responder, if, when acting as a 
volunteer emergency responder, the employee is absent from work:

• To respond to a Governor-declared state of emergency lasting up to seven consecutive days;
• To respond to a President-declared national emergency lasting up to 14 consecutive days; or
• Due to injury sustained when the employee was acting as a volunteer emergency responder.

Pregnancy 
Accommodation 

Leave

Employers with four or more employees must provide reasonable accommodations to pregnant 
applicants and employees who have work-related limitations stemming from pregnancy, 
childbirth or a related condition.
Reasonable accommodations may include, but are not limited to, more frequent or longer 
breaks, periodic rest, job restructuring, light-duty assignments, a modified work schedule, time 
off to recover from childbirth, or break time and appropriate facilities for expressing milk.
An employer must treat a pregnant employee or applicant the same for any employment-related 
purpose as it would treat any other employee or applicant not affected by pregnancy, but similar 
in the ability to work. An employer may not:

• Fail or refuse to make reasonable accommodations related to the pregnancy of an applicant 
or an employee, unless the accommodation would impose an undue hardship on the 
employer’s operations;

• Deny employment opportunities to an applicant or employee based on the need to make 
reasonable accommodations related to pregnancy;

• Require an applicant or employee affected by pregnancy to accept an accommodation if:

o The applicant or employee chooses not to accept it;

o The applicant or employee does not have a known limitation related to 
pregnancy; or

o The accommodation is unnecessary for the applicant or employee to perform the 
essential functions of her job;

• Require an employee to take leave under any leave law or policy of the employer if another 
reasonable accommodation can be provided; or

• Take adverse action against an employee for requesting or using a reasonable 
accommodation.

In determining whether an accommodation would impose an undue hardship on the employer, 
factors such as the nature and cost of the accommodation, the size of the employer’s business 
and the effect the accommodation would have on the business operations of the employer are 
considered.

Leave for Victims of 
Domestic Violence

Employers with four or more employees must provide reasonable accommodations related to 
domestic violence, a sexual offense or stalking, absent undue hardship on the employer. 
Under the law, “reasonable accommodations” means making reasonable changes in the 
workplace, including, but not limited to, reasonable changes in the employee’s schedule or 
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allowing the individual to use accrued leave to address the domestic abuse, a sexual offense or 
stalking. 

SPECIAL NOTE: Delaware fair employment law prohibits employers from discriminating against individuals in 
employment due to “family responsibilities.” Family responsibilities means the obligations of an employee to care for 
any family member who would qualify as a covered family member under the federal FMLA. The law does not require 
employers to make special accommodations for employees with family responsibilities as long as all policies related to 
leave, scheduling, absenteeism, work performance and benefits are applied in a nondiscriminatory manner.

SPECIAL NOTE: The information in this chart concerns statewide laws. Cities, towns and counties across the country 
have also enacted employee leave laws, and employers must generally comply with both the local ordinance and 
statewide law where they apply.
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Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, laws in the District of Columbia require employers to provide their employees with 
certain types of paid and unpaid leave. Employers must also remember to comply with any federal leave 
laws that apply to them, such as the Family and Medical Leave Act. 

District of Columbia laws include the following employee leave mandates:

• Accrued sick and safe leave; 
• Paid family and medical leave;
• Family and medical leave; 
• Parental leave;
• Jury duty leave; and
• Voting leave.

The chart below provides a high-level overview of District laws on employee leave.

Overview of District of Columbia Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Accrued Sick and Safe Leave (Paid 
Sick Leave)

All D.C. employers must provide employees with paid sick 
leave in certain situations. The amount of paid sick leave that 
must be provided depends on the employer’s size, as follows:
• Employers with 100 or more employees must provide each 

employee with at least one hour of paid leave for every 37 
hours worked, up to seven days per calendar year.

• Employers with 25-99 employees must provide each 
employee with at least one hour of paid leave for every 43 
hours worked, up to five days per calendar year.

• Employers with 24 or fewer employees must provide each 
employee with at least one hour of paid leave for every 87 
hours worked, up to three days per calendar year.

• Restaurants or bars must provide tipped employees with at 
least one hour of paid time for every 43 hours worked, up 
to five days per calendar year.

All employees (with a few limited exceptions) are eligible to 
accrue paid sick leave beginning on their date of hire in 
accordance with the employer’s established pay period. 

Provided By Helpside, Inc.
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Employees may use accrued leave after 90 days of 
employment. An employee may use accrued paid sick leave 
for:
• The employee’s own illness or injury;
• Caring for a family member with an illness or injury; or
• Obtaining social or legal services pertaining to stalking, 

domestic violence or sexual abuse of the employee or 
employee’s family member.

An employee’s use of paid sick leave may not run concurrently 
with other leaves.
When the need for leave is foreseeable, an employee must 
provide written notice at least 10 days in advance. If not 
foreseeable, an employee must provide an oral request before 
the start of the shift for which paid leave is requested. In the 
case of an emergency, notice must be provided before the 
start of the employee’s next work shift or within 24 hours, 
whichever is sooner.
If an employee is absent for three or more consecutive days, 
an employer may require the employee to provide a 
reasonable certification, such as a signed document from a 
health care provider.

Paid Family and Medical Leave

The D.C. Universal Paid Leave Act provides eligible employees 
with compensation for leave taken for their own or a family 
member’s serious health condition or to bond with a newborn, 
adopted or foster child. The paid leave program is 
administered by the D.C. Office of Paid Family Leave and 
funded by a 0.62% increase in employer payroll taxes paid by 
employers, using the same account they use for 
unemployment insurance, via the Employer Self-Service Portal.
The Act covers all private D.C. employers that are required to 
pay unemployment insurance on behalf of their employees. 
Self-employed individuals may opt in.
To be eligible for benefits, employees must be employed by a 
covered employer at the time they apply. They must also have 
spent more than 50% of their work time working in D.C. for a 
covered employer during some or all of the 52 calendar weeks 
immediately preceding the qualifying event. 
Eligible employees must have earned income as a covered 
employee of a covered employer during at least one of the 
past five completed quarters immediately preceding the 
qualifying event. The covered employee’s wages must also 
have been reportable paid leave contributions under the Act.

https://code.dccouncil.us/us/dc/council/code/sections/32-541.01#(20)(A)(ii)
https://dcpaidfamilyleave.dc.gov/
https://essp.does.dc.gov/
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Per amendments to the Act effective Oct. 1, 2021, the 
program will provide compensation for the following 
maximum yearly amounts of each type of leave:
• Eight weeks of parental leave to bond with a new child
• Six weeks of family leave to care for a family member with a 

serious health condition
• Six weeks of medical leave to care for the employee’s own 

serious health condition (up from two weeks before the 
amendments)

• Two weeks of prenatal leave (this new category of leave 
was created by the amendments)

The above leave amounts apply Oct. 1, 2021 - Sept. 30, 2022. 
After that, the District may adjust the leave amounts up or 
down, depending on the size of the Universal Paid Leave Fund. 
However, leave amounts will not be reduced below the 
amounts available before Oct. 1, 2021. Limits on the amount 
of combined leave an individual may take in a year depend on 
the types of leave taken. 
Nonretaliation and employer and employee notice provisions 
apply, as well as employer recordkeeping requirements. Leave 
is not job-protected, and it runs concurrently with federal and 
DCFMLA.
Violations are subject to penalties and civil action.

D.C. Family and Medical Leave 
(DCFMLA)

Employers with 20 or more employees must provide eligible 
employees with unpaid family and medical leave. To be 
eligible, an employee must have worked for their employer for 
1,000 hours during 12 consecutive or nonconsecutive months 
over the seven years preceding the leave. 
Eligible employees are entitled to up to 16 weeks of family 
leave in a 24-month period for:
• The birth of the employee’s child;
• The placement of a child with the employee for adoption or 

foster care;
• The placement of a child with the employee where the 

employee permanently assumes and discharges parental 
responsibility; or

• The care of a family member of the employee with a serious 
health condition.

Additionally, an eligible employee who becomes unable to 
perform the functions of their position because of a serious 
health condition is entitled to medical leave for as long as the 
employee is unable to perform the functions, up to a 

https://www.dcpaidfamilyleave.org/updates/october-2021
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maximum of 16 more workweeks of leave during any 24-
month period.
“Family member” means:
• A person related by blood, legal custody, or marriage; 
• A foster child; 
• A child who lives with an eligible employee and for whom 

the eligible employee permanently assumes and discharges 
parental responsibility; or 

• A person with whom the eligible employee shares or has 
shared, within the last year, a mutual residence and with 
whom the eligible employee maintains a committed 
relationship. 

Leave for birth or placement of a child must be taken within 12 
months of the birth or placement. Spouses working for the 
same employer are required to share leave, if leave is taken 
for the birth or placement of a child. Family and medical leave 
may be taken intermittently when a family member or the 
employee has a serious health condition. Upon agreement 
between the employer and employee, family leave for the 
birth, adoption or foster care, or other placement of a child 
may be taken on a reduced leave schedule over a period of up 
to 24 consecutive weeks.
An employee may elect to substitute accrued paid family, 
vacation, personal or compensatory leave for unpaid family 
and medical leave. In addition, the employee may utilize a 
program run by the employer to use paid leave of another 
employee, if certain conditions have been met.
Employee notice and certification requirements apply. 
Employers must also post a notice regarding family and 
medical leave in a conspicuous place.
Employers with 50 or more employees are also subject to the 
federal Family and Medical Leave Act (FMLA). When an 
employee leave is covered by just one law, either the FMLA or 
the DCFMLA, then the provisions of the applicable law apply. 
When an employee leave is covered by both the FMLA and 
DCFMLA, employers must apply the provisions of federal and 
state law that are more generous to employees. DCFMLA leave 
that qualifies under the FMLA will run concurrently with the 
employee’s FMLA leave entitlement.

Parental Leave

An employer must provide 24 hours of leave during any 12-
month period to employees who are parents, in order for the 
employees to attend or participate in school-related events for 
their children. A “parent” includes:

http://ohr.dc.gov/sites/default/files/dc/sites/ohr/publication/attachments/DCFMLA_Poster_2015.pdf


5

Employee Leave Laws—Overview 

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2016-2021 Zywave, Inc. All rights reserved. 

SPECIAL NOTE: D.C.’s parental leave law also provides that employees are entitled to an unpaid day of 
leave each year on April 16, the District of Columbia Emancipation Day. An employee must notify his or 
her employer of the desire to celebrate the holiday at least 10 days in advance. The employee does not 
have to be a parent.

More Information
Contact Helpside, Inc. for more information on employee leave laws in the District of Columbia.

• The natural mother and father;
• A person with legal custody of the child;
• A person who acts as a guardian (regardless of whether the 

person has been legally appointed);
• An aunt, uncle or grandparent of the child; or
• A person married to, or in a domestic partnership with, a 

person who qualifies as a parent.
Leave may be unpaid, unless an employee elects to use any 
available paid time off.
For a foreseeable school-related event, an employee is 
required to provide the employer with at least 10 days’ 
advance notice of the leave.*

Jury Duty Leave

An employer may not terminate, threaten or otherwise coerce 
an employee with respect to employment because the 
employee receives or responds to a summons, serves as a 
juror or attends court for prospective juror service.
An employer with 10 or more employees must pay a full-time 
employee his or her usual compensation for the first five days 
of jury service, less the fee received for jury service.

Voting Leave

The D.C. Leave to Vote Amendment Act requires employers to 
provide employees with at least two hours of paid leave to 
vote. The leave must be granted on the employee’s request, 
but employers may require that the request be made a 
reasonable time in advance, and they may specify which hours 
are to be used for voting leave, including early voting.
“Employer” is any person who employs an individual for 
compensation; “employee” is any individual employed by an 
employer who is eligible to vote.
Employers are required to post a notice about the law in a 
conspicuous place; the D.C. Board of Elections maintains 
sample notices in different languages. 
Noninterference and nonretaliation provisions apply. 
Employers are also barred from deducting voting leave from 
an employee’s salary, wages or accrued leave.

https://code.dccouncil.us/us/dc/council/code/sections/1-1001.07a#(c)
https://dcboe.org/Data-Resources-Forms/Forms-and-Resources
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Employee Leave Laws – Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, federal 
laws, such as the Family and Medical Leave Act (FMLA), require covered employers to provide 
employees with leave in certain situations. In addition to those federal leave laws, Florida has its own 
employee leave laws regarding: 

• Jury duty leave; 
• Military leave; 
• Witness and juvenile court proceedings leave; and 
• Domestic or sexual violence leave.

This Employment Law Summary provides general information about each of these below. 

Jury Duty Leave
Employers must provide at least one day of leave to employees summoned to jury duty. A longer period 
of leave is required if the juror is assigned to a trial that lasts longer than a day. 

Jury duty leave is unpaid, unless municipal law requires payment.

Job protections apply to employees taking jury duty leave. 

Military Leave
In addition to the federal Uniformed Services Employment and Reemployment Rights Act (USERRA), 
Florida law provides the following job protections for military members:

• Reemployment rights for members of the Florida National Guard following state active military 
duty; and

• Discrimination protections for members of the Florida National Guard or any Reserve component 
of the U.S. Armed Forces.

Witness and Juvenile Proceedings Leave
Employers must provide unpaid leave to employees who are subpoenaed to testify in a judicial 
proceeding.

Job protections apply to employees taking witness leave. 

Provided By Helpside, Inc.
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Domestic and Sexual Violence Leave
Employers who employ 50 or more employees must provide up to three workdays of domestic or 
sexual violence leave in any 12-month period.

Employees who have worked for their employer for at least three months are eligible for domestic 
violence leave to:

• Seek an injunction for protection;
• Obtain medical care, mental health counseling or both for the employee or a family or household 

member;
• Obtain services from a victim services organization;
• Secure the employee’s home or seek new housing; or
• Seek legal assistance or attend and prepare for court-related proceedings.

Job protections and notice and certification requirements apply.

Compliance Steps 
It is important for Florida employers to understand when their employees are entitled to take time off 
from work, and the legal protections associated with such leaves. Employers that violate state or federal 
leave law requirements may be subject to government investigations, fines, employee lawsuits and 
significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements 
and determine whether they have any compliance gaps to correct. This compliance review may be 
complex, especially in areas where federal and state leave laws overlap. As part of the compliance 
review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately 
describe employee leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to 
administer employee leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave 
rights and requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided. 

More Information
Contact Helpside, Inc. for more information on leave laws in Florida.



1
This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2014, 2017-2018, 2021 Zywave, Inc. All rights reserved. 

Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Georgia  
employers must comply with state employment laws requiring employee leave for specific purposes. 
(Employers must also follow federal employee leave laws, such as the Family and Medical Leave Act.)

Georgia has state laws that require:

• Jury duty and court attendance leave;
• Voting leave;
• Military leave; and
• Use of sick leave to care for family members.

The chart below provides a high-level overview of Georgia’s employee leave laws.

Overview of Georgia State Laws Requiring Employee Leave

TYPE OF LEAVE REQUIREMENTS

Jury Duty and Court Attendance 
Leave

Employers may not discharge, discipline or otherwise penalize (or 
threaten to penalize) an employee for taking leave to attend a 
judicial proceeding in response to a subpoena, a summons for 
jury duty or any other court order.
This protection does not apply to employees who are charged 
with a crime. Employers may require employees to provide 
reasonable notice of the absence or delay in reporting to work in 
order to attend the judicial proceeding.
Georgia’s jury duty and court attendance leave law does not 
require leave to be paid. However, an Attorney General’s Opinion 
from 1989 states that an employee is entitled to be paid his or 
her salary while missing work to serve on a jury. (Op. Att’y Gen’l 
No. 89-55)

Voting Leave

Employees who are eligible, registered voters must be allowed up 
to two hours of time off from work to vote in any municipal, 
county, state or federal political party primary or election. 
However, leave is not available if the employee’s work hours:
• Begin at least two hours after the polls open; or
• End at least two hours before the polls close.

Provided By Helpside, Inc.
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Employees must provide the employer with reasonable notice of 
the absence. Employers may specify the hours during which the 
employee may be absent.

Military Leave

In addition to USERRA, Georgia law provides reemployment rights 
for state and U.S. military service members. An employer must 
restore an employee returning from military service (without loss 
of seniority or other benefits) to the employee’s former position 
or a position of like seniority, status and pay. Reemployment is 
not required if the employer's circumstances have changed, 
making it impossible or unreasonable to do so.
Reemployment rights generally apply to employees who leave a 
position of employment, other than a temporary position, in 
order to perform state or U.S. military service. Employees must 
still be qualified to perform the duties of the position to be 
eligible for reemployment.
In general, employees must apply for reemployment within 90 
days after they are relieved from military service. However, 
employees who leave work to participate in annual training or 
attend service schools conducted by the U.S. armed forces must 
apply for reemployment within 10 days after completion of the 
training or service school.
Employees must also submit to their employers a certificate of 
completion of military service from an officer of the applicable 
military force.
An employee who is restored following military leave must be 
considered as having been on furlough. These employees may not 
be discharged without cause within one year after the 
restoration.

Use of Sick Leave to Care for 
Family Members

Georgia employers are not required to provide paid sick leave to 
employees. However, employers with 25 or more employees that 
already provide paid sick leave to employees (excluding short- 
and long-term disability) must permit eligible employees to use 
their sick leave to care for immediate family members.
“Immediate family member” is defined to include the employee’s 
child, spouse, grandchild, grandparent, parent or any dependents 
on the employee’s most recent tax return.
An eligible employee is one who works at least 30 hours per 
week. Eligible employees may be limited to five days of paid sick 
leave use per calendar year to care for an immediate family 
member. Employees must comply with the terms of the 
employer’s sick leave policy.
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Special Note: The information in this chart concerns statewide laws. Cities, towns and counties across 
the country have also enacted employee leave laws, and employers must generally comply with both 
local and statewide laws where they apply.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Georgia.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Hawaii has state laws on:

• Jury duty leave;
• Military leave;
• Pregnancy disability leave;
• Domestic violence or sexual assault leave;
• Family leave; and
• Organ, bone marrow or stem cell donor leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Hawaii’s employee leave laws and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave
An employer cannot discharge, threaten or coerce an 
employee who responds to a jury summons, serves as a 
juror or attends court for prospective jury service.

Military Leave

Under Hawaii law, National Guard members are provided 
with unlimited unpaid leave for National Guard service, 
and reemployment to their original positions or positions 
of like seniority, status and pay. If members are no longer 
qualified due to disabilities sustained during service, 
employers must offer other positions that are closest to 
the seniority, status and pay of the employees’ original 
positions. Employees may not be discharged without 
cause within one year of reemployment.
Employees may not be discriminated against due to their 
National Guard obligations. 

STATE RESOURCES

Hawaii Department of 
Labor and Industrial 
Relations
http://labor.hawaii.gov/ 

FAQs
The Wage Standards 
Division has published these 
answers to frequently asked 
questions on family leave.

Poster
Employers can use these 
model posters to satisfy 
their posting requirements.

http://labor.hawaii.gov/
http://labor.hawaii.gov/wsd/hawaii-family-leave/
http://labor.hawaii.gov/labor-law-poster/
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Pregnancy Disability 
Leave

All employers must provide a reasonable period of leave to female employees who are disabled 
due to pregnancy, childbirth or a related medical condition. Leave may be paid or unpaid at the 
employer’s discretion. A “reasonable period” of leave is determined by the employee’s 
physician, based on the employee’s job requirements and physical condition. An employer may 
request certification from a doctor estimating the length of leave and the estimated start and 
end dates of leave.
An employee must be reinstated to her original position or to a position of similar status and 
pay, without the loss of accumulated service credits and privileges. An employer may request 
medical certification releasing the employee back to work.

Domestic or Sexual 
Violence Leave

All employers must provide eligible employees with unpaid leave due to domestic or sexual 
violence, in order to:
• Seek medical attention;
• Obtain services from a victim services organization;
• Obtain psychological or other counseling;
• Relocate; or
• Take legal action or other action to enhance the safety of affected individuals.
In addition, the employer must reinstate the employee upon return from leave. To be eligible, 
an employee must have been employed for at least six consecutive months and must be (or 
have a minor child who is) a victim of domestic or sexual violence.
Employers with 50 or more employees must provide eligible employees up to 30 days of leave 
per calendar year. Employers with fewer than 50 employees must provide eligible employees 
up to five days per calendar year.
If the employee is entitled to take paid or unpaid leave under any other law, agreement or 
program that may be used for victim’s leave, the employee must exhaust the other paid and 
unpaid leave benefits before domestic or sexual violence leave is applied. However, the 
combination of the other paid or unpaid leave and the domestic or sexual violence leave is 
limited to the maximum leave amount for domestic or sexual violence leave (30 days or five 
days, depending on the employer’s size). In addition, an employee is entitled to the same 
benefits or continuation of benefits that would be provided to similarly situated employees who 
were on leave for reasons other than domestic or sexual violence.
An employee must provide reasonable notice to the employer unless it is not practicable due to 
imminent danger to the employee or the employee’s minor child. An employer may require the 
employee to report at least once per week on the employee’s status and intention to return to 
work. Employers may request certification for employees’ need for domestic or sexual violence 
leave.

Family Leave

An employer with 100 or more employees in at least 20 calendar weeks of the current or 
preceding year must provide an eligible employee with up to four weeks of unpaid family leave 
per calendar year for the birth or adoption of a child or to care for the employee’s child; 
grandchild; sibling; spouse/reciprocal beneficiary; biological, foster, or adoptive parent; parent-
in-law; stepparent; legal guardian; grandparent or grandparent-in-law with a serious health 
condition. To be eligible, an employee must have been employed for at least six consecutive 
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months.
“Serious health condition” means a physical or mental condition that warrants the employee’s 
participation to provide care during the period of treatment or supervision by a health care 
provider, and requires inpatient care or continuing treatment. An employee may substitute up 
to 10 days of accrued paid leave for any part of the four-week period (unless a collective 
bargaining agreement allows use of more than 10 days). Employee notice and certification 
requirements and reinstatement rights apply.

Organ, Bone Marrow 
or Stem Cell Donor 

Leave

Employers must permit employees who have worked for them for one year to take a leave of 
absence of:
• Seven days per year to serve as a bone marrow or peripheral blood stem cell donor; and
• 30 days per year to serve as an organ donor. 
Employers may require employees to take three days of earned but unused sick leave, vacation, 
or paid or unpaid time off for bone marrow or peripheral blood stem cell donation, and two 
weeks of such time for organ donation. Written verification requirements apply.
The employer must continue the employee’s group health benefits as if leave had not been 
taken. Leave does not run concurrently with FMLA leave.
Public employees are entitled to annual paid leave of seven days for bone marrow donation, 
and 30 days for organ donation. 

SPECIAL NOTE: The Hawaii Temporary Disability Insurance (TDI) program requires employers to provide partial “wage 
replacement” insurance coverage to their eligible employees for non-work-related sickness or injury, including 
pregnancy. The employer’s plan determines the weekly benefit amount, the payment period and any applicable waiting 
period. At a minimum, the employer’s plan must provide that an eligible employee is entitled to disability benefits from 
the eighth day of disability for a maximum of 26 weeks at 58 percent of the employee’s average weekly wages, up to the 
maximum weekly benefit amount. This maximum benefit amount changes annually. The State of Hawaii Disability 
Compensation Division provides more information.

COMPLIANCE STEPS
It is important for Hawaii employers to understand when their employees are entitled to take time off from work, and 
the legal protections associated with such leaves. Employers that violate federal or state leave law requirements may be 
subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance may be complex, especially in areas where federal 
and state leave laws overlap.

As part of the compliance review employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

http://labor.hawaii.gov/dcd/home/about-tdi/
http://labor.hawaii.gov/dcd/home/about-tdi/
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• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Idaho has employee leave laws regarding:

• Jury duty leave;
• Pregnancy disability leave; and
• Military leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Idaho’s employee leave laws and suggests compliance steps for Idaho employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave
An employer may not discharge, threaten or otherwise 
coerce an employee who responds to a summons, serves 
as a juror or attends court for jury service.

Pregnancy Disability 
Leave

Although not specifically addressed in Idaho’s Human 
Rights Act (Act), the Idaho Supreme Court has construed 
the Act’s prohibition on sex discrimination to prohibit 
discrimination on the basis of pregnancy. The Act applies 
to employers with five or more employees. Generally, 
employers should treat pregnancy-related disabilities the 
same as other temporary disabilities regarding leave. This 
would include the duration, availability of extensions, 
accrual of seniority and other benefits while on leave and 
job reinstatement.

STATE RESOURCES

Idaho Department of 
Labor
https://www.labor.idaho.go
v/dnn 

https://www.labor.idaho.gov/dnn
https://www.labor.idaho.gov/dnn
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Military Leave

In addition to USERRA, Idaho law provides employment protections to members of the 
National Guard and the U.S. military reserves:

• Any member of the National Guard (of Idaho or any other state) called to active 
service must be granted unpaid leave, and must be restored to his or her original 
position (or one of like seniority, status and pay) after returning from leave. A 
reinstated employee cannot be discharged without cause within one year of 
reemployment.

• Members of the National Guard or the U.S. military reserves are entitled to 15 days of 
leave in any calendar year to attend military training, if they provide 90 days’ notice 
to their employers. Leave may be paid or unpaid, at the employer’s discretion. The 
period of leave cannot affect the employee’s right to receive vacation, sick leave, 
bonus, advancement and other advantages of employment.

SPECIAL NOTE:  Please note that the information in this chart focuses on statewide laws. Employers must be aware that 
numerous cities and counties across the country have enacted local ordinances that mandate employers to provide paid 
sick leave to employees. An employer that is located in a city with a local paid sick leave law must generally comply with 
the local ordinance and statewide law, if applicable.

COMPLIANCE STEPS
It is important for Idaho employers to understand when their employees are entitled to take time off from work, and the 
legal protections associated with such leaves. Employers that violate federal or state leave law requirements may be 
subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws - Overview 

Illinois employers must provide their employees with certain types of paid and unpaid leave required by 
state law, in addition to complying with federal leave laws such as the Family and Medical Leave Act 
(FMLA). 

Illinois state law includes following employee leave mandates:

• Voting and election officer leave;
• Jury duty and judicial witness leave;
• Civil air patrol leave;
• Military leave;
• Family military leave;
• Leave for violence victims;
• School visitation leave;
• Blood donation leave;
• Child bereavement leave; and
• Employee sick leave.

This Employment Law Summary includes a chart that provides a high-level overview of Illinois’ employee 
leave laws.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Voting Leave

Leave laws apply to general or special elections and primary 
elections.
For general or special elections, employers must give up to a two-
hour paid leave, for eligible employees. Prior notice from 
employee is required. The employer may specify the hours for 
which voting leave is permitted, but the employer must allow a 
two-hour leave if the employee’s working hours begin less than 
two hours after the polls open and end less than two hours before 
they close.
For primary elections, up to a two-hour unpaid leave is permitted, 
with employer’s consent.

Provided By Helpside, Inc.
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Jury Duty and Judicial Witness 
Leave

Employers must provide unpaid leave to employees summoned to 
jury duty, if they are legally qualified to serve on a jury. Employees 
must provide notice within 10 days after summons is issued. Job 
protections apply to employees taking leave.
Employer may not punish or penalize an employee who is a 
witness to a crime and takes time off from work to testify at a 
criminal proceeding pursuant to a subpoena. Leave is unpaid.

Civil Air Patrol Leave

Employers with 15 or more employees must provide unpaid leave 
to eligible employees who are members of the civil air patrol 
performing a civil air patrol mission.
To be eligible, employee must have been employed by the same 
employer for at least 12 months and must have at least 1,250 
hours of service during the 12-month period before the leave.
Amount of leave depends on employer’s size, as follows:
• Between 15 and 50 employees—Up to 15 days of leave.
• More than 50 employees—Up to 30 days of leave.
Employers cannot require employees to use up other types of 
leave before taking civil air patrol leave. Employees must give 
advance notice of leave, and employers may require certification 
to verify eligibility for leave. Job protections apply to employees 
taking leave.

Military Leave

In addition to USERRA, Illinois has the following laws providing 
employment protections for military service members:
• Illinois Service Member Employment and Reemployment Rights 

Act (ISERRA): Effective Jan. 1, 2019, ISERRA replaces prior state 
laws in order to consolidate and clarify the employment rights 
and protections for military members. ISERRA provides service 
members with the right to take a military leave of absence and 
protects service members from retaliation. Reemployment rights 
as provided under federal USERRA apply. Employer notice 
requirements also apply. 

• Nondiscrimination: It is unlawful for employers with 15 or more 
employees to discriminate against employees based on their 
military status. Separate nondiscrimination provisions apply to 
members of the National Guard or Reserves.

Family Military Leave

Employers with 15 or more employees must provide eligible 
employees with unpaid family military leave. To be eligible, an 
employee must:
• Be the spouse, parent, child or grandparent of a person called to 

military service lasting longer than 30 days; and

http://www.ilga.gov/legislation/ilcs/ilcs5.asp?DocName=&ActID=3912&ChapterID=33&SeqStart=&SeqEnd=&Print=True
http://www.ilga.gov/legislation/ilcs/ilcs5.asp?DocName=&ActID=3912&ChapterID=33&SeqStart=&SeqEnd=&Print=True
http://www.ilga.gov/legislation/ilcs/ilcs5.asp?DocName=&ActID=3912&ChapterID=33&SeqStart=&SeqEnd=&Print=True
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• Have been employed by the same employer for at least 12 
months, and must have worked at least 1,250 hours in the 12-
month period before the leave.

The maximum amount of leave depends on the employer’s size, as 
follows:
• Between 15 and 50 employees—Up to 15 days of leave.
• More than 50 employees—Up to 30 days of leave.
Before taking family military leave, employees must use up all 
other types of accrued leave, except sick or disability leave. The 
number of days provided may be reduced by the number of days 
the employee receives under the federal FMLA due to a qualifying 
exigency based on a spouse or child’s service. Employees must 
provide advance notice. Employer may require certification to 
verify eligibility for leave. Job protections apply to employees 
taking leave.

Leave for Victims of Violent 
Crime

Employers must provide unpaid leave for employees who are 
victims of  domestic violence, sexual violence, gender violence, or 
any other crime of violence (as defined by law) or have a family or 
household member who is such a victim.
Employers are required to post a notice summarizing this type of 
leave.
Eligible employees may take leave to:
• Seek medical attention;
• Obtain services from a victim services organization;
• Obtain counseling;
• Participate in safety planning; or
• Seek legal assistance.
The maximum amount of leave depends on the employer’s size, as 
follows:
• Employer with no more than 14 employees – up to four 

workweeks of leave during any 12-month period.
• Between 15 and 49 employees—up to eight workweeks of leave 

during any 12-month period.
• 50 or more employees—up to 12 workweeks of leave during any 

12-month period.
Employers cannot require the substitution of another type of 
leave, except employees are not entitled to leave that exceeds, or 
is in addition to, the leave time permitted under the federal FMLA.
Employees must provide advance notice of the leave, unless it is 
not practicable to do so. Employers may require certification to 
determine eligibility for leave. Job protections apply to employees 
taking leave.

https://www2.illinois.gov/idol/Employers/SiteAssets/Pages/posters/2022%20VESSA%20Poster%20English.pdf


4

Employee Leave Laws

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2011, 2016-2018, 2021-2022 Zywave, Inc. All rights reserved. 

School Visitation Leave

Employers with 50 or more employees must provide leave to 
eligible employees so that they can attend their children’s school 
conferences, behavioral meetings or academic meetings  when the 
events cannot be rescheduled during non-work hours.
To be eligible, an employee must have:
• Worked for the employer for at least six consecutive months 

before making the leave request; and
• Been employed on at least a half-time basis during that six-

month period.
An employer must provide an eligible employee with up to eight 
hours of school visitation leave per school year, but no more than 
four hours can be taken on one day.
Employers are not required to pay employees for the leave; 
however, they must make a good faith effort to allow employees 
to make up the time missed.
Before taking school visitation leave, an employee must use of all 
other accrued leave, except sick or disability leave.
Employees must provide advance notice of leave. Employee 
should submit a verification form to employers following the 
leave. Job protections apply to employees taking leave.

Blood Donation Leave

Leave requirements apply to employers with more than 50 
employees.
With employer approval, full-time employees who have been 
employed for six months or longer are eligible for paid blood 
donation leave.
After obtaining his or her employer’s approval, an employee may 
use up to one hour (or more time if authorized by the employer) 
to donate blood every 56 days in accordance with appropriate 
medical standards.
Employer may require employee to provide confirmation from the 
blood bank. Eligible employees cannot be required to use 
accumulated or future sick or vacation time for the period used to 
donate blood.

Child Bereavement Leave

Employers that are covered under the federal FMLA (those with 50 
or more employees) must provide eligible employees with up to 
two weeks (10 working days) of unpaid bereavement leave due to 
the loss of a child.
Eligible employees are those who suffer the loss of a child and 
meet the eligibility requirements under the federal FMLA. Leave 
must be used within 60 days of the employee being notified of the 
child’s death. Leave may be used to:
• Attend the funeral (or alternative funeral) of a child;

https://www2.illinois.gov/idol/forms/Documents/School%20Visitation%20Leave%20Form.PDF
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SPECIAL NOTE: Please note that the information in the above chart focuses on statewide laws. 
Employers must be aware that numerous cities and counties across the country have enacted local 
ordinances that mandate employers to provide paid sick leave to employees. An employer located in a 

• Make arrangements necessitated by the death of the child; or
• Grieve the death of the child.
If an employee experiences the loss of more than one child during 
a 12-month period, the employee is entitled to six weeks of leave 
during the 12-month period.
“Child” is defined to include an employee’s son or daughter who is 
a biological, adopted, or foster child, a stepchild, a legal ward or a 
child of a person standing in loco parentis.
Unless it is not reasonable or practicable, an employee must 
provide his or her employer with 48 hours’ notice of the intention 
to take leave. Employers may require documentation, such as a 
death certificate or published obituary. 
Employees must be permitted to (but may not be required to) 
substitute any available paid leave for the otherwise unpaid 
bereavement leave.
The law does not create a right for an employee to take unpaid 
leave that exceeds, or is in addition to, unpaid leave provided 
under the federal FMLA.

Employee Sick Leave

Illinois does not have a statewide law that requires employers to 
provide paid sick leave to employees. However, the Employee Sick 
Leave Act (ESLA) requires Illinois employers that currently provide 
personal sick leave benefits to employees to permit employees to 
use available sick leave benefits to care for family members. 
“Personal sick leave benefits” include any paid or unpaid time 
available to an employee under an employer’s plan or policy to 
cover an employee’s absence from work due to personal illness, 
injury or medical appointment. Short- and long-term disability 
benefits (and other comparable insurance policies) are specifically 
excluded from the definition of personal sick leave benefits.
The ESLA requires employers to allow employees to use personal 
sick leave benefits to care for the employee’s child, stepchild, 
spouse, domestic partner, sibling, parent, parent-in-law, 
grandchild, grandparent or stepparent, on the same terms that the 
employee is able to use personal sick leave benefits for his or her 
own illness or injury. An amendment to the ESLA added a covered 
family member’s “personal care” to the permitted reasons for use 
of leave. Personal care means helping meet basic medical, 
hygiene, nutrition and safety needs, and related transportation 
and emotional support.

https://www.ilga.gov/legislation/ilcs/ilcs3.asp?ActID=3735&ChapterID=68
https://www.ilga.gov/legislation/ilcs/ilcs3.asp?ActID=3735&ChapterID=68
https://www.ilga.gov/legislation/102/HB/10200HB0158enr.htm
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city or county with a local paid sick leave law must generally comply with the local ordinance and 
statewide law, if applicable.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Illinois.
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Employee Leave Laws--Overview
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Indiana 
employers must comply with state employment laws requiring employee leave for specific purposes. 
(Employers must also follow federal employee leave laws, such as the Family and Medical Leave Act.)

Indiana has state laws that require:

• Jury and witness duty leave;
• Civil air patrol leave;
• Military and military family leave; and
• Emergency response leave.

The chart below provides a high-level overview of Indiana’s employee leave laws.

Overview of Indiana Laws Requiring Employee Leave

TYPE OF LEAVE REQUIREMENTS

Jury and Witness Duty Leave

Employers may not subject an employee to any adverse 
employment action for taking time off from work to serve on a 
jury or respond to a subpoena in a criminal proceeding. Notice 
requirements apply.
For employers with 10 or fewer full-time employees, a court 
must reschedule an employee’s jury service for a date that does 
not overlap with the jury service of another employee, if the 
court is properly notified.
Leave is unpaid.

Civil Air Patrol Leave

An employer may not discipline an employee who is a Civil Air 
Patrol member for being absent from or leaving work to engage 
in an emergency service operation that began:
• Before the employee was scheduled to start work; or
• After the employee reported to work, if the employee obtained 

authorization from his or her supervisor before leaving.
Notice and certification requirements apply.

Military and Military Family 
Leave

In addition to USERRA, Indiana law provides employment 
protections for Indiana and U.S. military members.

Provided By Helpside, Inc.
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SPECIAL NOTE: The information in the above chart focuses on statewide laws. Cities, towns and counties 
across the country have enacted local ordinances that require employers to provide employee leave for 
specific reasons. Employers must comply with both local and statewide law where it applies.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Indiana.

• Employers must provide up to 15 days per year of temporary 
leave to U.S. reserve members, members of the Ready Reserve, 
and members of organized units for periods of military training. 
Employees must provide notice and evidence of training. 
Reemployment rights and nondiscrimination protections apply.

• Employers must provide temporary leave to Indiana National 
Guard members for periods of state active service.  In Indiana, 
USERRA applies to members of the Indiana National Guard or 
the National Guard of another state. Reemployment rights and 
nondiscrimination protections apply.

• The Indiana Military Family Leave Law applies to employers 
that employ 50 or more employees for each working day during 
at least 20 calendar work weeks. It provides job-protected 
leave for certain employees to spend time with a family 
member who has been called to active duty.

Emergency Response Leave

An employer may not discipline an employee who is a volunteer 
firefighter or member of a volunteer medical services association 
for being absent from or leaving work due to:
• Response to a fire or emergency call that was received before 

the employee was scheduled to start work;
• Response to a fire or emergency call during work hours, if the 

employee obtained authorization from his or her supervisor 
before leaving; or

• An injury that occurred while the employee was engaged in 
emergency firefighting or other emergency response.

Notice and certification requirements apply.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Iowa 
employers must comply with state employment laws requiring employee leave for specific purposes. 
(Employers must also follow federal laws, such as the Family and Medical Leave Act, that require 
employee leave.)

Iowa has state laws that mandate:

• Jury duty and witness leave;
• Voting leave;
• Elected official leave;
• Armed forces leave; and
• Pregnancy disability leave.

The chart below provides a high-level overview of Iowa’s employee leave laws. 

Iowa Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Jury duty and witness leave

Employers must provide employees with unpaid time off to 
respond to a jury duty notice, serve as a juror or attend court for 
prospective juror service. However, a salaried, exempt employee’s 
wages may not be reduced due to an absence related to jury 
service. 

Employers must also allow unpaid leave to any employee serving 
as a witness in a criminal proceeding or as a plaintiff, defendant or 
witness in a civil proceeding.

Employers may not discharge, threaten to or take adverse actions 
against employees taking leave to serve as a juror or witness.

Provided By Helpside, Inc.
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Voting leave
An employer must provide paid leave to an employee to vote to the extent he 
or she will have at least three consecutive hours (including nonworking time) 
when the polls are open to do so. Leave must be requested in writing prior to 
the election and employers may designate the period of leave. 

Elected official 
leave

Employers with 20 or more full-time employees must grant unpaid leave to 
any employee who is:

Elected to serve in a municipal, county, state or federal office (except where 
prohibited by federal law); or

A volunteer on a state government board, commission, committee, council or 
task force.

Leave must be granted without loss of seniority and benefits earned. An 
elected employee must submit a written application to his or her employer to 
notify the employer of the leave of absence.

Armed forces leave

Employers must grant unpaid leave to eligible employees who are called to 
active duty, for the duration of the active duty. Eligible employees include non-
temporary employees who are members of the National Guard (of Iowa or of 
any other state), U.S. armed forces or Coast Guard Reserves, U.S. Coast Guard 
or Civil Air Patrol, including reserve or civil air patrol units of another state.

Employees returning from active duty must be reinstated to a position of like 
seniority, status and pay. In addition, any leave taken cannot affect the 
employee’s rights to vacation, sick leave, bonus or other employment benefits 
related to his or her employment.

Employers may require documentation of the employee’s satisfactory 
completion of the active duty or service and that he or she is able to perform 
the duties of the position.

Pregnancy disability 
leave

Employers with four or more regular employees must grant up to eight weeks 
of unpaid leave to an employee who is disabled by pregnancy, childbirth or 
related medical condition. Leave due to pregnancy, childbirth or related 
medical condition must be treated the same as leaves for other types of 
temporary disabilities. This includes written policy plans as well as written and 
unwritten employment practices involving leave running concurrently with 
other statutorily provided leave, ability to take leave intermittently, requiring 
use of available paid leave, availability of extensions, reinstatement, and start 
and duration of leave.

Employees are required to provide the same notice to their employers as is 
required for other disability leaves, or “timely notice” if no other disability 
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leave is available. Employers can require verification of the employee’s 
disability.

SPECIAL NOTE: The information in this chart focuses on statewide laws. Employers are advised that 
cities, towns and counties across the country have also enacted ordinances that require employers to 
provide employee leave. Employers must generally comply with both the local ordinance and statewide 
law where they apply.

More Information
The Iowa Division of Labor has published answers to frequently asked questions that include employee 
leave information. Contact Helpside, Inc. for more information on employee leave laws in Iowa.

https://www.iowadivisionoflabor.gov/wage-frequently-asked-questions
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. 

In general, employers have flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Kansas has employee leave laws regarding:

• Jury duty leave;
• Voting leave;
• Pregnancy leave;
• Domestic violence leave; and
• Military and National Guard leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
these laws and suggests compliance steps for employers.

Please note that the information in this document focuses on statewide laws only. 
Employers should be aware that numerous cities and counties across the country have 
enacted local ordinances that mandate employers to provide paid sick leave to 
employees. An employer that is located in a city with a local leave law must generally 
comply with the local ordinance and statewide law, as applicable. 

Employers should also be aware that similar federal laws may also apply to them. In 
situations where federal and state leave laws apply, employers generally must comply 
with the provisions of each law that are more favorable to employees. 

OVERVIEW OF EMPLOYEE LEAVE LAWS

The table below provides an overview of Kansas’ employee leave laws.  

STATE RESOURCES

Kansas Department of 
Labor website

 

https://www.dol.ks.gov/
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TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

An employer must provide unpaid leave for all time an employee spends completing jury 
service. An employer may not discharge or threaten to discharge an employee due to his or 
her jury service. Employees must be reinstated to their same positions without loss of 
seniority or benefits following jury service.

Voting Leave

Employees must be allowed up to two consecutive hours of paid time off from work to vote 
in an election. However, if polls are open outside an employee’s working hours, the 
employee must only be allowed leave that provides at least two consecutive hours when 
added to the employee’s non-working hours.
An employer may specify the hours an employee may leave work to vote, but may not 
designate the employee’s lunchtime for voting.

Pregnancy Leave

Employers with four or more employees must treat pregnant employees experiencing 
complications (miscarriage, abortion and childbirth) as temporarily disabled. These 
employees must be treated in the same manner as any other temporarily disabled 
employees under any health or temporary disability insurance or sick leave plans made 
available by employers.
Additionally, employers must allow female employees a leave of absence for a reasonable 
period of time due to childbirth. Once an employee notifies the employer of her intent to 
return following leave for childbirth, the employer must reinstate the employee to her 
original position or a position with similar status and pay, without loss of seniority or other 
benefits.

Domestic Violence 
Leave

An employer cannot discharge, discriminate or retaliate against an employee who is a victim 
of domestic violence or sexual assault and who takes time off from work to:

• Obtain (or attempt to obtain) a temporary restraining order, a normal restraining order or 
other injunctive relief for the employee’s safety or the safety of his or her child(ren);

• Seek medical attention for any injuries resulting from domestic violence or sexual assault;
• Obtain services from a domestic violence shelter or program or rape crisis center as a 

result of domestic violence or sexual assault; or
• Attend court appearances related to the domestic violence or sexual assault.
An employee seeking domestic violence leave must give his or her employer advance notice 
of the intention to take time off of work, whenever possible. Within 48 hours of the 
employee’s return, the employee must provide documentation that supports the requested 
time off. An employer may not take adverse action against an employee for an unscheduled 
absence if the employee provides sufficient documentation (such as a police report) to 
support the absence within 48 hours.
Employees are permitted up to eight days of domestic violence leave per calendar year. 
Leave taken is unpaid. However, employees may substitute any accrued paid leave for the 
otherwise unpaid leave.

Military and National 
Guard Leave

In addition to USERRA, Kansas law provides job protections for state and U.S. military service 
members. Employers must grant eligible employees an unpaid leave of absence if called to 
active duty or to perform annual drills (unless the employer provides paid leave in similar 
leave situations). Employees are entitled to leave for the period of military duty plus 72 
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hours after release from duty or recovery from disease or injury resulting from military duty.
To be reinstated, returning military members must demonstrate satisfactory completion of 
military duty, including honorable release. If these conditions are met, employers must 
reinstate employees to their original positions, pay and benefits without loss of seniority, or 
positions of like seniority, status and pay.
Employers may not discriminate against or discharge employees due to military status. In 
addition, employers may not discharge employees who returned from military leave without 
cause for one year following reinstatement.

COMPLIANCE STEPS
It is important for Kansas employers to understand when their employees are entitled to take time off from work, and 
the legal protections associated with such leaves. Employers that violate state or federal leave law requirements may be 
subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws - Overview 

Kentucky employers must provide their employees with certain types of paid and unpaid leave required 
by state law, in addition to complying with federal leave laws such as the Family and Medical Leave Act 
(FMLA). 

Kentucky state law includes following employee leave mandates:

• Voting and election officer leave;
• Jury duty leave;
• Adoption leave;
• Volunteer firefighter leave; and
• Military leave.

This Employment Law Summary includes a chart that provides a high-level overview of Kentucky’s 
employee leave laws.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Voting and Election Officer Leave

Employees who apply for leave to vote prior to election day 
must be allowed at least four hours of leave to vote on 
election day. An employer may specify the hours the 
employee may take to vote. An employee who is an election 
officer is entitled to a full day of leave from work to attend 
training or to serve as an election officer.
Employers may not discharge or penalize employees who 
take leave to vote or serve as election officers. An employee 
who takes voting leave but does not cast a ballot may be 
disciplined.

Jury Duty Leave

An employer may not discharge, threaten or otherwise 
coerce an employee who responds to a jury summons, serves 
as a juror or attends court for prospective jury service. Leave 
is unpaid. Employers who discharge employees in connection 
with their jury service face civil action.

Provided By Helpside, Inc.
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Adoption Leave

An employer must provide an employee who makes a written request for 
reasonable personal leave with up to six weeks of leave due to the adoption 
of a child under the age of 10. If the employer has an established policy of 
providing a greater amount of time off for birth parents, that amount of 
leave must be provided to adoptive parents of children under 10. 

Following the adoption of a child, adoptive parents must be provided with 
the same paid leave or other benefits provided to employees who are birth 
parents following the birth of a child. The law contains exceptions for 
adoptive parents who are foster, step- or blood relatives of an adopted child 
already in their care.

Volunteer Firefighter 
Leave

An employer may not terminate an employee who is absent or late to work 
due to responding to an emergency in his or her volunteer capacity as a 
volunteer firefighter, rescue squad member, emergency medical technician, 
peace officer or member of an emergency management agency. Leave is 
unpaid. Employers may require documentation to support the emergency 
leave.

An employer also may not terminate an employee who is on leave for up to 
12 months due to injuries incurred in the line of duty. The employer may 
request a statement from a physician stating the injury and a date the 
employee will return to work.

Military Leave

In addition to the federal law USERRA, Kentucky law provides the following 
job protections for military members:

Employees who are members of the National Guard of Kentucky or any other 
state must be granted an unpaid leave of absence for required active duty or 
training.

Employees returning from active duty or training leave must be reinstated to 
their former positions with the seniority, status, pay and other rights 
employees would have had but for the military leave.

Employers are prohibited from discriminating against individuals due to 
membership in the National Guard (of Kentucky or any other state) or 
Kentucky active militia.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Kentucky.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, 
Louisiana employers must comply with state employment laws requiring employee leave for specific 
purposes. (Employers must also follow federal laws, such as the Family and Medical Leave Act, that 
require employee leave.)

Louisiana has state laws that mandate:

• Pregnancy leave;
• Jury duty leave;
• School and day care activities leave;
• Volunteer first responder leave;
• Military leave; and
• Bone marrow donation leave.

The chart below provides a high-level overview of Louisiana’s employee leave laws.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Pregnancy Leave

An employer with more than 25 employees must allow an 
employee up to six weeks of leave if the employee is affected 
by a normal pregnancy. Pregnancy-related conditions need not 
meet any definition of disability for leave to apply.
An employee who is disabled due to pregnancy, childbirth or 
related medical conditions must be granted a leave of absence 
not to exceed four months. 
Employees must be permitted to use any accrued vacation 
leave during pregnancy leave.
An employer may require an employee to give reasonable 
notice of the intended start and end dates of the leave.
Employers must provide employees with written notice of the 
law to new employees at the start of their employment and to 
existing employees before Dec. 1, 2021. The written notice 
must also be conspicuously posted in the workplace.

Provided By Helpside, Inc.
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Jury Duty Leave

Employers must provide one paid day to employees who are called to serve as 
jurors. An employee must provide reasonable notice regarding his or her jury 
service.
An employer may not discharge or take other adverse action against any employee 
who serves as a juror.

Louisiana School and Day Care 
Conference and Activities Leave

Employers may grant their employees up to 16 hours of leave during any 12-month 
period in order to attend, observe or participate in conferences or classroom 
activities related to employees’ dependent children.
Leave is unpaid and an employee must provide reasonable notice of his or her intent 
to take leave. Employees are permitted to substitute unpaid leave with accrued 
vacation or other paid leave.

Volunteer First Responder 
Leave

An employee who is a volunteer first responder to the Louisiana Homeland Security 
Emergency Assistance and Disaster Service must be granted an unpaid temporary 
leave of absence by his or her employer in order to perform first responder duties. 
The temporary leave of absence is subject to the terms and conditions of the 
employer’s stated leave of absence policy.
Upon return, the employee must be reinstated to his or her previous position or 
comparable position with equal compensation, seniority, status and benefits. To be 
eligible for reinstatement, an employee must report to work within 72 hours after 
being released from duty or recovery.

Military Leave

In addition to USERRA, Louisiana provides the following employment protections for 
returning military members:

Reemployment requirements for military members in the uniformed services;
Reemployment requirements for persons in active state service, including the 

National Guard (and service in the National Guard for other states); and
Fair employment protections prohibiting workplace discrimination on the basis of 
military service.

Bone Marrow Donation Leave

Employers with 20 or more employees must provide up to 40 work hours of paid 
leave to an eligible employee who is seeking to undergo a medical procedure to 
donate bone marrow. An eligible employee is one who has worked for a covered 
employer for an average of 20 or more hours per week. The employer must agree to 
leaves exceeding 40 work hours.
An employer may require verification by a physician of the purpose and length of 
each leave requested. Employers may not retaliate against an employee for 
requesting or taking bone marrow donor leave.

SPECIAL NOTE: The information in this chart concerns statewide laws. Cities, towns and counties across the 
country have also passed employee leave laws (including the New Orleans Living Wage Ordinance), and 
employers must generally comply with both local and statewide law where it applies.

https://library.municode.com/la/new_orleans/codes/code_of_ordinances?nodeId=PTIICO_CH70FI_ARTVIIILIWAOR
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Contact Helpside, Inc. for more information on employee leave laws in Louisiana.
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Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, Maine employers must provide their employees with certain types of paid and unpaid 
leave required by state law, in addition to complying with federal leave laws such as the Family and 
Medical Leave Act. 

Maine state law includes the following employee leave mandates:

• Earned paid employee leave;
• Public health emergency leave;
• Family medical leave;
• Family sick leave;
• Victim leave;
• Military leave;
• Family military leave;
• Leave for appointments for veterans;
• Jury duty leave; and
• Emergency responder leave.

The chart below provides a high-level overview of Maine’s employee leave laws at the state level. 

Type of Leave Requirements

Earned Paid 
Employee Leave

Employers with more than 10 employees must allow eligible 
employees to earn one hour of paid leave for every 40 hours 
worked, up to 40 hours per year. Employees must be allowed to 
use accrued paid leave for any reason. Employers are not required 
to allow the use of leave before an employee has been employed 
for 120 days during a one-year period. Employers with 10 or fewer 
employees and those in seasonal industries are exempt.

Public Health 
Emergency Leave

An employer must grant leave to an employee who is unable to 
work for the following reasons:
• The employee is under individual public health investigation, 

supervision or treatment related to an extreme public health 
emergency;

• The employee is acting in accordance with an extreme public 
health emergency order;

Provided By Helpside, Inc.
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• The employee is in quarantine or isolation, or is subject to a 
control measure in accordance with extreme public health 
emergency information or directions;

• The employer directs the employee to take leave over concern 
that the employee may expose other individuals in the workplace 
to an extreme public health emergency or threat; or

• The employee is needed to provide care or assistance to one or 
more of the employee’s family members.

Leave must be granted for the entire duration of an extreme public 
health emergency. Additional leave may be granted following the 
termination of the public health emergency for diseases or 
conditions contracted during the emergency.
The employer may require documentation supporting the 
employee’s leave. While leave may be paid or unpaid at the 
employer’s discretion, the employee’s benefits must be retained for 
the duration of the leave. Exceptions to the leave requirement 
include an employer’s undue hardship and an employee’s failure to 
provide reasonable notice to the employer. 
Violations are subject to civil penalty of $200 each.

Family Medical 
Leave

An employer with 15 or more employees must provide an eligible 
employee with up to 10 workweeks of unpaid family and medical 
leave in any two-year period for:
• The employee’s own serious health condition;
• The birth of the employee’s child or the employee’s domestic 

partner’s child;
• The placement of a child 16 years old or younger with the 

employee or the employee’s domestic partner for adoption;
• The serious health condition of the employee’s child, grandchild 

(effective Sept. 14, 2021), domestic partner’s child, domestic 
partner’s grandchild (effective Sept. 14, 2021), parent, domestic 
partner, sibling or spouse;

• The employee’s organ donation; or
• The death or serious health condition resulting from active duty 

of the employee’s spouse, domestic partner, parent, sibling or 
child who was a member of the military.

To be eligible for leave, an employee must have worked for a 
covered employer for 12 consecutive months. Notice, certification 
requirements and job protections apply. Employers must allow 
employees on leave to continue benefits at the employee’s 
expense.
Employers with 50 or more employees are also subject to the 
federal Family and Medical Leave Act (FMLA). When an employee 
leave is covered by just one law (either the FMLA or Maine’s Family 



3

Employee Leave Laws

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2015, 2017-2019, 2021 Zywave, Inc. All rights reserved. 

Medical Leave law) then the provisions of the applicable law apply. 
When an employee leave is covered by both, employers must apply 
the provisions of federal and state law that are more generous to 
employees.

Family Sick Leave

Employers with 25 or more employees who provide paid sick leave, 
vacation time or compensatory time to employees must allow that 
time to be used to care for an immediate family member who is ill.

Employers may limit the number of hours of paid leave taken for 
family sick leave, but not below 40 hours per 12-month period. 
Employees may only take leave that has been earned. Employers 
may limit which type of paid leave is taken, if that restriction is part 
of a uniformly applied, bona fide employment policy. 

Employers may require notice or verification of illness for leave if 
notice or verification is required when an employee takes leave for 
their own illness. Employers may require employees to specify 
when leave is taken for family care. 

Employers must treat family sick leave in the same manner as leave 
for a sick employee when applying family medical leave 
requirements.

Victim Leave

Employers must grant reasonable leave (paid or unpaid, at 
employer’s discretion) to employees who are victims of violence, 
assault, sexual assault or stalking (or whose child, parent or spouse 
is a victim). Leave may be taken to:
• Prepare for and attend court proceedings;
• Receive or attend to medical treatment for a victim; or
• Obtain necessary services to remedy a crisis caused by domestic 

violence, sexual assault or stalking.
An employer is not required to grant leave if:
• The employer would sustain undue hardship from the employee's 

absence;
• The request for leave is not communicated to the employer 

within a reasonable time under the circumstances; or
• The requested leave is impractical, unreasonable or unnecessary 

based on the facts then made known to the employer.
Violations are subject to fines of $1,000 and liquidated damages.
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Military Leave

In addition to the federal law USERRA, Maine law provides the 
following job protections for members of the National Guard or the 
U.S. Armed Forces Reserves:
Members of the National Guard or U.S. Armed Forces Reserves 
must be granted leave in response to state or federal military 
orders. Leave may be paid or unpaid, at the employer’s discretion. 
The employee must provide reasonable notice of their anticipated 
absence, and employers may request confirmation of employees’ 
service from the Adjutant General or reserve component 
headquarters.
Employers must continue benefits for the first 30 days of military 
leave at no additional cost to the employee. After 30 days, the 
employee must have the option of continuing these benefits at his 
or her own expense.
An employee returning from military leave must be reinstated to 
the same pay, seniority, benefits and status as if the employee had 
remained continuously employed. The employer must allow a 
period of time before requiring an employee returning from 
military leave to report back to work, based on the length of the 
military service.

Family Military 
Leave

Employers with 15 or more employees must allow eligible 
employees up to 15 days of unpaid family military leave per 
deployment. To be eligible, an employee must have worked for the 
employer for at least 12 months, and must have worked at least 
1,250 hours during the 12 months before the start of the request 
leave.
Family military leave may only be taken during:
The 15 days immediately prior to deployment;
Deployment, if the military member is granted leave; or
The 15 days immediately following the period of deployment.
Notice and certification requirements apply. The employer must 
allow the employee to continue benefits at the employee’s expense 
during leave.
Upon return from leave, an employee must be reinstated to his or 
her original position or to a position with equal seniority, benefits, 
pay and other conditions of employment.

Leave for 
Appointments for 

Veterans

Employers must allow veterans to take time off to attend a 
scheduled appointment at a medical facility operated by the United 
States Department of Veterans Affairs, as long as the veteran gives 
the employer notice of the appointment as soon as reasonably 
possible.
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If the employee has paid leave available, the leave must be paid. 
Otherwise, the leave may be unpaid. 

Jury Duty Leave
An employer may not terminate (or threaten to terminate) 
employment or health insurance coverage due to an employee’s 
response to a jury summons or service as a juror.

Emergency 
Responder Leave

An employer may not discharge or take other disciplinary action for 
an employee’s tardiness or absence if the employee is a firefighter, 
emergency medical service person or search and rescue volunteer 
and was late or absent due to responding to an emergency or 
search and rescue operation. The employee must make every effort 
to immediately notify the employer of the emergency/operation, 
and must report to work as soon as reasonably possible after the 
emergency/operation. 
The employee protection does not apply if the employee is 
designated in writing (signed by both the employer and employee) 
as essential to the employer’s operations and the employee’s 
absence would cause disruption of the employer’s business. It also 
does not apply if the employer and employee have agreed to 
different procedures in writing.
Any time lost may be unpaid or charged against an employee’s 
available leave time. Employers may request certification from the 
fire department, emergency medical services provider or search 
and rescue organization, stating that the employee was responding 
to an emergency and the time of release from the emergency. 
Violations are subject to civil suit and penalties.

Please note that the information in this chart focuses on statewide laws. Cities and counties across the 
country have enacted local ordinances that require employers to provide paid leave to employees. An 
employer located in a jurisdiction with a local paid leave law must generally comply with the local 
ordinance and statewide law.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Maine.
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Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, Maryland employers must provide their employees with certain types of paid and 
unpaid leave required by state law, in addition to complying with federal leave laws such as the Family 
and Medical Leave Act. 

Maryland state law includes the following employee leave mandates:

• Sick and safe leave;
• Parental leave;
• Flexible leave;
• Adoption leave;
• Organ donor leave;
• Public health emergency leave for essential workers;
• Day of rest for retail employees.
• Jury duty and court attendance leave;
• Voting leave;
• Deployment leave; and
• Civil air patrol leave.

The chart below provides a high-level overview of Maryland’s employee leave laws.

Overview of Employee Leave Laws

Type of Leave Requirements

Sick and Safe Leave

The Healthy Working Families Act requires employers with 15 or 
more employees to provide paid sick and safe leave, while 
employers with fewer than 15 employees may provide unpaid 
leave. Employees who regularly work 12 or more hours per week 
are eligible to accrue sick and safe leave, with some exceptions. 
Employees accrue one hour of leave for every 30 hours worked. 
Employers may cap accrual at 40 hours per year, which is any 
regular, consecutive 12-month period determined by the 
employer.
Employees must be allowed to use earned sick and safe leave, 
starting on the 106th day after hire, for any of the following 
reasons:

Provided By Helpside, Inc.
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• To care for or treat the employee’s own mental or physical 
illness, injury or condition;

• To obtain preventive medical care for the employee or the 
employee’s family member;

• To care for a family member with a mental or physical illness, 
injury or condition;

• For maternity or paternity leave; or
• For certain reasons related to domestic violence, sexual assault, 

or stalking committed against the employee or the employee’s 
family member.

“Family member” is defined broadly, including individuals such as 
grandparents, grandchildren, siblings and certain legal guardians 
and wards.
Rather than tracking accruals, employers may frontload the entire 
amount of sick and safe leave at the beginning of each year. 
Employers that do not frontload leave must allow employees to 
carry over up to 40 hours of accrued but unused sick and safe 
leave into the next year. Employers are not required to allow 
employees to accrue more than 64 hours of sick and safe leave at 
any time. Employers have no obligation to pay out any accrued 
but unused sick and safe leave upon separation from employment.
If an employer maintains a paid leave policy that allows employees 
to access and accrue paid leave at an equivalent (or greater) rate 
than that provided under the Act, and allows employees to use 
paid leave for the same purposes as the Act, the employer is not 
required to modify its paid leave policy. Employer notice and 
recordkeeping requirements apply.

Parental Leave

Employers with 15-49 employees must provide up to six 
workweeks of unpaid parental leave to eligible employees for the 
birth of the employee’s child or the placement of a child with the 
employee for adoption or foster care. To be eligible, an employee 
must:
• Have worked for the employer for at least a 12-month period;
• Have worked at least 1,250 hours during the 12-month period 

prior to the start of the parental leave; and
• Be employed at a worksite with at least 15 employees within 75 

miles of the worksite.
Employers must maintain the employee’s benefits during leave, 
including health insurance, disability insurance, sick leave, annual 
leave, group life insurance, educational benefits and pensions. 
Upon return, the employee must be restored to his or her original 
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position or one equivalent to it in benefits, pay and other terms 
and conditions of employment, with some exceptions.
An employee may elect, or an employer may require an employee, 
to substitute available paid leave for any part or all of the 
otherwise unpaid parental leave. An employer may require written 
notice 30 days in advance of an employee’s intended leave. No 
notice is required in the event of a premature birth or unexpected 
adoption or foster placement.
An employer may deny leave if the leave would cause substantial 
and grievous economic injury to the employer’s operations.

Flexible Leave

Employers with paid leave policies that have 15 or more 
employees in 20 or more calendar weeks in the current or 
preceding calendar year are covered under the Maryland Flexible 
Leave Act (MFLA). The MFLA provides paid leave to employees 
due to the illness of an immediate family member (defined as a 
child, spouse or parent). Effective Oct. 1, 2021, leave is also 
allowed under the MFLA for bereavement of the death of a 
spouse, parent or child of any age. 
Paid leave includes the paid time away from work that the 
employee has earned and is available to them, including sick leave, 
vacation time, paid time off and compensatory time. Employees 
with multiple types of paid leave available may choose the leave 
they wish to use. Paid leave does not include any employee 
welfare benefits regulated by the Employee Retirement Income 
Security Act (ERISA), such as workers’ compensation or disability 
benefits.
An employer may enforce the same notice and certification 
requirements as outlined in its leave policies, if any. If the terms of 
the paid leave (as outlined in a collective bargaining agreement 
(CBA) or employment policy) provide equal or greater benefits 
than those provided by the MFLA, the CBA or employment policy 
applies.
The MFLA does not extend or limit an employee’s rights under the 
federal Family and Medical Leave Act (FMLA).

Adoption Leave

Any employer that employs individuals who are not subject to Title 
9, Subtitle 5 of the State Personnel and Pensions Article and 
provides paid leave to employees following the birth of their child 
must provide equal paid leave to an employee after a child is 
placed with the employee for adoption.

Organ Donor Leave
Employers with at least 15 employees in the state must provide:
• Up to 60 business days in any 12-month period to serve as an 

organ donor; and
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• Up to 30 business days in any 12-month period to serve as a 
bone marrow donor.

Leave is unpaid. To be eligible for the leave, employees must have 
been employed by the employer for at least a 12-month period 
and for 1,250 hours during the last 12 months. They must also 
provide written physician verification of both their donor status 
and the medical necessity for the donation. 

The leave is job protected, and group health insurance must be 
maintained during the leave. Organ donation leave may not be 
taken concurrently with FMLA leave.

Public Health Emergency Leave 
for Essential Workers

Effective May 30, 2021, the Essential Workers Protection Act 
provides for employee leave during a catastrophic health 
emergency that is subject to an executive proclamation and 
related to a communicable disease. The Act requires up to 112 
hours of paid public health emergency leave per essential worker, 
in addition to any existing paid leave, but only if there is federal or 
state funding for that leave.
Leave is required for the following reasons related to the 
communicable disease:
• To isolate due to a diagnosis or symptoms;
• To obtain a diagnosis, preventive care or treatment;
• To care for a family member diagnosed with the disease;
• By order of a public health official or health care professional 

because of the worker’s exposure to or symptoms of the 
disease, or to care for a family member who has been so 
ordered; or

• To care for a family member whose care provider is unavailable 
or whose school/place of care has been closed because of the 
emergency.

To be an essential worker, an individual must work in an industry 
or sector identified by the governor or a federal or state agency as 
critical to remain in operation during the emergency. The worker 
also must:

• Perform a duty or work responsibility during an emergency that 
cannot be performed remotely or is required to be completed at 
the work site; and 

• Provide services that the essential employer determines to be 
essential or critical to its operations. 

Essential workers include contractors and subcontractors.
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Day of Rest for Retail 
Employees

All Maryland retail establishments must allow employees to 
choose a day of rest per workweek, unless the employee is a:
• Managerial employee;
• Professional employee; or
• Part-time employee working fewer than 25 hours per week (this 

does not apply to retail employees in Wicomico County).
Eligible employees may choose Sunday or their sabbath as their 
day of rest and must provide their employers with written notice 
of their intended day of rest. However, employees are not eligible 
for leave during a federal, state or local government-declared 
emergency.
An employee may change his or her day of rest by providing at 
least 30 days’ written notice to his or her employer prior to the 
intended effective date of the change. Employers cannot ask job 
applicants which day they will choose as their day of rest.

Jury Duty and Court Attendance 
Leave

An employer may not terminate or threaten to terminate an 
employee for missing work because he or she:
• Responded to a summons for jury duty or subpoena to appear 

as a witness in any civil or criminal proceeding (including 
discovery proceedings); or

• Attended a proceeding he or she has a right to attend.
Employers cannot require an employee to use any sick or vacation 
leave to attend jury duty. Leave is not required to be paid. 
In addition, employers cannot require an employee who appears 
for jury duty for four or more hours (including travel time) to work 
his or her scheduled shift if it begins:
• On or after 5 p.m. on the day of the employee’s appearance for 

jury duty; or
• Before 3 a.m. on the day after the employee’s appearance for 

jury duty.

Voting Leave

Employers must allow employees who are registered voters up to 
two hours of paid leave to vote. Employees must provide proof 
that they voted or attempted to vote. Leave is not required for 
employees who have at least two consecutive hours off work 
when the polls are open.

Family Military Leave 

Employers with 50 or more employees must allow leave for 
eligible employees on the day an immediate family member is 
leaving for or returning from active duty outside of the U.S. as a 
member of the U.S. armed forces. An immediate family member is 
defined as a spouse, parent, stepparent, child, stepchild or sibling 
of the employee. To be eligible, an employee must have been 
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NOTE: The laws discussed in the chart above are statewide laws. Across the country, cities, towns and 
counties (such as Montgomery County) have also enacted employee leave laws. Employers must comply 
with both state and local law when it applies.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Maryland.

employed for the 12 months prior to leave and worked at least 
1,250 hours during those 12 months. Employers may require 
verification for the employee’s leave, but may not require the 
employee to use compensatory, sick or vacation leave when taking 
leave.

Civil Air Patrol Leave

Employers with 15 or more employees must allow up to 15 days 
of unpaid leave per calendar year for volunteer members of the 
Civil Air Patrol who are responding to authorized emergency 
missions. Employers may not require eligible employees to 
exhaust other available leave before taking civil air patrol leave. 
While not required, an employer and employee may negotiate for 
the employer to pay for continued benefits for the employee while 
on leave.
Employees must provide as much notice to their employer as 
possible of the start date and estimated amount of leave needed. 
In addition, after arriving at an emergency location, employees 
must provide updated information to their employers regarding 
their leave and anticipated return to work. The employer can 
require verification for the employee’s civil air patrol leave.
Upon return from civil air patrol leave, an employee must be 
restored to the position held prior to leave (or to a position with 
equal status, benefits, pay and conditions of employment).

https://www.montgomerycountymd.gov/humanrights/Resources/Files/Sick_Safe_Leave_Guidance_Aug2018.pdf
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Employers have some flexibility when it comes to establishing or negotiating employee 
leave policies. However, Massachusetts state laws require employers to provide 
employees with specific types of paid and unpaid leave. Employers must also remember 
to comply with any federal leave laws, such as the Family and Medical Leave Act, that 
apply to them.

Massachusetts has employment laws regarding:

• Jury duty leave;
• Volunteer emergency responder leave;
• Voting leave;
• Military leave;
• Small necessities leave;
• Paid family and medical leave;
• Parental and child care leave;
• Victim and witness leave;
• Domestic violence leave; and
• Earned sick time.

This Employment Law Summary includes a chart that provides a high-level overview of 
Massachusetts’ employee leave laws and suggests compliance steps for Massachusetts 
employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS
TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

Employers must grant paid leave for jury service. An employer 
must pay an employee regular wages for the first three days of 
juror service, unless a court excuses the employer from the duty 
to compensate because of extreme financial hardship.
Additional requirements apply for night shift employees.

Volunteer 
Emergency 

Responder Leave

Employers must allow employees to be late or absent from work if 
they are volunteer firefighters or ambulance workers who 
responded to an emergency that occurred outside of the 
employees’ normal work hours. Certification requirements apply. 
Leave is unpaid.

STATE RESOURCES

Massachusetts 
Department of Labor 
Standards
https://www.mass.gov/orgs
/department-of-labor-
standards 

Employee Leave Laws
The Commonwealth has a 
dedicated website for laws 
about employee leave.

Poster
Employers can use these 
model posters to satisfy 
their posting requirements.

https://www.mass.gov/orgs/department-of-labor-standards
https://www.mass.gov/orgs/department-of-labor-standards
https://www.mass.gov/orgs/department-of-labor-standards
https://www.mass.gov/info-details/massachusetts-law-about-employment-leave
https://www.mass.gov/info-details/massachusetts-law-about-employment-leave
https://www.mass.gov/service-details/massachusetts-workplace-poster-requirements
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Voting Leave

All employers in the manufacturing, mechanical or mercantile industries must allow eligible 
employees to take leave to vote if employees request leave.
An employee may request to leave work during the two hours after the polls open in the voting 
precinct, ward or town where the employee is entitled to vote.

Military Leave

In addition to USERRA, Massachusetts law provides the following job protections for military 
members:

• Discrimination protections for all military members; and
• Job protections for eligible veterans who wish to participate in Veteran’s Day or Memorial 

Day events.
Employers with 50 or more employees must provide paid leave to veterans participating in 
Veteran’s Day activities. Employees must provide reasonable notice. Employers with fewer 
than 50 employees may provide leave paid or unpaid, at the employer’s discretion.

Small Necessities 
Leave

An employer with 50 or more employees must provide an eligible employee with up to 24 
hours of small necessities leave during any 12-month period, in order to:

• Participate in school activities;
• Accompany a child to routine medical or dental appointments; or
• Accompany an elderly relative to routine medical, dental or other personal care-related 

appointments.
To be eligible for small necessities leave, an employee must have been employed for at least 
one year and must have worked at least 1,250 hours in the 12-month period prior to the start 
of leave. Notice and certification requirements apply.

Paid Family and 
Medical Leave

All employers must provide eligible employees with up to:
•     12 weeks of paid family leave (26 weeks to care for a service member), 
•     20 weeks of paid medical leave, and 
•     26 weeks of combined paid family/medical leave. 
The state paid family and medical leave program is financed by a payroll tax (0.75% on an 
employee’s wages up to the income limit set for the Social Security program), split between 
employees and employers, and provides partial wage compensation. Employers with fewer 
than 25 employees do not contribute. Virtually all employees are eligible. 
Paid family leave may be used for:
•     The first 12 months following the birth/placement of a child;
•     To care for a family member with a serious health condition;
•     For a qualifying exigency related to service of an active duty family member; or
•     To care for a covered service member family member with a serious injury or illness        
“Family member” includes the employee’s spouse/domestic partner, child (includes in loco 
parentis relationships, among others), parent (including in-laws and parents of domestic 
partners), grandchild/grandparent, and siblings.
Paid medical leave may be used for the employee’s own serious health condition.
Employees must give 30 days’ notice of leave, or notice as soon as practicable if leave is for 
reasons beyond the employee’s control. Employers must conspicuously post a workplace 
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notice of the program, in English and the primary language of five or more of the employer’s 
employees. Employers must also provide written notice about the program to each new hire, in 
the employee’s primary language, with the employee’s written acknowledgement.
The leave generally runs concurrently with FMLA and leave under the state Parental Leave Law.

Parental and Child 
Care Leave

Employers with six or more employees must provide eligible employees with maternity and 
child care leave under the Maternity Leave Act (MLA). An eligible employee may take up to 
eight weeks of leave in order to give birth, adopt a child under the age of 18, or adopt a child 
under the age of 23, if the child is mentally or physically disabled.
To be eligible for leave, an employee must have either:

• Completed the employer’s initial probationary period of no more than three months; or
• If there is no set probationary period, been employed full time for at least three consecutive 

months.
Job protections and notice requirements apply. Leave may be paid or unpaid, at the discretion 
of the employer. The MLA provides job-protected leave to eligible male employees, and 
provides that the placement of a child pursuant to a court order is a valid reason for leave.
If two employees of the same employer require leave under the Act to give birth to or 
adopt the same child, the employees are entitled to a total of eight weeks of parental leave. If 
an employer agrees to provide parental leave for a period longer than eight weeks, it may not 
deny an employee reinstatement rights unless it clearly informed the employee in writing prior 
to the leave and prior to any extension of the leave that taking more than eight weeks of leave 
may result in the denial of job restoration and/or rights to benefits.
Effective April 1, 2018, the Massachusetts Pregnant Workers Fairness Act (Act) expands 
discrimination and accommodation protections for pregnant employees. Among other 
requirements, the Act requires employers with six or more employees to provide pregnant 
workers with reasonable accommodations, including leave from work and modified work 
schedules, necessitated by an employee’s pregnancy or related condition. A pregnant 
employee does not need to be disabled in order to be provided reasonable accommodation(s). 
Employer notice requirements apply.
Employers with 50 or more employees are also subject to FMLA. When a leave is covered by 
both the FMLA and Massachusetts law, employers must apply the provisions that are more 
generous to employees. Massachusetts maternity and child care leave runs concurrently with 
FMLA leave, if both the employer and employee are covered under FMLA.

Victim and Witness 
Leave

An employer must grant leave to an employee who is a victim of or witness to a crime and who 
is subpoenaed to testify in a criminal proceeding. Notice requirements apply.

Domestic Violence 
Leave

An employer with 50 or more employees is required to provide up to 15 days of leave in any 
12-month period for employees who are affected by domestic violence. Leave must be granted 
if the employee or the employee’s family member is a victim of abusive behavior (including 
domestic violence, stalking, sexual assault and kidnapping). Employees may take leave to:

• Seek or obtain medical attention, counseling, victim services or legal assistance;
• Secure housing;
• Obtain a protective order from a court;
• Appear in court or before a grand jury;

https://www.mass.gov/files/documents/2019/06/14/20190614_DFML%20Notice_English.pdf
https://malegislature.gov/Bills/190/H3680/BillHistory?pageNumber=1
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• Meet with a district attorney or other law enforcement official; or
• Attend child custody proceedings or address other issues directly related to the abusive 

behavior against the employee or family member of the employee.
Leave may be paid or unpaid, at the employer’s discretion. In general, an employee seeking 
domestic violence leave must exhaust all annual or vacation leave, personal leave and sick 
leave available to him or her prior to requesting or taking domestic violence leave. However, 
an employer may waive this requirement.
“Family members” include a spouse, persons in a dating or engagement relationship and who 
reside together, a person the employee has a child with, a parent, a stepparent, a child, a 
stepchild, a sibling, a grandparent, a grandchild or persons in a guardian relationship.
Except in cases of imminent danger, an employee must provide advance notice of leave to the 
employer, as required by the employer’s leave policy. An employer may require 
documentation to support the need for leave.
Leave taken cannot result in the loss of any employment benefit accrued prior to the date 
leave began. Upon the employee’s return from leave, the employee must be restored to his or 
her original job or to an equivalent position. In addition, an employer cannot discharge or in 
any other manner discriminate against an employee for exercising his or her rights to domestic 
violence leave.
Covered employers must notify each employee of the rights and responsibilities provided by 
the law, including those related to notification requirements and confidentiality.

Earned Sick Time

All employers must allow employees to earn and use up to 40 hours of sick leave per calendar 
year. For employers with 11 or more employees, this leave must be paid. For employers with 
fewer than 11 employees, sick leave may be unpaid.
Employees earn a minimum of one hour of sick leave for every 30 hours worked, up to a 
maximum of 40 hours per calendar year. Earned sick leave may be used to:

• Care for a physical or mental illness, injury or medical condition affecting an employee or his 
or her child, spouse, parent or parent-in-law;

• Attend routine medical appointments of the employee or his or her child, spouse, parent or 
parent-in-law; or

• Address the effects of domestic violence on the employee and his or her dependent child.
An employer may restrict the use of accrued sick leave for an employee’s first 90 days of 
employment. Employees must be permitted to carry over up to 40 hours of earned but unused 
sick leave into the next calendar year. However, an employer is not required to allow an 
employee to use more than 40 hours in a calendar year.
An employer may require medical documentation from an employee who is absent for more 
than 24 consecutive work hours. However, an employer may not delay or deny sick leave if the 
documentation is not received.

SPECIAL NOTE: Please note that the information in this chart focuses on statewide laws. Employers must be aware that 
cities and counties across the country have enacted local ordinances that mandate employers provide paid sick leave to 
employees. An employer located in a locality with a paid sick leave law must generally comply with the local ordinance 
and statewide law.
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Michigan employers must provide their employees with certain types of paid and 
unpaid leave required by state law, in addition to complying with federal leave laws 
such as the Family and Medical Leave Act (FMLA). Michigan state law includes the 
following employee leave requirements:   

• Paid medical leave;
• Crime victim leave;
• Jury duty leave; and
• Military service leave.

The chart below provides a high-level overview of Michigan’s employee leave laws.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Paid Medical Leave 

Employers with 50 or more employees must comply with the 
Paid Medical Leave Act (PMLA). Collectively bargained 
employees of private employers, part-time employees (or 
employees who work for fewer than 25 weeks in the year) and 
employees who are exempt from federal overtime requirements 
are not eligible for paid medical leave. Other employee 
exceptions also apply.
Under the PMLA, eligible employees must accrue a minimum of 
one hour of paid medical leave for every 35 hours worked. 
However, an employer is not required to allow accrual of over 
one hour in a calendar week or more than 40 hours in a benefit 
year. Employees must be allowed to carry over up to 40 hours of 
unused leave to the following year. As an alternative to the 
carryover requirement, employers may provide 40 hours of paid 
medical leave at the beginning of a year.
Employers may limit employees’ use of paid medical leave to 40 
hours per year. For paid medical leave purposes, a “year” is any 

STATE RESOURCES

Michigan Department of 
Licensing and Regulatory 
Affairs (LARA)
https://www.michigan.gov/l
ara

Paid Medical Leave – 
Resources from LARA
Model workplace poster and 
FAQs

http://www.legislature.mi.gov/documents/2017-2018/publicact/pdf/2018-PA-0369.pdf
https://www.michigan.gov/lara
https://www.michigan.gov/lara
https://www.michigan.gov/leo/0,5863,7-336-94422_59886_91049-488228--,00.html
https://www.michigan.gov/documents/lara/Paid_Medical_Leave_Act_FAQ_003_644567_7.pdf
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regular and consecutive 12-month period as determined by the employer.
Employers may impose a 90-day waiting period beginning with the start of employment, 
after which they must permit employees to use accrued medical leave for any of the 
following reasons: 
• An employee’s or family member’s mental or physical illness, injury or health condition, 

including the need for medical diagnosis, care or treatment, and preventive medical 
care;

• Closure of the employee’s primary workplace by order of a public official due to a public 
health emergency or closure of an employee’s child’s school or place of care by order of 
a public official due to a public health emergency;

• The employee’s or a family member’s exposure to a communicable disease that would 
jeopardize the health of others as determined by health authorities or a health care 
provider;

• If an employee or an employee’s family member is a victim of domestic violence or 
sexual assault, to obtain medical care, psychological or other counseling for physical or 
psychological injury or disability, or to:

o Obtain services from a victim services organization
o Relocate due to domestic violence or sexual assault 
o Obtain legal services or participate in any civil or criminal proceeding related 

to or resulting from the domestic violence or sexual assault
Employers may require employees to comply with the employer’s usual and customary 
notification, procedural and documentation requirements for requesting leave. Employers 
must conspicuously display a poster in the workplace about the paid medical leave 
requirements. A model poster is available for employers to use. Recordkeeping 
requirements also apply.
Employees do not need to be paid for unused accrued paid medical leave at separation; 
however, other laws, such as the Payment of Wages and Fringe Benefit Act, may require 
payment upon termination pursuant to the employer’s written policy or contract.
An employer who fails to provide paid medical leave is subject to a $1,000 administrative 
fine. An employer who willingly violates the posting requirement is subject to a $100 
administrative fine for each separate violation.

Jury Duty Leave

Employers may not discharge or discipline an employee for taking time off from work to 
serve on a jury. Leave is generally unpaid; however, some municipalities may provide 
additional protection for employees called to jury duty. Employers should check local 
ordinances in the areas where they do business.
Employers generally may not require an employee to work additional hours in a day if, 
when added to jury duty hours, the total time would exceed the number of hours the 
employee normally works.

Crime Victim Leave An employee who is a victim of a crime (as defined by state law) or a representative of a 
crime victim is entitled to take time off from work to testify in or attend a judicial 

https://www.michigan.gov/leo/0,5863,7-336-94422_59886_91049-488228--,00.html
https://www.michigan.gov/leo/0,5863,7-336-94422_59886_91049-488228--,00.html
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proceeding. Leave is unpaid.
A victim representative is:
• The guardian or custodian of a child of a deceased victim, if the child is under 18 years 

of age;
• The parent, guardian or custodian of a victim of an assaultive crime, if the victim is 

under 18 years of age; or
• A person designated to act in place of a victim of an assaultive crime while the victim is 

physically or emotionally disabled.
Employee protections apply.

Military Service Leave

In addition to USERRA, Michigan law provides employment protections for Michigan and 
U.S. military members.
• Employers must provide temporary unpaid leave to military service members for 

periods of military service, induction into the military or determining fitness for military 
service. Advance notice is required.

• Nondiscrimination protections and reemployment rights for military service members 
following military service leave.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, 
Minnesota employers must comply with state employment laws requiring employee leave for specific 
purposes. (Employers must also follow federal laws, such as the Family and Medical Leave Act, that 
require employee leave.)

Minnesota has state laws that mandate:

• Parenting leave
• Witness and crime victim leave;
• Domestic abuse leave;
• Jury duty leave;
• Election Leave;
• Military and military family leave;
• Civil Air Patrol leave; and
• Bone marrow donation leave.

The chart below provides a high-level overview of Minnesota’s employee leave laws.

Overview of Minnesota Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Parenting Leave 

Employers with 21 or more employees working in at least 
one site must provide eligible employees with parenting 
leave in certain circumstances. The Women’s Economic 
Security Act (WESA) amended Minnesota’s parenting leave 
laws.
To be eligible for parenting leave an employee must have 
worked for the employer for:
• At least 12 months (except employees taking school 

activities leave); and
• An average number of hours per week equal to one-half 

the hours required of a full-time equivalent position (half 
time) for 12 months.

Provided By Helpside, Inc.

https://www.revisor.mn.gov/bills/bill.php?b=House&f=HF2536&ssn=0&y=2014
https://www.revisor.mn.gov/bills/bill.php?b=House&f=HF2536&ssn=0&y=2014
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An eligible employee is entitled up to 12 weeks of unpaid 
leave.
Employees are entitled to use any available sick leave 
benefits provided by the employer to care for a child, adult 
child, spouse, sibling, parent, grandparent, stepparent, 
mother-in-law, father-in-law or grandchild who is sick or 
injured. 
In addition, an employee may use any personal sick leave 
benefits to take safety leave (whether or not the employer 
allows use of sick leave for that purpose) for assistance to 
the employee or to his or her relatives. “Safety leave” is 
leave taken for the purpose of providing or receiving 
assistance because of sexual assault, domestic abuse or 
stalking.
An employer must provide reasonable accommodations to 
an employee for health conditions related to pregnancy or 
childbirth, if the employee requests it (with the advice of 
her licensed health care provider or certified doula).
In addition, all employers must provide employees with up 
to 16 hours of unpaid leave during any 12-month period 
to attend their child’s school conferences or school-related 
activities.
Finally, employers who permit paternity or maternity leave 
for biological parents must, upon request, grant a leave of 
absence to an adoptive parent to arrange a child’s 
placement or care for the child after placement. Job 
protections apply to employees taking parenting leave.

Witness and Crime Victim Leave

Employers must allow a witness or victim of a crime, or the 
spouse or family member of a victim of a violent crime, a 
reasonable amount of time off from work to attend 
criminal proceedings related to the victim’s case if the 
employee is subpoenaed or requested by the prosecutor to 
attend court for the purposes of giving testimony. Notice 
and certification requirements apply. Leave may be paid or 
unpaid, at the employer’s discretion.

Domestic Abuse Leave

Employers must allow a victim of domestic abuse or 
harassment a reasonable amount of time off from work to 
obtain a protective order or harassment restraining order.
Notice and certification requirements apply. Leave may be 
paid or unpaid, at the employer’s discretion.

Jury Duty Leave Employers cannot discharge, threaten or coerce an 
employee because the employee received or responded to 
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a summons, served as a juror or attended court for 
prospective jury service.
Notice requirements apply. Leave may be paid or unpaid, 
at the employer’s discretion.

Election Leave

Employers must permit certain employees to take time off 
from work without penalty, as follows:
• Eligible voters are entitled to be absent from work for 

the time necessary to appear at the employee’s polling 
place, cast a ballot and return to work on the day of an 
election, including presidential primary elections. Leave 
is paid.

• Employees may take sufficient time off from work to 
serve as an election judge. Notice and certification 
requirements apply. Leave is unpaid.

• Employees who are appointed by a major political party 
to be a state central committee member or executive 
committee member may be absent from work to attend 
committee meetings. Notice and certification 
requirements apply. Leave is unpaid.

Employees appointed by a major political party to be a 
convention delegate or alternative convention delegate 
may be absent from work to attend  the delegates’ 
convention, including official convention committee 
meetings. Notice and certification requirements apply. 
Leave is unpaid.

Military and Military Family Leave

In addition to USERRA, Minnesota law provides 
employment protections for Minnesota and U.S. military 
members.
• National Guard members are entitled to up to four years 

of unpaid leave to engage in active military service 
during times of state-declared emergencies.

• Employers must grant up to 10 working days of unpaid 
leave to an employee who is an immediate family 
member of a member of the U.S. armed forces who has 
been injured or killed while engaged in active service.

• Employers must grant up to one day per calendar year 
of unpaid leave to an employee who is an immediate 
family member of a member of the U.S. armed forces 
who has been ordered to active service.

• Nondiscrimination protections apply for all military 
service members and their families.
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SPECIAL NOTE: The information in this chart focuses on statewide laws. Cities, towns and counties 
across the country (including Minneapolis, St. Paul and Duluth) have also enacted employee leave 
ordinances. Employers must generally comply with both local and statewide law where it applies.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Minnesota.

Civil Air Patrol Leave

Employers with at least 20 employees working in at least 
one site must provide an unpaid leave of absence to any 
employee who:
• Is a Civil Air Patrol member;
• Performs services for the employer for an average of 20 

or more hours per week; and
• Renders service in his or her capacity as a Civil Air Patrol 

member on the request and under the authority of the 
state or any of its political subdivisions. 

Bone Marrow Donation Leave

Employers with 20 or more employees working in at least 
one site must provide eligible employees with paid leave 
for bone marrow donation. Employees are eligible for bone 
marrow donation leave if they:
• Perform services for hire for an employer for an average 

of 20 or more hours per week; and
• Seek to undergo a medical procedure to donate bone 

marrow.
Leave may be taken intermittently, but may not exceed 40 
work hours, unless the employer agrees otherwise. 
Certification requirements apply.

http://sicktimeinfo.minneapolismn.gov/employer-resources.html
https://www.stpaul.gov/departments/human-rights-equal-economic-opportunity/labor-standards-enforcement-and-education-1-0
https://duluthmn.gov/city-clerk/earned-sick-safe-time/about-earned-sick-safe-time/


1

Employee Leave Laws—Overview
 

Provided By Helpside, Inc.

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2015, 2018 Zywave, Inc. All rights reserved. 

Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Mississippi has employee leave laws regarding:

• Jury duty leave;
• Crime victims’ leave; and
• Military leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Mississippi’s employee leave laws and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

 

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

An employer may not attempt to interfere with an employee’s 
jury service by threats or intimidation, or otherwise subject the 
employee to adverse employment action as a result of jury 
service. Employees must notify their employers within a 
reasonable amount of time after receiving a summons for jury 
service. An employer may not require an employee to use annual, 
vacation or sick leave for any time spent in connection with jury 
service.

Crime Victims’ 
Leave

Employees who are crime victims may take leave from work in 
order to:
• Respond to a subpoena to testify in a criminal proceeding; or
• Participate in the reasonable preparation of a criminal 

proceeding.
Employees must be granted leave without the loss of 
employment, intimidation or threat or fear of the loss of 
employment.

STATE RESOURCES

Mississippi Department 
of Employment Security
http://mdes.ms.gov/employ
ers/

Poster
Employers can use these 
model posters to satisfy 
their posting requirements.

http://mdes.ms.gov/employers/
http://mdes.ms.gov/employers/
https://mdes.ms.gov/employers/unemployment-tax/employer-resources/required-posters/
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Military Leave

In addition to the federal Uniformed Services Employment and Reemployment Rights 
Act (USERRA), Mississippi provides reemployment rights for returning military 
members. Members of the United States Armed Forces or persons in active state duty 
(of Mississippi or any other state) must be permitted an unpaid leave for military duty 
or training. Upon release or discharge from military duty or training (other than under 
dishonorable conditions), military members must be reinstated to their positions or to 
similar positions with equal status, pay and seniority.

COMPLIANCE STEPS
It is important for Mississippi employers to understand when their employees are entitled to take time off from work, 
and the legal protections associated with such leaves. Employers that violate state or federal leave law requirements 
may be subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage 
awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, Missouri state law requires employers to provide their employees with certain types 
of paid and unpaid leave. Employers must also remember to comply with any federal leave laws that 
apply to them, such as the Family and Medical Leave Act. 

Missouri state law includes the following employee leave mandates:

• Voting leave
• Jury duty leave
• Victim and witness leave
• Domestic violence victim leave

The chart below provides a high-level overview of Missouri state laws on employee leave.

Overview of Missouri Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Voting Leave

Employers must allow employees three hours of paid leave to vote 
on an election day, if the employees applied for leave prior to 
election day. Leave is not available if an employee’s work schedule 
provides three consecutive hours of non-working time when the 
polls are open. Employers may specify the hours employees may 
take leave to vote.

Jury Duty Leave

Employees are entitled to leave to respond to a jury summons, 
participate in the jury selection process and serve on a jury, without 
any retaliatory adverse action by their employers. Employers may 
not require employees to use annual, vacation, personal or sick 
leave for any time spent responding to a jury summons, including 
serving on a jury.

Victim and Witness Leave

Employers must permit victims of dangerous felonies, domestic 
assault and other crimes to take unpaid leave from work to:
• Respond to a subpoena to testify in a criminal proceeding; 
• Attend a criminal proceeding; or 
• Participate in the preparation of a criminal proceeding. 

Provided By Helpside, Inc.
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SPECIAL NOTE: Please note that the information in the above chart focuses on statewide laws. 
Employers must be aware that localities across the country have enacted ordinances requiring 
employers to provide paid sick leave to employees. An employer located in a city, county or town with a 
local paid sick leave law must comply with the local ordinance and statewide law.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Missouri.

The same leave rights must be granted to a victim’s immediate 
family member. Upon written request, unpaid leave rights must be 
provided to victims of all other crimes and witnesses of crimes. 
An employer may not discharge or discipline any witness, victim or 
member of a victim's immediate family for exercising these rights. 
Employers may not require an employee to use available paid leave 
to cover time missed for these purposes.

Domestic Violence Victim 
Leave

Employers with at least 20 employees must provide unpaid leave 
when workers or their family members are victims of domestic or 
sexual violence. Leave may be taken to:
• Seek medical attention for physical or psychological injuries;
• Obtain services from a victim services organization;
• Obtain psychological or other counseling;
• Participate in safety planning, relocate or take other actions to 

increase safety or economic security; or
• Seek legal assistance or remedies, including preparing for or 

participating in civil or criminal proceedings.
Employers with 20-49 employees must allow workers one week of 
unpaid leave per 12-month period. Employers with at least 50 
employees must provide workers with two weeks of leave every 12 
months. Leave may be intermittent or on a reduced schedule.
Employer notice requirements apply, effective Oct. 27, 2021. 
Employees must provide 48 hours’ advance notice of leave when 
practicable. Employers may require certification of the need for 
leave.

https://labor.mo.gov/sites/labor/files/DLS/LS_112_Poster_f_0.pdf
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Employee Leave Laws  ̶  Overview
Employers have some flexibility when it comes to establishing or negotiating employee leave policies. 
However, Montana employers are required by state law to provide certain types of leave for their 
employees, in addition to leave under federal laws such as the Family and Medical Leave Act. 

Montana state law mandates that employers provide: 

• Leave for employees holding public office;
• Military leave; and
• Maternity leave.

The chart below provides a high-level overview of Montana’s state employee leave laws.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Leave for Employees 
Holding Public Office

An employer who employs 10 or more employees must grant 
employees who are elected or appointed to a public office up to 180 
days of unpaid leave per year in order to perform public services. An 
employee who returns to work within 10 days following his or her 
public service must be restored to his or her position with the same 
seniority, status, compensation, hours, locality and benefits as existed 
prior to the leave.

Military Leave

Montana law prohibits discrimination against members of the national 
guard (of any state) and provides the following job protections for 
members of the armed services:
• Members ordered to federally-funded military duty (voluntary or 

involuntary) are entitled to the same reemployment rights and 
benefits as provided under USERRA.

• Members ordered to state military duty (voluntary or involuntary) 
are entitled to a leave of absence for the period of state military 
duty. The leave may not be deducted from any sick, vacation, military 
or other accrued leave, unless employees desire it.

• Reemployment rights apply after leave for state military duty, with the 
same seniority, status, pay, health insurance, pension and other 
benefits as the member would have accrued if not on leave for state 
military duty. Members must request reemployment within a timely 

Provided By Helpside, Inc.
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More Information
Contact Helpside, Inc. for more information on employee leave laws in Montana.

manner after state active duty, based on length of state military 
service.

Maternity Leave

All employers must grant employees reasonable leave due to 
pregnancy. An employee returning from maternity leave must be 
reinstated to her original position or an equivalent position with equal 
pay, seniority, retirement, fringe benefits and other service credits, 
unless the employer’s circumstances have changed so as to make 
reemployment impossible or unreasonable.
An employer may not terminate an employee because of pregnancy 
and may not deny an employee who is disabled due to pregnancy any 
compensation the employee is entitled to under disability or leave 
benefits. An employer may not require an employee to take a 
mandatory maternity leave for an unreasonable length of time.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, 
Nebraska employers must comply with state employment laws requiring employee leave for specific 
purposes.

Employers must also follow federal laws not addressed here, such as the Family and Medical Leave Act, 
that require employee leave. 

Nebraska has state laws that mandate:

• Jury duty leave;
• Emergency responder leave;
• Voting leave;
• Adoption leave; and
• Family military leave.

Overview of Nebraska Employee Leave Laws

Type of Leave Requirements

Jury Duty Leave

An employer must allow paid leave for any employee who is 
summoned to serve on a jury for the duration of the jury service. 
Workers on jury duty must be excused on request from shift work 
without loss of pay. Employers may not discharge or otherwise 
penalize an employee due to an absence related to jury duty.  
Employees must provide employers reasonable notice of their 
summons for jury duty.
An employer may deduct an employee’s pay by an amount equal 
to the compensation the employee received from the court for 
jury service. 

Emergency Responder Leave

Employers are prohibited from terminating or taking any adverse 
action against an employee who is a volunteer emergency 
responder and is absent or late to work due to responding to an 
emergency in their volunteer capacity. To be eligible for this 
protection, the employee must have been deployed prior to the 
time the employee was to report to work.

Provided By Helpside, Inc.
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Voting Leave

Employees who are registered voters must be allowed up to two consecutive 
hours of paid time off from work to vote on an election day. Employees must 
apply for leave in advance of election day, and the employer may specify the 
hours which the employee may take leave.
Employees who have at least two consecutive hours of non-work time when the 
polls are open to vote are not eligible for leave. In addition, employers may allow 
an employee less than two hours of leave if the time away from work combined 
with the employee’s non-work time is at least two consecutive hours between 
the opening and closing of the polls.

Adoptive Parent 
Leave

If an employer has a policy that allows an employee to take a leave of absence 
upon the birth of the employee’s child, then the employer is required to provide 
an adoptive parent the same leave on the same terms following the placement 
of the child with the employee. Leave is not required to be granted if:
• The child being adopted is a special needs child over 18 years old;
• The child is over 8 years old and is not a special needs child;
• The child is a stepchild being adopted by his or her stepparent;
• The child is a foster child being adopted by his or her foster parent; or
• The child was originally under a voluntary placement for purposes other than 

adoption without assistance from an attorney, physician or other individual or 
agency which later resulted in a petition for the child’s adoption by the person 
with whom the voluntary placement was made.

Family Military 
Leave Act

Employers with 15 or more employees must allow an eligible employee unpaid 
family military leave if the employee is a spouse or parent of a person called to 
military service lasting 179 days or longer, as follows:
• Employers with 15 to 50 employees must provide up to 15 days of unpaid 

leave to an eligible employee during the time federal or state deployment 
orders are in effect.

• Employers with more than 50 employees must provide up to 30 days of 
unpaid leave to an eligible employee during the time federal or state 
deployment orders are in effect.

To be eligible, an employee must have been employed for at least 12 months 
and worked at least 1,250 hours for a covered employer during the 12-month 
period preceding the leave.
Employers must allow employees on leave to continue their benefits at the 
employee’s expense. Additionally, an employee may not lose any employment 
benefit accrued prior taking family military leave. Employees returning from 
family military leave must be restored to the position held prior to the leave or 
to a position with the same status, benefits, pay and other terms and conditions 
of employment.
Employees seeking leave must give notice and employers may require 
documentation to verify an employee’s leave request.
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SPECIAL NOTE: The information in this chart focuses on statewide laws. Cities, towns and counties 
across the country have also enacted employee leave ordinances. Employers must generally comply 
with both local and statewide law where it applies.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Nebraska.
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Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, Nevada employers must provide their employees with certain types of paid and 
unpaid leave required by state law. 
Nevada state law includes the following employee leave mandates: 

• Paid leave;
• Kin care leave;
• Jury duty leave;
• Voting leave;
• Parental leave for school-related activities; and
• Leave for victims of domestic violence.

Employers should be aware that local governments sometimes enact ordinances that require employers 
to provide paid or unpaid sick leave to employees. When an employer is subject to both a local law and 
a state law regarding employee leave, the employer must generally comply with both. Employers may 
also be subject to federal leave laws, such as the federal Family and Medical Leave Act (FMLA). 

The chart below provides a high-level overview of Nevada employee leave laws at the state level.

Overview of Nevada’s Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Paid Leave

Employers with 50 or more employees in Nevada must provide 
paid leave to all employees except temporary, seasonal and on-
call workers. New employers are exempt for their first two years 
of operation, as are employers that provide at least 40 hours of 
paid time off per year under the same conditions as required by 
the paid leave law.
Leave accrues at the rate of 0.01923 hours per hour worked, 
and may be used for any reason. Employers may cap annual 
accrued leave at 40 hours. They may also advance a year’s worth 
of accrued paid leave to an employee before it has accrued. 
Employees may carry over up to 40 hours of leave from year to 
year.

Provided By Helpside, Inc.
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Employees begin accruing leave on their first day of work and 
must be allowed to begin using leave on their 90th day of work. 
The employee must notify the employer of the need for leave as 
soon as practicable, but employers may not require a 
justification for the leave. Employees are compensated at their 
regular rate of pay.
Employers must display this poster in a conspicuous place in the 
workplace, and they must keep accrual and use records for one 
year.

Kin Care Leave

Effective Oct. 1, 2021, Nevada private employers that provide 
sick leave must allow employees to take the leave for an 
immediate family member’s illness, injury, medical appointment 
or other authorized medical need. 
Employers may limit this “kin care leave” to the amount of leave 
the employee accrues over six months. Notice requirements 
apply, and violators may be fined up to $5,000 per violation.

Jury Duty Leave

An employer may not terminate or threaten to terminate an 
employee for serving as a juror or prospective juror, nor can an 
employee be required to use sick or vacation time for jury duty.
An employer may not require an employee to work within the 
eight hours before the employee is to appear for jury duty. 
Additionally, an employee who served for four or more hours in 
a day (including travel time) cannot be required to work 
between 5 p.m. that day and 3 a.m. the following day.
An employee must provide his or her employer with notice of 
the jury summons at least three days before the employee is to 
appear.

Voting Leave

An employer must grant an employee sufficient time away from 
work in order to vote. “Sufficient time” is based on the distance 
from the worksite to the polling location, not exceeding three 
hours. An employee must request leave to vote before the day 
of the election. Employers may designate the hours the 
employee may take leave to vote. Voting leave must be paid.

Parental Leave for School-Related 
Activities

Employers with 50 or more employees must grant employees 
with children up to four hours of unpaid leave per school year to 
attend parent-teacher conferences, school activities or school-
sponsored events, or to volunteer or be involved at the school 
during school hours. Leave must be taken in at least one-hour 
increments at a time agreed to by the employer and employee. 
Notice and documentation requirements apply.

http://labor.nv.gov/uploadedFiles/labornvgov/content/Employer/SB%20312%20Paid%20Leave%20English.pdf
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In addition, an employer may not terminate or threaten to 
terminate an employee who is a parent, guardian or custodian of 
a child for taking leave to attend a conference at the request of a 
school administrator, or because the employee was notified by 
the school during the workday of an emergency regarding the 
child.

Leave for Victims of Domestic 
Violence

Employers must allow eligible employees (those employed with 
the employer for at least 90 days) to take up to 160 hours of 
domestic violence leave.  
Eligible employees must be provided leave for the following 
circumstances:
• For the diagnosis, care or treatment of a health condition 

related to domestic violence against the employee or the 
employee’s family or household member;

• To obtain counseling or assistance related to an act of 
domestic violence;

• To participate in any court proceedings; or
• To establish a safety plan, including (without limitation) any 

action to increase the safety of the employee or the 
employee’s family or household member from a future act 
of domestic violence.

“Family or household member” is defined as a spouse, domestic 
partner, minor child or parent or other adult person related 
within the first degree of consanguinity or affinity to the 
employee, or other adult person actually residing with the 
employee at the time of the domestic violence.
Leave may be taken consecutively or intermittently. It may be 
paid or unpaid. Leave for domestic violence must run 
concurrently with leave under the federal FMLA, when 
applicable. An employee is only eligible for up to 160 hours of 
leave within the 12-month period immediately following the 
date an act of domestic violence occurred. 
After taking any hours of leave due to the occurrence of 
domestic violence, an employee must provide 48 hours’ 
advance notice to his or her employer of the need to use 
additional hours of leave.
An employer may require documentation to support the need 
for leave such as police reports, a copy of an application for an 
order of protection, an affidavit from an organization that 
provides services to victims of domestic violence or 
documentation from a physician. Any documentation must be 
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More Information
Contact Helpside, Inc. for more information on employee leave laws in Nevada.

kept confidential. Employee protections and employer notice 
requirements apply.
In addition, absent undue hardship, employers must provide 
employees affected by domestic violence with reasonable 
accommodations. Possible reasonable accommodations may 
include a transfer or reassignment, modified work schedule, a 
new telephone number for work or any other reasonable 
accommodation deemed necessary to ensure the safety of the 
employee, the workplace, the employer or other employees.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, New 
Hampshire employers must comply with state employment laws requiring employee leave for specific 
purposes. (Employers must also follow federal employee leave laws, such as the Family and Medical 
Leave Act.)

New Hampshire has state laws that require:

• Jury duty leave;
• Rescue member leave during a state of emergency;
• Crime victim leave; and
• Pregnancy disability leave.

In addition, effective Jan. 1, 2023, private employers and employees have the option of participating in 
paid family leave insurance. Permanent state employees must be covered at no cost.

This Employment Law Summary provides a high-level overview of New Hampshire’s employee leave 
laws.

Overview of New Hampshire Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

An employer may not terminate, threaten or coerce an 
employee regarding his or her employment because the 
employee receives and responds to a summons, serves as a 
juror or attends court for prospective jury service.

Leave Authorized in a State of 
Emergency

An employer must allow an employee who is a member of a 
fire department, rescue squad or emergency medical 
services agency to take unpaid leave if called to service 
during a declared state of emergency.
Employees may choose to use vacation or other accrued 
leave for the period of emergency service, but employers 
may not require employees to do so.

Crime Victim Employment Leave An employer with 25 or more employees must allow an 
employee who is a victim of a crime to take unpaid leave so 

Provided By Helpside, Inc.
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SPECIAL NOTE: New Hampshire has enacted a family leave insurance program to provide partial wage 
replacement for employee leaves of up to six weeks for specified family and medical reasons. The 
program is voluntary for private employers, and employers with more than 50 employees who sponsor 
coverage contract directly with the insurance carrier chosen by the state. Workers whose employers do 
not offer coverage may opt into the plan. Private employers may voluntarily fund part or all of the cost 
of coverage with a tax credit for 50% of premiums paid. The state is to make coverage available by Jan. 
1, 2023.

SPECIAL NOTE: The information in this chart concerns statewide laws. Cities, towns and counties across 
the country have also passed employee leave laws, and employers must generally comply with both the 
local ordinance and statewide law where they apply.

that the employee may attend court or other proceedings 
associated with the crime.
An employee may choose to use accrued vacation, personal 
or sick leave time, or the employer may require the 
employee to do so. Employees are subject to notice and 
documentation requirements. An employer may only limit 
leave to the extent that an employee’s absence creates an 
undue hardship on the employer.
Employers may not retaliate or discriminate against 
employees who exercise their right to take leave.

Pregnancy Disability Leave

Employers with six or more employees are subject to New 
Hampshire’s “Law Against Discrimination,” which requires a 
covered employer to provide a female employee with leave 
from work due to physical disability resulting from 
pregnancy, childbirth or related medical conditions for the 
duration of such disability. When the employee is ready to 
return to work, she must be restored to her original 
position (or a comparable position).
Pregnancy, childbirth and related medical conditions must 
be considered temporary disabilities for all employment-
related purposes (including receipt of fringe benefits), and 
employees must be treated the same as any employee 
affected by any other temporary disability.
Employers with 50 or more employees are also subject to 
the federal Family and Medical Leave Act (FMLA), which 
provides eligible employees with up to 12 weeks of unpaid 
leave due to childbirth.

http://gencourt.state.nh.us/bill_status/billText.aspx?sy=2021&id=1080&txtFormat=html
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Employee Leave Laws–Overview  
Employers have some flexibility when it comes to establishing or negotiating employee leave such as 
vacation time, personal leave and sick leave. However, in New Jersey, state laws require covered 
employers to provide employees with leave in certain situations. Employers must also provide employee 
leave when required to do so by federal laws such as the Family and Medical Leave Act. 

New Jersey state law requires employers to provide:

• Paid sick leave;
• Family leave;
• Domestic and sexual violence leave;
• Jury duty leave;
• Military leave; and
• Emergency responder leave.

While New Jersey’s required family leave is unpaid, employees on family leave may be eligible for the 
state’s paid family leave program, which replaces the wages of workers who need to miss work for 
certain family reasons. This program is part of the state’s temporary disability insurance program. It is 
funded by employees through payroll deductions and administered by the New Jersey Department of 
Labor and Workforce Development. 

The chart below provides a high-level overview of New Jersey’s employee leave laws.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Paid Sick Leave

All New Jersey employers must provide employees with paid sick 
leave. The paid sick leave law pre-empts all existing and future 
local ordinances that regulate paid sick leave. Employers must 
comply only with the statewide law.
Employees must accrue at least one hour of paid sick leave for 
every 30 hours worked, up to 40 hours per year. The benefit 
year is any consecutive 12-month period as established by the 
employer.
Employees begin accruing paid sick leave upon hire. Employers 
may require employees to wait 120 calendar days after the 
employee’s hire date to use any accrued paid sick leave. 

Provided By Helpside, Inc.

https://myleavebenefits.nj.gov/labor/myleavebenefits/employer/index.shtml?open=FLI
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Employees must be permitted to use up to 40 hours of paid sick 
leave per year for any of the following reasons:
• Preventive medical care for the employee or for diagnosis, 

care, treatment or recovery from an employee’s own mental 
or physical illness, injury or other adverse health condition;

• Time needed for the employee to care for his or her family 
member during diagnosis, care, treatment or recovery from 
the family member’s mental or physical illness, injury or other 
adverse health condition or for the family member’s 
preventive medical care;

• Time off needed due to the employee, or an employee’s 
family member, being a victim of domestic or sexual violence 
to allow the victim to obtain certain services, including 
medical attention, counseling, relocation or legal services; 

• Time off when the employee cannot work due to the closure 
of the employee’s workplace or the closure of the employee’s 
child’s school or place of care due to a public health concern; 

• Time off needed because the presence in the community of 
the employee (or a family member of the employee) has been 
determined by a health care provider or public health 
authority to jeopardize the health of others

• Time off needed during a state of emergency because the 
employee (or a family member in need of care by the 
employee) is in isolation or quarantine as a result of suspected 
exposure to a communicable disease

• Time off to attend certain school-related conferences, 
meetings or functions for the employee’s child.

The law covers time off to be tested for COVID-19 or obtain a 
COVID-19 vaccine, including appointment travel and recovery 
from side effects.
Employees using paid sick leave must be paid the same rate of 
pay, with the same benefits that they normally earn, so long as 
the pay rate is not less than the applicable minimum wage. 
Employers may require seven days’ notice of leave for scheduled 
appointments.
Employers may require reasonable documentation for leave for 
three or more consecutive days.
Employers are not required to pay employees for unused paid 
sick leave upon separation from employment. Employer notice, 
recordkeeping and anti-retaliation provisions apply.

New Jersey Family Leave Act 
(NJFLA)

In addition to the federal FMLA, the New Jersey Family Leave Act 
(NJFLA) entitles eligible employees to take time off for family 
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and medical reasons. All employers with 30 or more employees 
must comply with the NJFLA for their New Jersey employees. 
To be eligible for leave under the NJFLA, an employee must:
• Have been employed for at least 12 months for the employer; 

and
• Have worked 1,000 hours in the 12 months prior to the leave.
The law contains an exception for highly paid employees, but 
the exception does not apply when the leave is due to an 
epidemic of communicable disease, known or suspected 
exposure to a communicable disease, or efforts to prevent 
spread of a communicable disease.
An eligible employee may take 12 weeks of family leave within 
any 24-month period for the birth of the employee’s child, a 
child’s placement for adoption or foster care with the employee,  
a family member’s isolation or quarantine because of suspected 
exposure to a communicable disease, the serious health 
condition of an employee’s family member, or the ordered 
closure of a child’s school or place of care due to an epidemic of 
a communicable disease or other public health emergency.
Leave may be paid, unpaid or a combination. Employers may 
require employees to exhaust accrued paid leave, if required for 
other types of leaves. 
Intermittent leave is permitted when taking leave to care for a 
family member with a serious health condition or taking leave 
following a foster care placement, birth or adoption of a child. 
Leave to care for a family member with a serious health 
condition may be taken on a reduced-schedule basis for up to 12 
consecutive months for any one period of leave. Intermittent 
leave is also permitted when taking leave for qualifying reasons 
due to an epidemic of communicable disease if the employee:
• Provides the employer with notice as soon as practicable; and
• Makes a reasonable effort to schedule the leave so as not to 

unduly disrupt the operations of the employer and, if possible, 
provides the employer with a schedule of the days when leave 
will be taken.

The 24-month period may be measured as:
• Two calendar years;
• A fixed 24-month period starting on a specified date, such as 

the employer’s fiscal year or the anniversary of the 
employee’s date of hire;

• The 24-month period beginning on the first day of the 
employee’s first NJFLA leave; or
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• A rolling 24-month period, measured backward from the date 
of any NJFLA leave.

When leave is covered by both the FMLA and the NJFLA, the 
leaves run concurrently. 
Employers must post an NJFLA poster in the workplace, include a 
notice in employee handbooks (or provided individually if there 
is no handbook), and provide a notice to each employee on 
hiring and on request. Job reinstatement and nonretaliation 
provisions apply.
Violations of the NJFLA are subject to fines of up to $5,000 per 
offense, reinstatement, back pay, attorneys fees and punitive 
damages up to $10,000. For class actions or complaints brought 
by the state, punitive damages may be as much as $500,000 or 
1% of the net worth of the defendant, whichever is less.

New Jersey SAFE Act

The New Jersey Security and Financial Empowerment (SAFE) Act 
requires a covered employer (one with 25 or more employees) 
to provide an eligible employee with unpaid leave following any 
incident of domestic violence or sexually violent offense against 
the employee or the employee’s parent-in-law, sibling, 
grandparent, grandchild, child, parent, spouse, domestic 
partner, civil union partner or any other individual related by 
blood to the employee, and any other individual that the 
employee shows to have a close association with the employee 
which is the equivalent of a family relationship.
To be eligible for leave under the SAFE Act, employees must 
have:
• Been employed for at least 12 months; and
• Worked no less than 1,000 hours during the preceding 12-

month period.
An employee is entitled to take up to 20 days of unpaid leave 
within one year of the qualifying event in order to get medical 
attention, obtain services from victim services organizations, 
obtain psychological or other counseling, safety planning (such 
as relocation), seek legal assistance, or to attend or participate in 
preparation for court proceedings.
Each incident of domestic or sexual or violence counts as a 
separate offense for which an employee is entitled to unpaid 
leave, provided the employee has not exhausted the allotted 20 
days for the 12-month period. The unpaid leave may be taken 
intermittently in intervals of no less than one day.
An employer may require documentation of the domestic 
violence or sexually violent offense. Employees must give as 
much advance notice to employers for the need to take leave as 

https://www.njoag.gov/wp-content/uploads/2021/10/36x24_Family-Leave-Act.pdf
https://www.nj.gov/oag/dcr/downloads/fact-FLA.pdf
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is reasonable. The notice must be written if the need for leave is 
foreseeable, unless an emergency or other circumstance 
prevents advance notice.
Employees may elect to use accrued paid leave (or any family 
temporary disability leave benefits) during any part of the 20-
day period of unpaid leave. If the leave also qualifies under the 
NJFLA or FMLA, the leaves will run concurrently.
Employees may bring suit for violations; remedies include fines, 
reinstatement, back pay and attorneys fees.

Jury Duty Leave

Employers must allow employees to take unpaid leave for time 
spent complying with a jury summons. An employer may not 
discharge, penalize, threaten or otherwise coerce an employee 
because he or she is required to attend court for jury service.

Military Leave

In addition to USERRA, New Jersey law provides reemployment 
rights to U.S. military service members and members of any 
state’s National Guard. The law protects any employee who 
leaves work, other than a temporary position, to do any of the 
following:
• Complete military service;
• Participate in military assemblies or annual training;
• Attend service schools conducted by the U.S. armed forces for 

up to three months in a four-year period.
Following active duty, an employee must be reinstated to the 
same or similar position they previously held and for which they 
are still qualified. If this is not possible (due to a reason 
permitted by the law), the employee must be restored to any 
available position for which he or she is qualified, upon request. 
The employee may not be discharged without cause for one year 
after reemployment.
In general, an employee must apply for reemployment within 90 
days after completing military service, and must provide a 
certificate of completion from an officer of the military force. 
However, employees who participate in annual training, military 
assemblies or service schools must apply for reemployment 
within 10 days after completing the training or service school.
Permanent or full-time temporary employees of the state or a 
county, town or public school who have been employed for at 
least one year must be provided with 30 days of paid leave for 
active duty with the federal reserves, including with the National 
Guard of other states. Full-time temporary employees who have 
been employed for less than one year must be provided 30 days’ 
unpaid leave.
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More Information
Contact Helpside, Inc. for more information on employee leave laws in New Jersey.

New Jersey public employers may pay their employees their full 
or partial regular compensation during periods of federal or New 
Jersey state military service. However, commissioned officers 
may only be paid an amount that will bring their combined 
military and public employee compensation up to their total 
public employee compensation before entering the military 
service.

Emergency Responders 
Employment Protection Act

An employer may not terminate, dismiss or suspend any 
employee who is absent from work due to service in his or her 
volunteer capacity as a volunteer emergency responder. 
Volunteer emergency responders include any active member in 
good standing of a:
• Volunteer fire company;
• Duly incorporated first-aid, rescue or ambulance squad; or
• County or municipal volunteer Office of Emergency 

Management (provided the member’s official duties include 
responding to a fire or emergency call).

Leave is unpaid; there is no limit on the amount an eligible 
employee can take. However, if leave exceeds one workday, 
daily notice from the incident commander is required. 
Employees must give their employers at least one-hour advance 
notice of their absence from work to fulfill emergency services in 
response to a declared state of emergency or emergency alarm. 
In addition, employees must provide their employers with 
documentation verifying their absence was related to volunteer 
emergency services.



1
This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2017-2021 Zywave, Inc. All rights reserved. 

Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, New Mexico state law requires employers to provide their employees with certain 
types of paid and unpaid leave. Employers must also remember to comply with any federal leave laws 
that apply to them, such as the Family and Medical Leave Act. 

New Mexico state law includes the following employee leave mandates:

• Voting leave;
• Jury duty leave;
• Volunteer emergency responder leave;
• Domestic abuse leave; 
• Military leave; and
• Caregiver leave.

In addition, effective July 1, 2022, the state’s Healthy Workplaces Act provides employee rights to paid 
sick leave.

The chart below provides a high-level overview of New Mexico state laws on employee leave.

New Mexico Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Voting Leave

Employers must allow employees up to two hours of leave to 
vote on an election day. However, voting leave is not required for 
an employee whose workday begins two or more hours after the 
polls open or ends three or more hours before the polls close.
An employer may designate the hours an employee may take 
leave to vote. An employee who takes leave to vote may not be 
liable for any penalty. The Attorney General has stated the law 
requires up to two hours of voting leave to be paid for hourly 
workers.

Jury Duty Leave

An employer may not terminate, threaten or coerce an employee 
who receives a jury summons or serves on a jury. Employers 
cannot require employees to use annual, vacation or sick leave 
for time spent serving on a jury.

Provided By Helpside, Inc.



2

Employee Leave Laws

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2017-2021 Zywave, Inc. All rights reserved. 

Volunteer Emergency Responder 
Leave

Employers must grant unpaid leave to volunteer emergency 
responders in order to respond to emergencies or disasters. 
Employees are responsible for properly notifying their employers 
and providing documentation of the leave.
An employee who takes leave for this purpose may not be 
terminated, demoted or discriminated against in any manner of 
employment. However, protection from termination does not 
apply if the employee is absent for more than 10 business days in 
a calendar year.

Domestic Abuse Leave

Every employer must provide leave to an employee who:
• Is a victim of domestic abuse; or
• Has a family member (including the employee’s minor child or 

a person for whom the employee is a legal guardian) who is a 
victim of domestic abuse.

Domestic abuse leave is intermittent leave of up to 14 days (paid 
or unpaid) in a calendar year. An employee may take domestic 
abuse leave for up to eight hours in one day in order to:
• Obtain an order of protection or other judicial relief from 

domestic abuse;
• Meet with law enforcement officials;
• Consult with attorneys or district attorneys’ victim advocates; 

or
• Attend court proceedings related to the domestic abuse.
When domestic abuse leave is taken in an emergency, the 
employee (or his or her designee) must notify the employer 
within 24 hours of taking leave. An employer may require 
verification of the need for leave, including a police report, order 
of protection or other court evidence, or a written statement 
from an attorney or another person who is representing the 
employee in connection with domestic abuse.
An employee must be allowed to use accrued sick leave or other 
available paid time, compensatory time or unpaid leave, 
consistent with an employer’s policies. The employer must 
continue an employee’s health insurance coverage and other 
accrued benefits during domestic abuse leave. Any leave taken by 
an employee may not be considered when calculating his or her 
eligibility for benefits.
Employers may not retaliate against any employee who takes 
domestic abuse leave. Any information obtained regarding an 
employee’s incident of domestic abuse must remain confidential.
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Military Leave

In addition to the federal law, the Uniformed Services 
Employment and Reemployment Act (USERRA), New Mexico law 
provides the following job protections for military members:
• A member of the United States Armed Forces, National Guard 

or organized reserve who serves on active duty and is 
honorably discharged or released from duty must be reinstated 
to his or her original position (or to a position of like seniority, 
status and pay). The member must apply for reemployment 
within 90 days after being relieved from service or 
hospitalization (unless hospitalization after discharge lasted 
more than one year).

• Upon reemployment, the military member may not lose 
seniority and is entitled to participate in insurance or other 
benefits offered by the employer. Returning military members 
may not be discharged without cause within one year after 
reemployment.

An employer may not refuse to hire, penalize or discharge any 
person due to his or her membership in the National Guard, or 
prevent the member from performing military service.

Caregiver Leave

Employers that provide employees with paid sick leave must 
permit their employees to use the leave to care for family 
members under the same terms and procedures. 
“Family member” means an individual who is the spouse or 
domestic partner of or is by blood, marriage or legal adoption a 
parent, grandparent, great-grandparent, child, foster child, 
grandchild, great-grandchild, brother, sister, niece, nephew, aunt 
or uncle of an eligible employee.

Paid Sick Leave

Effective July 1, 2022, New Mexico private employers must 
provide up to 64 hours of paid sick leave annually. All employees 
are eligible for leave, including part-time, seasonal and temporary 
employees.
Employees accrue at least one hour of leave for every 30 hours 
worked, or employers may frontload 64 hours of paid leave on 
Jan. 1 each year. Leave carries over from year to year, but 
employee use of leave may be capped at 64 hours annually. 
Leave begins accruing and may be used at the start of 
employment or July 1, 2022, whichever is later. 
An employee may use paid sick leave for:
• The employee's or a family member’s mental or physical illness, 

injury or health condition; medical diagnosis, care or treatment 
of a mental or physical illness, injury or health condition; or 
preventive medical care;
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SPECIAL NOTE: Please note that the information in the above chart focuses on statewide laws. 
Employers must be aware that localities across the country have enacted ordinances requiring 
employers to provide paid sick leave to employees. An employer located in a city, county or town with a 
local paid sick leave law must comply with the local ordinance and statewide law.

More Information
Contact Helpside, Inc. for more information on wage payment and work hour laws in New Mexico.

• Meetings at the employee's child's school or place of care 
related to the child's health or disability; or

• Absence necessary due to domestic abuse, sexual assault or 
stalking suffered by the employee or a family member of the 
employee; provided that the leave is for the employee to:
o obtain medical or psychological treatment or other 

counseling;
o relocate;
o prepare for or participate in legal proceedings; or
o obtain services or assist a family member with any of the 

above activities.

Family member is defined broadly and includes, among others, an 
employee’s spouse; domestic partner; the biological, adopted 
foster or step child or parent of either; a grandparent, grandchild 
or biological, foster, step or adopted sibling of either; a legal ward 
and in loco parentis and family equivalent relationships.
Payout on separation of employment is not required.
Employer policies providing leave benefits equivalent to those in 
the law will satisfy its requirements.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, New 
York employers must comply with state employment laws requiring employee leave for specific 
purposes.

Employers must also follow federal laws, such as the Family and Medical Leave Act (FMLA), that require 
employee leave.

New York has state laws mandating:

• Paid family leave; 
• Sick leave (paid and unpaid);
• Civic duty leave;
• Voting leave;
• Military and military spouse leave;
• Bone marrow and blood donation leave; 
• Adoptive parents leave;
• Bereavement leave; 
• Domestic violence leave; and
• Emergency responder leave.

The chart below provides a high-level overview of New York state laws concerning employee leave.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Paid Family Leave

New York’s paid family leave law requires private sector employers to 
provide paid family leave benefits to eligible employees.
The paid family leave benefits are funded through employee paycheck 
deductions. Employers are not responsible for contributing to or funding 
paid family leave benefits, but may choose to do so.
Coverage for paid family leave benefits is typically included under an 
employer’s existing disability benefits policy.
Under the law, employees must receive: 
• Wage replacement benefits for up to 12 weeks of leave;
• Job reinstatement upon return from paid family leave; and 

Provided By Helpside, Inc.
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TYPE OF LEAVE REQUIREMENTS
• Continuation of health insurance while out on paid family leave. 
An employee may receive paid family leave benefits for the following 
reasons: 
• To provide care to a family member with a serious health condition;
• To bond with the employee's child during the first 12 months after the 

child's birth, or after the placement of the child for adoption or foster 
care with the employee; or

• For any qualifying exigency as interpreted under the federal FMLA arising 
out of the fact that the spouse, domestic partner, child or parent of the 
employee is on active duty (or has been notified of an impending call or 
order to active duty) in the U.S. Armed Forces.

Paid family leave benefits are funded through employee paycheck 
deductions. Employers are not responsible for contributing to or funding 
paid family leave benefits, but may choose to do so.
An employer may not discriminate or retaliate against employees for taking 
or inquiring about paid family leave.
Employers are required to conspicuously post a notice in the workplace to 
indicate their compliance with the paid family leave requirements. In 
addition, employers must provide employees who take eight or more 
consecutive days of family leave with a written notice of their rights under 
the paid family leave law. 
Employers that maintain an employee handbook must include a paid family 
leave policy that outlines employees’ rights and obligations, including how 
to file a claim for paid family leave. An employer that does not maintain a 
handbook must provide each employee with a written notice regarding all 
of the employee's rights and obligations under the paid family leave law, 
including information on how to file a claim for paid family leave.

Paid Sick Leave

Employees are eligible for 40-56 hours of paid or unpaid sick leave per 
year, depending on employer size and income, as follows: 
• Fewer than 5 employees; annual net income $1 million or less: Up to 40 

unpaid hours
• Fewer than 5 employees; annual net income over $1 million: Up to 40 

paid hours
• 5-99 employees: Up to 40 paid hours
• 100 or more employees: Up to 56 paid hours
Employees accrue one hour of sick leave for every 30 hours worked. 
Frontloading is permitted, and employees must be allowed to carry over 
unused leave to the following year. Leave must be allowed for specified 
reasons related to an employee’s or family member’s physical or mental 
illness, injury or health condition. Employees may also take leave for 
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TYPE OF LEAVE REQUIREMENTS
certain reasons related to domestic violence. Employer confidentiality rules 
apply.
Employees must be paid at their regular rate of pay or the applicable state 
law minimum wage, whichever is greater, but employees are not entitled 
to a payout of unused leave at the end of employment. Retaliation is 
prohibited, and employees returning from leave must be restored to their 
former positions. 
Employers with policies that meet or exceed the law’s benefits are not 
required to provide additional leave.
Employers must keep records of employee sick leave for six years, and they 
must provide a summary of accrued and used sick leave within three days 
on employee request.

Civic Duty Leave

An employee who is summoned to serve as a juror is eligible to take unpaid 
leave for the period of jury service. Employers with more than 10 
employees cannot withhold the first $40 of the juror’s daily wages during 
the first three days of jury service. Notice and certification requirements 
apply.
Employers must allow employees who are crime victims or are subpoenaed 
as witnesses in criminal proceedings to take time off from work to attend 
the criminal proceedings. Leave is unpaid. Notice and certification 
requirements apply.

Voting Leave

New York State employees who are registered voters are eligible for up to 
two hours of paid time off to vote if they do not have “sufficient time to 
vote.” “Sufficient time to vote” means four consecutive hours either from 
the opening of the polls to the beginning of the work shift, or from the end 
of the shift to the closing of the polls. The amount of paid time off required 
must be determined on a case-by-case basis, as waiting times at polling 
places, traffic conditions and other factors may vary. Time off for voting is 
required only at the beginning or end of employees’ working shifts, as the 
employer may designate, unless otherwise mutually agreed. Notice and 
posting requirements apply.

Military and Military 
Spouse Leave

In addition to USERRA, New York law provides employment protections for 
New York and U.S. military members, including reemployment rights and 
military spouse leave.
Under military spouse leave, employers with 20 or more employees 
working in at least one work site must grant up to 10 days of unpaid leave 
to an employee who is a spouse of a military service member who has 
been deployed during a period of military conflict. Eligible employees must 
have worked for a covered employer for an average of 20 or more hours 
per week. Leave may only be taken while the military service member is on 
leave from deployment .
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TYPE OF LEAVE REQUIREMENTS

Bone Marrow and 
Blood Donation Leave

Employers with 20 or more employees working in at least one work site 
must provide eligible employees with leave for bone marrow and blood 
donation. Employees are eligible for bone marrow or blood donation leave 
if they:
• Work for a covered employer for an average of 20 or more hours per 

week; and
• Seek to donate bone marrow or blood.
Leave for bone marrow donation may be taken in one or more periods, but 
may not exceed 24 work hours for each bone marrow donation. The leave 
period for blood donation varies depending on whether the donation takes 
place on or off the employer’s premises.
Notice and certification requirements apply. Leave may be paid or unpaid, 
at the employer’s discretion. 

Adoptive Parents Leave

Employers must give employees who adopt a child the same leave benefits 
given to employees for the birth of a child, if the adopted child is either:
• Younger than school age (under five years old); or
• Hard to place or handicapped, and under 18 years old.
Employers cannot retaliate against an employee for exercising his or her 
right to adoptive parents leave.

Bereavement Leave

Employers are not required to provide funeral or bereavement leave for 
employees. 
If employers allow employees to take funeral or bereavement leave for the 
death of the employee’s spouse or the child, parent or other relative of the 
employee’s spouse, the employer must provide the same leave to an 
employee for the death of the employee’s same-sex committed partner or 
the child, parent or other relative of that partner.

Domestic Violence 
Leave

Employers must allow employees they know are domestic violence victims 
to take leave to obtain: 
• Medical attention (including for a child);
• Services from a domestic violence shelter, program or rape crisis center; 
• Psychological counseling (including for a child); or
• Legal services.
Employees may also take leave to increase safety from future domestic 
violence, including relocating, and to assist in prosecuting the offense or 
appear in court. 
Employee notice and certification requirements apply.
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TYPE OF LEAVE REQUIREMENTS
Employers who can show the leave would cause undue hardship are not 
required to provide leave. Employees may be required to take the leave as 
ordinary paid leave, or as unpaid leave where paid leave is not available. 

Volunteer Emergency 
Responder Leave

Employees who are volunteer firefighters or members of a volunteer 
ambulance service must be granted an unpaid leave from work while 
engaged in their volunteer duties in response to a declared emergency. To 
be eligible, an employee must have previously provided his or her 
employer with written documentation of the employee’s volunteer status. 
Additionally, the employer may request documentation of the employee’s 
volunteer service during the leave period.
The employee may elect to substitute the unpaid leave with other accrued 
vacation or paid leave available to the employee.

Please note that the information in the above chart focuses on statewide laws. Cities, towns and 
counties across the country (including, for example, New York City and Westchester County) have 
enacted local employee leave ordinances. Employers must comply with local ordinances and statewide 
law where they apply.

More Information
Contact Helpside, Inc. for more information on New York employee leave laws.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the federal Family and Medical 
Leave Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, North Carolina has employee leave laws regarding:

• Parental involvement leave;
• Jury duty leave;
• Military leave; and
• Domestic violence leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
North Carolina’s employee leave laws, and suggests compliance steps for North Carolina 
employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

 

TYPE OF LEAVE REQUIREMENTS

Parental 
Involvement Leave

Employees may take up to four hours of unpaid leave per year 
to attend or otherwise be involved at their child’s school.
These requirements apply to any employee that is:
• A parent;
• A guardian; or
• Standing in loco parentis (in the place of a parent).
Employee notice and verification requirements apply.

Jury Duty Leave
Employers must provide unpaid leave to employees summoned 
to jury service. Job protections apply to employees taking jury 
duty leave.

STATE RESOURCES

North Carolina 
Department of Labor
https://www.labor.nc.gov/ 

Parental Leave
The North Carolina DOL 
provides information on 
parental leave.  

Poster
Employers can use these 
model posters to satisfy 
their posting requirements.

.

https://www.labor.nc.gov/
https://www.labor.nc.gov/workplace-rights/employee-rights-regarding-time-worked-and-wages-earned/parental-leave
https://www.labor.nc.gov/workplace-rights/employer-responsibilities/all-state-and-federal-workplace-posters
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Military Leave

In addition to USERRA, North Carolina law provides the following job protections for 
military members:
• Reemployment rights for members of the North Carolina National Guard (or of another 

state) who are honorably discharged;
• Discrimination protections for members of the National Guard; and
• Leave for members of the U.S. military for emergency military duty.

Domestic Violence Leave

Employers must permit employees to take a reasonable amount of time off work to 
obtain a protective order or other relief under North Carolina domestic violence law. 
Leave is unpaid.
Job protections apply to employees taking domestic violence leave.

SPECIAL NOTE: Please note that the information in this chart focuses on statewide laws. Employers must be aware that 
numerous cities and counties across the country have enacted local ordinances that mandate employers to provide paid 
sick leave to employees. An employer located in a city with a local paid sick leave law must generally comply with the 
local ordinance and statewide law, if applicable.

COMPLIANCE STEPS
It is important for North Carolina employers to understand when their employees are entitled to take time off from 
work, and the legal protections associated with such leaves. Employers that violate state or federal leave law 
requirements may be subject to government investigations, fines, employee lawsuits and significant penalties, fees and 
damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, North Dakota has employee leave laws regarding:

• Jury duty and witness leave;
• Voting leave;
• Legislative service leave;
• Volunteer emergency responder leave; and
• Pregnancy disability leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
North Dakota’s employee leave laws and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty and 
Witness Leave

Employers must allow employees time off from work for jury duty or 
to serve as witnesses. An employer may not discharge, lay off, 
penalize, threaten or otherwise coerce an employee because the 
employee responds to a summons or subpoena, serves as a juror or 
witness, or attends court for jury service or to give testimony 
pursuant to a subpoena.

Voting Leave
Employers are encouraged to allow employees time off from work to 
vote when an employee’s work schedule conflicts with the time the 
polls are open.

Legislative 
Service Leave

An employer may grant unpaid leave to an employee who is a 
member of the legislative assembly to serve during any regular or 
special session, or to attend a meeting of the legislative 
management or any of its committees. An employer may reduce or 
eliminate the payment of any additional benefits the employee 
normally receives while the employee is performing legislative 
service.

STATE RESOURCES

North Dakota 
Department of Labor and 
Human Rights
https://www.nd.gov/labor/ 

https://www.nd.gov/labor/
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Volunteer Emergency 
Responder Leave

An employer may not terminate, demote or discriminate against an employee who is late 
or absent from work because he or she was responding to a disaster or emergency in his 
or her capacity as a volunteer emergency responder. Exceptions apply to employers who 
perform critical emergency services during a disaster or emergency or where the 
volunteer emergency responder is considered critical to the employer’s operations.
An employee responding to an emergency or disaster must make reasonable efforts to 
notify his or her employer if he or she will be late or absent from work. Any time missed 
by the employee is unpaid. Employers may request verification of the employee’s 
volunteer emergency service.
These protections do not apply to volunteer emergency responders who are late or 
absent from work for more than 20 working days in a calendar year (except for 
involuntarily activated National Guard members).

Pregnancy Disability Leave

The North Dakota Human Rights Act applies to all employers and prohibits employment 
discrimination on the basis of race, color, religion, sex, national origin, age, physical or 
mental disability, marital or public assistance status or participation in lawful off-duty 
conduct.
The definition of “sex” includes pregnancy, childbirth and related disabilities. Pregnancy 
must be treated the same as other temporary disabilities, including with respect to the 
commencement and duration of leave, availability of extensions, the accrual of seniority 
and other benefits while on leave and job reinstatement.

SPECIAL NOTE: Please note that the information in this chart focuses on statewide laws. Employers must be aware that 
numerous cities and counties across the country have enacted local ordinances that mandate employers to provide paid 
sick leave to employees. An employer located in a city with a local paid sick leave law must generally comply with the 
local ordinance and statewide law, if applicable.

COMPLIANCE STEPS
It is important for North Dakota employers to understand when their employees are entitled to take time off from work, 
and the legal protections associated with such leaves. Employers that violate state or federal leave law requirements 
may be subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage 
awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;
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• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, such as vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Ohio 
state laws require covered employers to provide employees with leave in certain situations. (Employers 
must also be sure to comply with any federal leave laws, such as the Family and Medical Leave Act, that 
apply.)

Ohio has state employment laws that require:

• Civic duty leave;
• Military leave;
• Military family leave; and
• Maternity leave.

The chart below provides a high-level overview of Ohio state laws requiring employee leave.

Overview of Ohio Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Civic Duty Leave

Voting Leave: Employers may not discharge, or threaten to 
discharge, or inflict any injury, harm or loss on, an employee for 
taking a reasonable amount of time to vote on election day.
Jury Duty Leave: Employers may not discharge, threaten to 
discharge, or take any disciplinary action that could lead to 
discharge of any permanent employee who takes time off from 
work for jury service.
Leave is unpaid. Employees must provide reasonable advance 
notice of jury duty.
Judicial Witness Leave: Employers cannot:
Discharge, threaten to discharge, or penalize employees who 
take time off from work because they are subpoenaed for 
juvenile delinquency, grand jury or criminal proceedings.
Discharge, discipline or otherwise retaliate against crime victims, 
or their family members or representatives, for preparing for or 
attending a criminal or delinquency proceeding pursuant to a 
subpoena.

Provided By Helpside, Inc.
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SPECIAL NOTE: The information in this chart focuses on statewide laws. Employers are advised that 
cities, towns and counties across the country have also enacted ordinances that require employers to 
provide employee leave. Employers must generally comply with both the local ordinance and statewide 
law where they apply.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Ohio.

Military Leave

In addition to USERRA, Ohio has laws providing protections for 
military service members as follows:
• Reinstatement and employment rights for employees who are 

absent from work due to service in the U.S. uniformed 
services or the organized militia of Ohio or of any other state.

• Nondiscrimination requirements applicable to employers with 
four or more employees.

• Continuation of health benefits for reservists, including 
National Guard members, called to active duty.

Military Family Leave

Employers with 50 or more employees must provide eligible 
employees with unpaid military family leave. To be eligible, an 
employee must:
• Be the spouse, parent, legal guardian or former legal guardian 

of a person who is a member of the uniformed services and is 
(1) called into active duty for a period longer than 30 days, or 
(2) injured wounded or hospitalized while serving on active 
duty; and

• Have been employed by the same employer for at least 12 
consecutive months, and must have worked at least 1,250 
hours during the 12-month period immediately before the 
leave.

Once per calendar year, eligible employees may take up to 10 
days or 80 hours, whichever is less, of military family leave. 
Employees must use up all other types of available leave, except 
sick leave or disability leave, before taking a military family 
leave. Job protections apply to employees taking leave. Advance 
notice requirements apply, except when the family member’s 
injury, wound or hospitalization is critical or life-threatening.

Maternity Leave

Nondiscrimination requirements apply to employers with four or 
more employees. Female employees of covered employers who 
are affected by childbirth, or related medical conditions must be 
treated the same for all employment-related purposes as other 
persons not affected by pregnancy, but similar in their ability or 
inability to work.
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Employee Leave Laws – Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, federal 
laws such as the Family and Medical Leave Act (FMLA) require covered employers to provide employees 
with leave in certain situations.

In addition to federal leave laws, Oklahoma has employee leave laws regarding:

• Jury duty leave;
• Voting leave; and
• Military leave.

This Employment Law Summary includes a chart that provides a high-level overview of Oklahoma’s 
employee leave laws, and suggests compliance steps for employers.

Overview of Employee Leave Laws

Type of Leave Requirements

Jury Duty Leave
Employers must provide unpaid leave to employees who are summoned for 
jury duty. Employers may not terminate, remove or otherwise subject 
employees to any adverse employment actions as a result of jury service. 
Employees may not be required to use vacation or sick leave for time spent 
completing jury service.

Voting Leave
Employees who are registered voters must be allowed up to two hours of 
paid time off from work to vote. However, employees must receive 
“sufficient time” necessary to vote if they require more than two hours 
(travel time). Leave is not available if the employee’s work shift:
• Begins three or more hours after the polls open; or
• Ends three or more hours before the polls close.

Employees must provide notice to their employers the day before the 
election if they require time off to vote. Employers may specify the hours 
employees may leave work to vote.

Military Leave
In addition to USERRA, Oklahoma provides job protections for state and 
U.S. military members, including reserve forces:
• Employers may not discharge or otherwise discriminate against 

employees due to membership in the National Guard or armed forces.

Provided By Helpside, Inc.
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Type of Leave Requirements
• Eligible service members must be granted leave without loss of status 

or seniority when ordered to active or inactive duty or service.
• An employer may elect to pay an employee the difference between the 

employee’s regular pay and military pay.

Compliance Steps
It is important for Oklahoma employers to understand when their employees are entitled to take time 
off from work, and the legal protections associated with such leaves. Employers that violate federal or 
state leave law requirements may be subject to government investigations, fines, employee lawsuits and 
significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements 
and determine whether they have any compliance gaps to correct. This compliance review may be 
complex, especially in areas where federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately 
describe employee leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to 
administer employee leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave 
rights and requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Oregon 
employers must comply with state employment laws requiring employee leave for specific purposes.

Employers must also follow federal laws, such as the Family and Medical Leave Act (FMLA), that require 
employee leave.

Oregon has state laws that mandate:

• Sick time;
• Family leave;
• Paid family and medical leave (benefits available Sept. 3, 2023);
• Domestic violence leave;
• Jury duty leave;
• Search and rescue volunteer leave;
• Volunteer firefighter leave;
• State military service leave; and
• Military family leave.

The chart below provides a high-level overview of Oregon employee leave laws.

Overview of Oregon Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Sick Time

Employers must allow employees to earn and use up to 40 hours 
of sick leave per year. Employees earn a minimum of one hour of 
sick time for every 30 hours worked (or 1 1/3 hours of sick time 
for every 40 hours worked), up to a maximum of 40 hours per 
year.
• For employers with 10 or more employees, this leave must be 

paid.
• For employers with fewer than 10 employees, sick leave may 

be unpaid.
Employees must be able to carry over up to 40 hours of unused 
sick time from one year to the next. An employer may restrict the 

Provided By Helpside, Inc.
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use of accrued sick time until an employee’s 91st day of 
employment. In addition, an employer may limit employees’ sick 
time accrual to 80 hours, and may restrict employee use of sick 
time to 40 hours per year.
An employer may choose to front-load employees with the full 40 
hours of sick time as soon as they are eligible to use leave. An 
employer who chooses to front-load employee sick time does not 
need to comply with the accrual and carry over requirements.
Sick time may be used:
• For the employee’s mental or physical illness, injury or health 

condition or the employee’s need for medical diagnosis, care or 
treatment, or preventive medical care;

• For the care of a family member with a mental or physical 
illness, injury or health condition or care for a family member 
who needs medical diagnosis, care or treatment, or preventive 
medical care;

• To care for an infant or newly adopted or newly placed foster 
child;

• To care for a family member with a serious health condition (as 
defined by the Oregon Family Leave Act (OFLA))

• To recover from or seek treatment for the employee’s serious 
health condition (as defined by the OFLA) that prevents the 
employee from performing at least one of their essential job 
functions;

• For an employee to care for their own child who is suffering 
from an illness, injury or condition that is not a serious health 
condition under the OFLA, but that requires home care;

• To deal with the death of a family member by attending the 
funeral, making arrangements or grieving;

• To seek legal or law enforcement assistance to ensure the 
health and safety of the employee or the employee’s minor 
child;

• To obtain services from a victim services provider or to relocate 
because the employee or the employee’s minor child are 
victims of domestic violence, harassment, sexual assault or 
stalking;

• For the closure of the employee’s place of business, or the 
school or place of care of the employee’s child.

In addition, an employee may use sick time for any reason 
allowed under the OFLA, even if the employer is not covered by 
the OFLA or the employee is not eligible for OFLA leave.
Notice and certification requirements apply.
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Oregon Family Leave Act (OFLA)

Employers with 25 or more employees in Oregon are required to 
provide eligible employees with family and medical leave. To be 
eligible for leave, an employee must have worked for a covered 
employer for at least 180 days and averaged at least 25 hours 
per week during the 180 days prior to the leave. Effective Jan. 1, 
2022, during public health emergencies declared by the governor 
this requirement is reduced to having worked for the employer 
for 30 days and averaged 25 hours per week before the leave. An 
eligible employee may take family leave to:
• Care for an infant or newly adopted child under 18 years old, or 

for a newly placed foster child under 18 (or a child older than 
18 if the child has a mental or physical disability) (leave must 
be taken within 12 months after the birth or placement of a 
child);

• Care for a family member with a serious health condition;
• Recover from or seek treatment for a serious health condition 

that renders the employee unable to perform at least one 
essential function of their position;

• Care for the employee’s child who has an illness, injury or 
condition that is not a serious health condition, but does 
require home care;

• Care for the employee’s child who requires home care due to 
the closure of their school or child care provider as a result of a 
public health emergency declared by the governor (Effective 
Jan. 1, 2022); and

• Grieve the death of a family member (two weeks of leave is 
offered), attend the funeral or alternative to a funeral, or make 
arrangements necessitated by the death (leave must be taken 
within 60 days of the employee being notified of a family 
member’s death).

Employees are generally entitled up to a total of 12 weeks of 
family leave within any one-year period, except in situations 
where shorter lengths of leave are outlined. Women taking any 
pregnancy disability leave are allowed an additional 12 weeks for 
any OFLA purpose. Either parent who has taken a full 12 weeks of 
parental leave is entitled to take an additional 12 weeks of leave 
to care for a child with a non-serious health condition requiring 
home care. Notice and certification requirements apply.
Leave is unpaid; however, employees may request (or employers 
may require) the use of any accrued paid leave prior to taking 
some or all of the family leave as unpaid. Employers may dictate 
the order in which the leave is to be used. An employee returning 
from leave must be restored to his or her former position (or 
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equivalent position, if the former position has been eliminated), 
without loss of any employment benefits accrued prior to the 
leave. The OFLA explicitly requires the continuation of group 
health coverage on the same terms and conditions while an 
employee is on family leave.
Employers with 50 or more employees are also subject to the 
federal Family and Medical Leave Act (FMLA). When an employee 
leave is covered by just one law, either the FMLA or OFLA, then 
the provisions of the applicable law apply. When an employee 
leave is covered by both the FMLA and OFLA, employers must 
apply the provisions of federal or state law that are more 
generous to employees. Leave taken under the FMLA counts as 
OFLA leave (if employee is eligible for OFLA leave).

Paid Family and Medical Leave
(Payroll tax effective Jan. 1, 2023. 
Benefits available effective Sept. 

3, 2023)

Oregon’s paid family and medical leave program is funded by a 
mandatory payroll tax on employees and employers with more 
than 25 workers. The program is administered by the Oregon 
Employment Department.
Virtually all employees working in Oregon are eligible if they have 
earned at least $1,000 in wages during four of the last five 
calendar quarters—or, alternatively, the last four completed 
calendar quarters—preceding the benefit year.
Workers receive up to 12 weeks of paid family and medical leave, 
up to 16 weeks of paid and unpaid family and medical leave 
combined, and up to 18 weeks of pregnancy disability leave.
Leave may be used:
• To care for and bond with a child during the first year after the 

child’s birth, or during the first year after the child’s placement 
through foster care or adoption;

• To care for a family member with a serious health condition;
• Due to the employee’s serious health condition; or
• To seek assistance, medical treatment, counseling or victim 

services, or to relocate, due to domestic violence, harassment, 
sexual assault or stalking (safe leave).

Workers whose average weekly wage is 65% or less of the state 
average weekly wage receive 100% of their weekly wage. 
Workers whose average weekly wage is greater than 65% of the 
state average weekly wage receive 65% of the average weekly 
wage plus 50% of that part of their average weekly wage that 
exceeds 65% of the state average weekly wage.
60% of program funding comes from a payroll tax on employees 
and 40% from a payroll tax on employers with 25 workers or 
more. Employers with fewer than 25 employees are exempt from 
payments, although those who elect to pay into the program are 
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eligible for grant funding. The contribution is set by the Oregon 
Employment Department but will not exceed 1% of the 
employee’s wages.

Domestic Violence Leave

Employers with six or more employees in Oregon during 20 or 
more calendar workweeks in the year must grant eligible 
employees unpaid time off from work to address domestic 
violence, harassment, sexual assault or stalking. Eligible 
employees include victims of domestic violence, harassment, 
sexual assault or stalking, or the parent or guardian of a minor 
child who is a victim of those crimes.
An employer must grant an eligible employee reasonable time 
off from work (including intermittent and reduced schedule 
leave) for the following purposes as a result of domestic violence, 
harassment, sexual assault or stalking:
• To seek legal or law enforcement assistance, including 

protective order proceedings or other legal proceedings;
• To seek medical treatment for injuries to the employee or the 

employee’s minor child or dependent;
• To obtain counseling from a licensed mental health 

professional;
• To obtain services from a victim services provider; or
• To relocate or take steps to secure an existing home to ensure 

the health and safety of the employee or the employee’s minor 
child or dependent.

Eligible employees must give their employer reasonable notice of 
the intention to take leave for this purpose, unless notice is not 
feasible. Employers may request documentation (police reports, 
protective orders, documentation from professionals, etc.) to 
verify employee leave.
An eligible employee may substitute vacation, accrued sick leave 
or other available paid leave offered by the employer in lieu of 
the unpaid leave. However, when more than one type of paid 
leave is available, the employer may designate the order in which 
accrued paid leave may be used.
An employer may not discharge, threaten to discharge, demote, 
suspend or discriminate, or retaliate in any manner against an 
eligible employee who takes leave for these purposes. An 
employer also cannot discriminate against a qualified individual in 
hiring practices because the individual is a victim of domestic 
violence, harassment, sexual assault or stalking.

Jury Duty Leave Employers must allow employees to take unpaid leave to 
respond to a summons for jury duty. An employer may not 
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require an employee to use vacation, sick or annual leave for time 
spent responding to a jury summons. An employer may not 
discharge, threaten to discharge or intimidate any employee due 
to the employee’s service or scheduled service as a juror.

Search and Rescue Volunteer 
Leave

An employer must allow an employee who is a search and rescue 
volunteer to take unpaid leave from work to participate in search 
and rescue activities. The employee must be reinstated to his or 
her position or an equivalent position without loss of seniority, 
vacation, sick leave, service credits under a pension plan or any 
other benefits the employee had earned at the time of the leave.

Volunteer Firefighter Leave

Employees who are volunteer firefighters must be granted 
unpaid time off from work to perform their volunteer duties. An 
employee returning from volunteer service must be reinstated to 
his or her position or an equivalent position without loss of 
seniority, vacation, sick leave, service credits under a pension 
plan or any other benefits he or she earned at the time of leave.

State Active Service Leave

An employer must grant an unpaid leave of absence to an 
employee who is called to active service as a member of the state 
organized militia or as a member of another state’s organized 
militia. At the end of the employee’s leave for active state service, 
the employee must:
• Resume regular employment within seven calendar days; and
• Be reinstated to his or her position or an equivalent position 

without the loss of seniority, vacation, sick leave, service 
credits under a pension plan or any other benefits the 
employee earned at the time of the leave.

Oregon Military Family Leave Act 
(OMFLA)

Employers with 25 or more employees in Oregon must provide 
eligible employees with up to 14 days of unpaid protected 
military family leave when an employee’s spouse or same-sex 
domestic partner is called to active duty or has impending leave 
from deployment during a period of military conflict. To be 
eligible, an employee must have been employed for 180 days 
immediately preceding the leave and have worked at least an 
average of 25 hours per week during the 180-day period.
An eligible employee is entitled to take OMFLA leave if his or her 
spouse is a member of the U.S. Armed Forces, National Guard or 
military reserves and has an impending call to active duty or 
impending leave from deployment. Leave must be granted per 
deployment and may be used before and/or during leave from 
deployment.
An employer may not deny leave or discriminate against a spouse 
for requesting leave under the OMFLA. An employee must 
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SPECIAL NOTE: The information in this chart focuses on statewide laws. Employers are advised that 
cities, towns and counties across the country have also enacted ordinances that require employers to 
provide employee leave. Employers must generally comply with both the local ordinance and statewide 
law where they apply.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Oregon.

provide his or her employer with notice of the intention to take 
leave within five business days of receiving official notice of an 
impending call to duty or leave from deployment. An employee 
may elect to substitute accrued paid leave in lieu of the unpaid 
leave under the OMFLA.
Leave taken under the OMFLA may be included in the total 
amount of leave authorized under the OFLA if the employee is 
also eligible for OFLA leave. Employers with 50 or more 
employees are also subject to the FMLA. Where an employee’s 
need for OMFLA leave is also covered by the FMLA’s Qualifying 
Exigency entitlements, the employer may run OMFLA and FMLA 
leave concurrently.
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Employers have some flexibility when it comes to establishing or negotiating employee leave policies. 
However, in Pennsylvania, state laws require covered employers to provide employees with leave in 
certain situations. Employers must also provide employee leave when required to do so by federal laws, 
such as the Family and Medical Leave Act. 

Pennsylvania state law includes the following employee leave mandates:

• Jury duty leave;
• Judicial witness/crime victim leave;
• Emergency response leave;
• Military leave;
• State of emergency leave; 
• Pregnancy and child care leave; and
• Organ donor leave

This employment law summary provides a high-level overview of state leave laws for employees in 
Pennsylvania. 

Overview of Employee Leave Laws

Jury Duty Leave

Employers must provide unpaid leave to employees summoned to jury duty. 
This law does not apply to:
• Retail or service industry employers with fewer than 15 employees; and
• Manufacturing industry employers with fewer than 40 employees.
Employees of these exempted employers are entitled to be excused from jury 
service when requested of the court.

Job protections apply.

Judicial 
Witness/Crime 
Victim Leave

Employers must provide unpaid leave to employees who take time off from 
work to attend court as:
• Victims of a crime;
• Witnesses to a crime; or
• Members of a crime victim’s family.
Job protections apply.

Emergency 
Response Leave

Employers must allow employees who are volunteer firefighters, volunteer 
fire police officers or volunteer members of an ambulance service or rescue 
squad to be late for or absent from work if they responded to an emergency 

Provided By Helpside, Inc.
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before their work day started, if certification requirements are met. Job 
protections apply. The leave may be unpaid.

Military Leave

Pennsylvania law provides the following job protections for military members 
in addition to the rights provided by USERRA:
• Re-employment rights for members of the Pennsylvania National Guard or 

any Reserve component of the U.S. Armed Forces following emergency or 
other military duty;

• Discrimination protections for members of the National Guard or any 
Reserve component of the U.S. Armed Forces or employees who are called 
or ordered to active state or federal duty; and

• Extension of benefits during the first 30 days of military duty, and thereafter 
at the employee’s expense.

State of Emergency 
Leave

Employers cannot terminate or discipline an employee for failing to report to 
work because of a road closure in the county where the employee lives or 
works due to a state of emergency declared by the governor. This law does 
not apply to certain employees in specific industries. Leave is unpaid. Job 
protections apply.

Child Care Leave Any child care leave provided by employers must be provided equally to both 
male and female employees.

Organ Donor Leave 

Effective June 26, 2021, Pennsylvania employers must provide FMLA-eligible 
employees undergoing organ or tissue donation with the same leave they 
would be entitled to under the FMLA for their own serious health condition or 
that of a family member. Leave must be provided for preparation and 
recovery necessary for organ or tissue donation surgery by or for the 
employee or their spouse, child or parent.
In addition, eligible Pennsylvania employers that provide employees with one 
or more periods of paid leave for organ or bone marrow donation qualify for a 
tax credit. A leave period consists of up to five working days per employee. If 
an employee uses annual leave or sick days, the employer may not count this 
time as a period of paid leave for the tax credit.
Employers that earned tax credits and did not use them for the taxable year in 
which a paid leave was provided may carry over the credits for three taxable 
years. Tax credits are not refundable and may not be applied against 
preceding taxable years. 

Note: Employers should be aware that localities across the country have enacted their own employee 
leave laws that employers must comply with when they apply. For instance, Philadelphia, Pittsburgh and 
Allegheny County have paid sick leave ordinances in effect. 

More Information
Contact Helpside, Inc. for more information on employee leave laws in Pennsylvania.

https://www.phila.gov/documents/paid-sick-leave-information/
https://pittsburghpa.gov/mayor/paidsickleave
https://alleghenycounty.legistar.com/LegislationDetail.aspx?ID=5119954&GUID=32B6EAA9-823B-4136-838D-A05AD8A31295&Options=ID%7cText%7c&Search=&FullText=1
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Rhode Island has employee leave laws regarding:

• Jury duty leave;
• Holiday and Sunday leave;
• School involvement leave;
• Military leave;
• Family military leave; 
• Parental and family medical leave;
• Pregnancy accommodation leave; and
• Paid sick leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Rhode Island’s employee leave laws. It also suggests compliance steps for employers.

Employers should be aware that while the information in the chart below focuses solely 
on statewide laws, numerous local governments have enacted ordinances that require 
employers to provide sick leave to employees. An employer that is located in a city or 
county with a local sick leave law must generally comply with both the local ordinance 
and statewide law, as applicable.

Employers should also be aware that Rhode Island provides a state-run temporary 
disability insurance (TDI) program funded entirely by employee payroll deductions. The 
TDI program provides income support to individuals out of work for non-work-related 
illness or injury. Employers are required to deduct the TDI tax from employees’ wages 
and send it to the Employer Tax Unit on a quarterly basis. More information can be 
found at the Rhode Island Department of Labor and Training website.

STATE RESOURCES

Rhode Island Department 
of Labor and Training 
(RIDLT) website

http://www.dlt.ri.gov/tdi/QuickRef4emp.htm
https://dlt.ri.gov/
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OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave
An employer may not terminate or cause an employee to lose wage increases, promotions, 
longevity benefits or any other payment due to him or her because he or she was called for 
jury duty. Leave is unpaid.

Holiday and Sunday 
Leave

Employers must pay employees one and one-half times the normal rate of pay for work on 
Sundays and holidays (New Year’s Day, Memorial Day, July Fourth, Victory Day, Labor Day, 
Columbus Day, Veterans’ Day, Thanksgiving and Christmas).
An employee may refuse to work on a Sunday or a holiday. Refusal may not be grounds for 
discharge or other penalty. Exemptions apply to manufacturing, limousine/taxi and car rental 
employers.

School Involvement 
Leave

Employers with 50 or more employees must provide eligible employees with 10 hours of 
unpaid school involvement leave during any 12-month period. To be eligible, an employee 
must be employed for 12 consecutive months and provide 24 hours’ notice of the leave. 
Leave may be used to attend school conferences or other school-related activities for the 
employee’s child.

Military Leave

In addition to the Uniformed Services Employment and Reemployment Rights Act (USERRA), 
Rhode Island provides job protections to members of the state military forces, National 
Guard and U.S. military reserves. Military members must be provided unpaid leave for 
military service or training and must be restored to their previous position (or a position of 
the same status, pay and seniority) after completion.

Family Military Leave

An employer with 15 or more employees must provide unpaid leave to an eligible employee 
who is the spouse or parent of a person called to military service lasting longer than 30 days. 
To be eligible, an employee must be employed for at least 12 consecutive months and have 
worked at least 1,250 hours during the 12-month period preceding the leave.
Employers who employ between 15 and 50 employees must provide up to 15 days of leave 
during the time federal or state orders are in effect.
Employers who employ more than 50 employees must provide up to 30 days of leave during 
the time federal or state orders are in effect.
An employee must exhaust all accrued vacation, personal leave, compensatory leave and any 
other leave available (except sick and disability leave) before taking family military leave. 
Employees seeking five or more days of leave must provide their employers with at least 14 
days’ notice. Employees seeking leave for less than five days must give notice as soon as 
practicable.
An employee on family military leave must be able to continue his or her benefits at his or 
her own expense.

Parental and Family 
Medical Leave

Employers with 50 or more employees must provide eligible employees with parental and 
family medical leave. To be eligible, an employee must work an average of 30 or more hours 
per week and have been employed for at least 12 consecutive months.
An eligible employee is entitled to 13 consecutive workweeks of unpaid leave in any two 
calendar years for:
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• The birth of the employee’s child;
• The placement of a child who is 16 years old or under with the employee for adoption; or
• The serious illness of a family member (including a parent, spouse, child, parent-in-law or 

the employee).
Any employer that allows sick time or sick leave to be used after the birth of a child must 
allow the same time to be used for the placement of a child who is 16 years of age or under 
with an employee for adoption.
Employers may request that an employee provide written certification from a physician 
specifying the probable duration of leave. 
Employee notice and reinstatement rights apply. In addition, an employer must maintain 
existing health benefits for the duration of leave as if the employee had continued working 
from the date of leave until the date of return. Prior to the leave, the employee must pay to 
the employer the amount of the premium required to maintain health benefits during the 
leave. The employer must return the payment to the employee within 10 days following the 
employee’s return.

Pregnancy 
Accommodation

Rhode Island’s Fair Employment Practices Act (FEPA) requires employers with four or more 
employees to provide reasonable accommodations, which may include unpaid leave, to 
employees or applicants affected by pregnancy and related conditions. However, an 
employer may not require a pregnant employee to take leave if another reasonable 
accommodation can be provided. 
Covered employers must provide written notice of the law to current employees and to new 
hires during initial employment. In addition, an employer must provide the notice within 10 
days to any employee who notifies the employer she is pregnant.

Paid Sick Leave

As of July 1, 2018, all Rhode Island employers must provide sick leave to employees, and 
those with 18 or more employees must provide paid sick leave. 
Under the law, employees must begin accruing one hour of paid sick leave for every 35 hours 
worked, up to an annual maximum of 40 hours per calendar year, upon hire. To avoud having 
to track accruals, employers may front-load the full 40 hours at the start of each year. 
However, employers may require new employees to satisfy a waiting period of up to 90 days 
before they may use accrued paid sick leave. The law also requires employers to permit 
employees to carry over any accrued but unused paid sick leave to the next calendar year. 
However, employees may be restricted to using only up to 40 hours in each calendar.  
In general, employees may use paid (or unpaid) sick leave for:
• Their own mental or physical illness, injury or health condition, including the need for 

medical diagnosis, care or treatment, and preventive medical care;
• Care of their family member with a mental or physical illness, injury or health condition, 

including the family member’s need for medical diagnosis, care or treatment, and 
preventive medical care;

• Place of business closure by order of a public official due to a public health emergency;
• Care for their child whose school or place of care has been closed by order of a public 

official due to a public health emergency;  
• Care for themselves, or care for a family member when it has been determined by the 
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health authorities or a health care provider that their presence in the community may 
jeopardize the health of others due to a communicable disease, regardless of whether the 
employee or family member actually has the disease; or

• Time off needed when the they or their family members are victims of domestic violence, 
sexual assault or stalking.

A “family member” includes an employee’s child, parent (including parents-in-law), 
grandparents, grandchildren, domestic partner, sibling, care recipient or a member of the 
employee’s household.
Employers may require that employees who use three or more consecutive days of paid sick 
leave provide reasonable documentation that their absence was for a covered purpose. 
Employers must notify employees in advance, in writing, of the requirement to provide this 
reasonable documentation.

COMPLIANCE STEPS
It is important for Rhode Island employers to understand when their employees are entitled to take time off from work, 
and the legal protections associated with such leaves. Employers that violate federal or state leave law requirements 
may be subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage 
awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap. 

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws—Overview
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, South 
Carolina employers must comply with state employment laws requiring employee leave for specific 
purposes.

Employers must also follow federal laws, such as the Family and Medical Leave Act, that require 
employee leave. This Employment Law Summary does not address federal employee leave laws.

South Carolina has state laws that mandate:

• Jury duty leave;
• Bone marrow leave; and
• Military leave.

The chart below provides a high-level overview of South Carolina’s employee leave laws.

Overview of Employee Leave Laws

Type of Leave Requirements

Jury Duty Leave
Employers are prohibited from dismissing or demoting an 
employee for complying with a subpoena to testify in a 
court proceeding or to serve on a jury.

Bone Marrow Leave

While not required by law, South Carolina provides that 
employers with 20 or more employees may provide 
eligible employees with paid leave to donate bone 
marrow. To be eligible, an employee must work an 
average of 20 or more hours per week for the employer. 
The combined length of paid leaves may not exceed 40 
work hours, unless the employer agrees.
Employers may require verification by a physician 
regarding the purpose and length of each paid leave 
requested by the employee to donate bone marrow.

Provided By Helpside, Inc.
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Military Leave

In addition to the federal USERRA, South Carolina law provides the following 
job protections for members of the National Guard or State Guard:

• Prohibition on depriving or obstructing employment in any way to a 
member of the National Guard due to the individual’s status as a 
member of the National Guard.

• Reemployment rights to the employee’s previous position or to a 
position of like seniority, status and salary upon honorable release from 
state duty. An employee must apply for reemployment within five days 
following release from duty (or from hospitalization after release).

• If an employee is no longer qualified for his or her previous employment, 
the employee must be placed in another position for which he or she is 
qualified and will provide appropriate seniority, status and salary.

SPECIAL NOTE: The information in this chart focuses on statewide laws. Employers are advised that 
cities, towns and counties across the country have also enacted employee leave ordinances. Employers 
must generally comply with both the local and statewide law where it applies.

More Information
Contact Helpside, Inc. for more information on employee leave laws in South Carolina.
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Employee Leave Laws—Overview
Employers may provide their employees with various types of paid or unpaid leave—such as vacation 
time, personal leave and sick leave—as part of their overall compensation packages. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, South 
Dakota employers must comply with state employment laws requiring employee leave for specific 
purposes. (Employers must also follow federal laws, such as the Family and Medical Leave Act, that 
require employee leave.)

South Dakota has state laws that mandate:

• Voting leave;

• Jury duty leave;

• Military leave; and
• Leave for legislative service.

The chart below provides a high-level overview of these laws.

Overview of South Dakota Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Voting leave

An employer must provide employees with up to two hours of paid 
leave to vote in any primary or general election on election day. 
The employer may specify the hours an employee may take leave 
to vote. However, an employee is not eligible for voting leave if 
their work schedule allows for two consecutive hours during the 
time the polls are open and during which they are not required to 
be present at work.

Jury duty leave

An employee who is absent from work due to jury duty must retain 
the same job status, pay and seniority that they had before the jury 
duty. Leave may be paid or unpaid, at the discretion of the 
employer. Employers may not discharge or suspend employees for 
serving as jurors.

Military leave
Employees who are residents of South Dakota and members of any 
state's National Guard are entitled to the same employment 
protections that apply to persons serving on federal active duty 
(under the Servicemembers Civil Relief Act and USERRA) when they 

Provided By Helpside, Inc.
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More Information
Contact Helpside, Inc. for more information on employee leave laws in South Dakota.

are ordered to active duty by that state’s governor or the federal 
government. 

Leave for legislative service

An employer must grant leave to any employee who is a member of 
the legislature, without loss of job status or seniority. Leave may be 
paid or unpaid, at the discretion of the employer. An employer may 
not attempt to restrict an employee’s right to serve in the 
legislature.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Tennessee has employee leave laws regarding

• Jury duty leave;
• Voting leave;
• Volunteer firefighter leave;
• Volunteer rescue squad leave;
• Military leave; and
• Maternity leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Tennessee’s employee leave laws and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

 

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

Employers with five or more employees must provide paid leave to 
eligible employees summoned to jury duty. Notice requirements 
apply. Leave is paid, although employers may deduct any payment 
employees receive for the jury service.
The following employees are entitled to jury duty leave:
• Permanent employees; and
• Temporary employees who have been employed for at least six 

months.
Employers may not discharge an employee for taking jury duty 
leave.

STATE RESOURCES

Tennessee Department of 
Labor & Workforce 
Development
www.tn.gov/workforce 

.

https://www.tn.gov/workforce
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Voting Leave

Employees may be absent from work for a reasonable amount of time, up to three hours, 
to vote, unless the polls are open for at least three consecutive hours outside of the 
employee’s work hours. Employees must request leave to vote before noon on the day 
before the election. Leave is paid if it occurs during the employee’s normal working hours.
Employers must provide unpaid leave for employees who are serving as part-time voting 
machine technicians.

Volunteer Firefighter Leave

Employers must provide paid leave to an employee who is a volunteer firefighter and 
who responds to a fire call. Notice and certification requirements apply.
Employers may not terminate an employee who is a volunteer firefighter and who is late 
for or absent from work because he or she responds to an emergency.

Volunteer Rescue Squad 
Leave

Employers must allow employees to be late for or absent from work if they are volunteer 
rescue squad members who responded to an emergency that occurred outside of the 
employee’s normal work hours.
Certification requirements apply. Leave is unpaid.

Military Leave

In addition to USERRA, Tennessee law provides employment protections for Tennessee 
National Guard members.
• Employers are prohibited from terminating or refusing to hire an employee because of 

his or her membership in the Tennessee National Guard.
• In addition, employers may not terminate a National Guard member because of 

absence from work while attending any prescribed drill, including annual field training.

Maternity Leave

Employers with 100 or more full-time, permanent employees must provide eligible 
employees with maternity leave. Eligible employees may take up to four months of leave 
for:
• Adoption;
• Pregnancy;
• Childbirth; or
• Nursing an infant.
To be eligible for maternity leave under the Tennessee law, an employee must have been 
employed full-time for at least 12 consecutive months.
An eligible employee must give at least three months’ advance notice of his or her 
anticipated date of departure, length of leave and intention to return to full-time 
employment after leave, unless notice is not possible. Leave may be paid or unpaid, at the 
discretion of the employer.
Job protections apply to employees taking maternity leave.
Covered employers must include the maternity leave requirements in all employee 
handbooks.
Employers with 50 or more employees are also subject to the federal Family and Medical 
Leave Act (FMLA). When an employee leave is covered by just one law, either the FMLA or 
TMLA, then the provisions of the applicable law apply. When a leave is covered by both 
the FMLA and TMLA, employers must apply the provisions of federal and state law that 
are more generous to employees.
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COMPLIANCE STEPS
It is important for Tennessee employers to understand when their employees are entitled to take time off from work, 
and the legal protections associated with such leaves. Employers that violate state or federal leave law requirements 
may be subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage 
awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Texas 
employers must comply with state employment laws requiring employee leave for specific purposes. 
(Employers must also follow federal employee leave laws, such as the Family and Medical Leave Act.)

Texas has state laws that require:

• Jury duty and court attendance leave;
• Military leave;
• Voting and convention leave; 
• Emergency evacuation leave; and
• Foster child leave.

The chart below provides a high-level overview of Texas’ employee leave laws.

Overview of Texas Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Jury Duty/Court Attendance 
Leave

Employers must provide unpaid leave to employees summoned 
to jury duty. Job protections apply to employees taking jury duty 
leave.
Employers may not punish or penalize employees for taking time 
off from work to comply with a valid subpoena to appear in 
court.

Military Leave

In addition to the Uniformed Services Employment and 
Reemployment Rights Act (USERRA), Texas law provides the 
following job protections for state military members:
• Reemployment rights (without loss of time, efficiency rating, 

vacation time or any benefit of employment) following a 
period of state military service; and

• The same benefits and protections provided to U.S. military 
members by USERRA.

Provided By Helpside, Inc.



2

Employee Leave Laws--Overview

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2012-2013, 2016-2018, 2021 Zywave, Inc. All rights reserved. 

Voting and Convention Leave

Employees may be absent from work for a reasonable amount of time to vote 
(at least two hours) on election day or while early voting is in progress, unless 
the polls are open for at least two consecutive hours outside of the employee’s 
work hours. 
Voting leave is paid if the time cuts into the employee’s normal working hours. 
Employers may designate the time the employee will be off to vote, as long as 
the time is reasonable and sufficient to allow the employee to vote.
Employees may be absent from work to attend a state or local political 
convention. Convention leave is unpaid.

Emergency Evacuation Leave

Employers cannot discharge or discriminate against employees who leave work 
to participate in a general public evacuation ordered under an emergency 
evacuation order. These requirements do not apply to:
• Emergency services personnel (for example, firefighters, police officers and 

emergency medical technicians), if the employer provides them with 
adequate emergency shelter; and

• Any person necessary to provide for the safety and well-being of the general 
public, including any person needed to restore vital services.

Foster Child Leave

Employers with 15 or more employees that provide leave to care for or 
otherwise assist employees’ sick biological or adopted children must provide the 
same leave for an employee's foster child, if the child resides in the same 
household as the employee and is under the conservatorship of the Texas 
Department of Family and Protective Services.

Please note that the information in the above chart focuses on statewide laws. Cities, towns and counties across the 
country have enacted local ordinances that require employers to provide leave to employees for varied reasons. 
Generally, employers must comply with the local ordinance and statewide law, if applicable.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Texas.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Utah 
employers must comply with state employment laws requiring employee leave for specific purposes.

Employers must also follow federal laws not addressed here that require employee leave, such as the 
Family and Medical Leave Act,.

Utah has state laws that mandate:

• Jury duty leave;
• Voting leave;
• Military reserves leave; and
• Leave for emergency services volunteers.

The chart below provides a high-level overview of Utah’s employee leave laws.

Overview of Utah Employee Leave Laws

Type of Leave Requirements

Jury duty leave

Employers must allow employees unpaid leave to respond to a 
jury summons, serve as a juror or grand juror, or attend court 
for prospective jury service. An employer may not threaten or 
take adverse employment action against an employee who 
takes leave for jury duty. Also, an employer may not require an 
employee to use annual, vacation or sick leave to cover the 
time spent responding to a jury summons, participating in the 
selection process or serving on a jury.

Voting Leave

Employers must allow employees two hours of paid leave to 
vote on an election day, if the employee applied for leave prior 
to the election day. However, leave is not available to an 
employee whose work schedule allows for three or more 
hours of non-work time when the polls are open. Employers 
may specify the hours during which the employee may leave 
to vote. If the employee requests the leave at the beginning or 
end of their work shift, the employer must grant that request.

Provided By Helpside, Inc.
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Reserve member of 
the Armed Forces 

leave

In addition to USERRA, Utah law provides the following job protections for 
members of a reserve component of the U.S. armed forces:
• Reserve members must be granted leave due to U.S. active duty, training or 

state active duty for no more than five years.
• Reemployment upon satisfactory release with the seniority, status, pay and 

vacation the employee would have had if not absent for military purposes.

Leave for emergency 
services volunteers 

Employers must allow employees who are emergency services volunteers 
unpaid leave to respond to emergencies, and may not terminate employees 
because they are emergency services volunteers. “Emergency services 
volunteers” are volunteer firefighters, licensed emergency medical service 
personnel, and individuals mobilized as part of a posse comitatus.
Employers may request a written statement from the employee’s emergency 
services supervisor stating the time and date of the employee's response as 
an emergency services volunteer.
Employees must make a reasonable effort to notify their employers of any 
absence from or tardiness to work because of their emergency response.

SPECIAL NOTE: The information in this chart focuses on statewide laws. Employers are advised that 
cities, towns and counties across the country have also enacted ordinances that require employers to 
provide employee leave. Employers must generally comply with both local and statewide law where 
they apply.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Utah.
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Vermont Employee Leave Laws—Overview 
Employers generally have some flexibility when it comes to establishing or negotiating employee leave 
policies. However, Vermont employers must provide their employees with certain types of paid and 
unpaid leave required by state law, in addition to complying with federal leave laws such as the Family 
and Medical Leave Act. 

Vermont state law includes the following employee leave mandates:

• Jury duty and witness leave;
• Legislative service leave;
• Military leave;
• Parental leave;
• Family leave;
• Short-term family leave; 
• Paid sick leave; and
• Crime victim leave.

This Employment Law Summary provides a high-level overview of Vermont’s employee leave laws.

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

An employer cannot discharge or penalize an employee for:

• Serving as a juror; or
• Attending any civil or criminal proceeding as a witness 

pursuant to a summons.
Employees on jury duty or serving as witnesses must be 
considered active employees during their service for purposes of 
determining seniority, fringe benefits, vacation and other rights, 
privileges and benefits of employment.

Provided By Helpside, Inc.
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Legislative Service Leave

An employer must grant a temporary or partial leave of absence 
to an employee to serve as a member of the General Assembly. 
Leave cannot cause the loss of job status, seniority or the right 
to participate in insurance and other employee benefits during 
the leave of absence.
An employee who intends to seek election to the General 
Assembly and invoke, if elected, the right to a leave of absence 
must notify his or her employer within 10 days after filing the 
primary election nominating petition. An employee who fails to 
provide notice waives his or her right to a leave of absence. 
Specific procedures apply for an employer that does not grant a 
leave of absence because it would cause unreasonable hardship 
for the employer’s business.

Military Leave

Vermont law provides leave and job protections for reserve 
training and military duty in addition to the rights provided by 
the federal Uniformed Services Employment and Reemployment 
Rights Act of 1994 (USERRA). Under Vermont law, members of 
the reserve component of the Armed Forces or National Guard 
are entitled to 15 days of leave in any calendar year to engage in 
military drills, training or other temporary duties. (Effective July 
1, 2021, the 15-day limit on leave is removed. Also effective on 
that date, National Guard members are subject to USERRA 
requirements, rights, benefits and protections.)
Leave may be paid or unpaid, at the employer’s discretion. 
Employees must notify their employers of the need for leave 30 
days prior to the date of departure or as soon as practicable 
after being called into service. Upon return, the employee must 
be reinstated to his or her position with the same status, pay 
and seniority, including seniority that accrued during the period 
of military leave. The employee may not lose any sick leave, 
vacation time, bonuses, promotion and other benefits because 
of a military leave.
Employers must continue health insurance benefits for National 
Guard members called to active duty for up to 30 days on the 
same terms as before the members’ leave. For service beyond 
30 days, members must be allowed to continue their service, 
and if the employer elects not to continue contributing its share 
of the cost, the state of Vermont will contribute the employer’s 
share.
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Parental Leave

An employer with 10 or more employees must provide an 
eligible employee with up to 12 weeks of parental leave in a 12-
month period for the following reasons:
• The birth of the employee’s child (including during pregnancy); 

or
• The initial placement of a child 16 years of age or younger 

with the employee for adoption (leave must be taken within a 
year of the placement).

To be eligible for parental leave, an employee must have been 
employed for one year and have worked an average of 30 hours 
per week.
Leave is unpaid. However, during the leave, an employee may 
use accrued sick, vacation or other paid leave, not to exceed six 
weeks.
An employer must continue all employment benefits under the 
same conditions as if the employee was continuously employed. 
The employee may be required to contribute to the cost of 
benefits during the leave at the existing employee rate of 
contribution.
Reinstatement and employee and employer notice requirements 
apply.

Family Leave

An employer with 15 or more employees must provide an 
eligible employee with up to 12 weeks of family leave in a 12-
month period for the following reasons:
• The serious illness of the employee; or
• The serious illness of the employee’s child, stepchild or ward 

who lives with the employee, foster child, parent, spouse or 
parent-in-law.

To be eligible for family leave, an employee must be employed 
for one year and work an average of 30 hours per week.
“Serious illness” means an accident, disease, or physical or 
mental condition that poses imminent danger of death, requires 
inpatient care in a hospital or requires continuing in-home care 
under the direction of a physician. An employer may request 
certification from a physician for a serious illness.
Leave is unpaid. However, an employee may use accrued sick, 
vacation or other paid leave, not to exceed six weeks.
An employer must continue all employment benefits under the 
same conditions as if the employee was continuously employed. 
The employee may be required to pay the entire cost of benefits 
during the leave at the existing employee rate of contribution.
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Reinstatement and employee notice requirements apply.

Short-term Family Leave

An employer with 15 or more employees must provide an 
eligible employee with up to four hours of unpaid short-term 
family leave in any 30-day period, not to exceed 24 hours in any 
12-month period. Short-term family leave may be taken for any 
of the following reasons:
• To participate in preschool or school activities directly related 

to academic educational advancement of the employee’s 
child, such as a parent-teacher conference;

• To attend or accompany the employee’s child, parent, spouse 
or parent-in-law to routine medical or dental appointments;

• To accompany the employee’s parent, spouse or parent-in-law 
to other appointments for professional services related to his 
or her care and well-being; or

• To respond to a medical emergency involving the employee’s 
child, parent, spouse or parent-in-law.

To be eligible, an employee must be employed for one year and 
work an average of 30 hours per week. For this purpose, an 
employee’s child includes a stepchild, foster child or ward who 
lives with the employee.
Employees may use accrued paid leave, including vacation and 
personal leave, to substitute for the otherwise unpaid short-
term family leave.
An employer may require short-term family leave to be taken in 
two-hour minimum increments. Employees must make a 
reasonable attempt to schedule appointments outside of regular 
work hours. Except in cases of emergency, an employee must 
provide his or her employer with the earliest possible notice, no 
later than seven days, before leave is taken.

Paid Sick Leave

With few exceptions, employers must provide eligible 
employees with one hour of paid sick time for every 52 hours 
worked. Sick time accruals may be capped at 40 hours in a 12-
month period.
In addition, an employer may require a one-year waiting period 
before newly hired employees may use accrued paid sick time. 
The employee must accrue sick time during the waiting period, 
but may not be permitted to use it.
To be eligible for paid sick time, an employee must be at least 18 
years of age, be employed for more than 20 weeks in a 12-
month period and average at least 18 hours of service per week 
during a year. 
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An eligible employee must be able to use accrued sick time for 
any of the following reasons:
• The injury or illness of the employee or for the employee to 

obtain diagnostic, preventive, routine or therapeutic health 
care;

• For the employee to care for a sick or injured parent, 
grandparent, spouse, child, brother, sister, parent-in-law, 
grandchild or foster child, including helping that family 
member obtain diagnostic, preventive, routine or therapeutic 
health care;

• To accompany the employee’s parent, grandparent, spouse or 
parent-in-law to an appointment related to his or her long-
term care;

• For the employee to arrange for social or legal services or 
obtain medical care or counseling for the employee or for the 
employee’s family member who is a victim of domestic 
violence, sexual assault or stalking; and

• For the employee to care for a child or other family member 
because the school or business where that individual normally 
is during the employee’s workday is closed for public health or 
safety reasons.

An employer is prohibited from retaliating against an employee 
for using sick time or requiring an employee to find a 
replacement for sick time absences. Also, an employee’s group 
health insurance benefits must be maintained as normal during 
sick time leave, with the employee contributing his or her 
portion of the cost.
Employees may be required to make reasonable efforts to avoid 
scheduling routine or preventive health care appointments 
during regular work hours. An employee can also be required to 
notify the employer as soon as practicable of the intent to take 
sick time, including the expected duration of leave. 
Rehire, carryover and employer posting provisions apply.

Crime Victim Leave

Employers must allow eligible employees who are crime victims 
to take unpaid leave from work to attend certain legal 
proceedings related to the crime. To be eligible, an employee 
must have been employed with the employer for at least six 
months for an average of at least 20 hours per week.
A crime victim is any individual who has:
• Obtained a relief from abuse order;
• Obtained an order against stalking or sexual assault;
• Obtained an order against abuse of a vulnerable adult; or



6

Employee Leave Laws

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2015-2016, 2018, 2021 Zywave, Inc. All rights reserved. 

More Information
Contact Helpside, Inc. for more information on employee leave laws in Vermont.

• Sustained physical, emotional or financial injury as the direct 
result of a crime and is identified as a crime victim in an 
affidavit filed by law enforcement. Certain family members of 
these individuals are also considered crime victims.   

Employees who are crime victims must be provided unpaid 
leave in order to attend a deposition or court proceeding related 
to: 
• A criminal proceeding when the employee, as the victim, has a 

right or obligation to appear at the proceeding;
• A relief from abuse hearing when the employee seeks the 

order as the plaintiff;
• A hearing concerning an order against stalking or sexual 

assault when the employee seeks the order as the plaintiff; or
• A relief from abuse, neglect or exploitation hearing when the 

employee is the plaintiff.
Employees may choose to use any available paid leave, such as 
accrued sick or vacation leave, during crime victim leave. 
Employers must maintain the employee’s benefits for the 
duration of the leave, with the employee continuing to pay his or 
her portion of the cost. Employees are entitled to be reinstated 
to their same or comparable job at the same rate of pay, 
benefits, seniority or any other term or condition of employment 
existing on the day the employee’s leave began. Employer 
workplace posting requirements apply.



1
This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2015, 2017-2018, 2021 Zywave, Inc. All rights reserved. 

Employee Leave Laws—Overview
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, Virginia 
employers must comply with state employment laws requiring employee leave for specific purposes.

Employers must also follow federal laws, such as the Family and Medical Leave Act (FMLA), that require 
employee leave.

Virginia has state laws that mandate:

• Jury duty and court attendance leave;
• Leave for election officers;
• Military leave;
• Victim and witness leave; and
• Paid sick leave for home health workers.

The chart below provides a high-level overview of Virginia employee leave laws.

Overview of Virginia Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Jury Duty and Court Attendance 
Leave

An employer cannot discharge or take adverse employment 
action against an employee who is absent from work if he or 
she is summoned for jury duty, subpoenaed to appear in court 
or required in writing to appear at any future hearing. 
Employers also cannot require the employee to use sick or 
vacation time because of missing work for any of these 
reasons. 
Additionally, an employee who appears for jury duty for four 
or more hours in one day (including travel time) may not be 
required to start any scheduled work shift that begins:
• On or after 5 p.m. on the day of the jury duty; or
• Before 3 a.m. on the day following the jury duty.
These protections do not apply to employees summoned as a 
defendant in a criminal case.

Provided By Helpside, Inc.
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Leave for Election Officers

An employer cannot discharge or take adverse employment 
action against an employee serving as an election officer at a 
polling place for any election. An employer also cannot require 
an employee to use sick or vacation time because of an 
absence for this service.
Additionally, an employee who serves as an election officer for 
four or more hours on his or her day of service (including 
travel time) may not be required to start any work shift that 
begins:
• On or after 5 p.m. on the day of service; or
• Before 3 a.m. on the day following the day of service.
Employees must provide reasonable notice of their service as 
election officers.

Military Leave

In addition to USERRA, Virginia law provides rights and 
benefits to members of the Virginia National Guard, the 
Virginia Defense Force or the Naval Militia who serve state 
active duty or military duty.
• These military service members are entitled to unpaid leave 

if they are called to state or military active duty. Employers 
may not require use of any type of accrued paid leave during 
a period of active service. However, an employee forfeits 
reemployment rights when the cumulative length of leave 
for military duty exceeds five years.

• An employer may not discriminate against any employee for 
his or her connection or membership with these 
organizations.

In addition, Civil Air Patrol members must be allowed a leave 
of absence without loss of seniority, accrued leave, benefits, 
or efficiency rating for:
• Training (10 workdays per federal fiscal year); or 
• Responding to an emergency mission (30 workdays per 

federal fiscal year).
Civil Air Patrol leave may be paid or unpaid, but employers 
may not require employees to exhaust any other leave first.

Victim and Witness Leave

Employers must allow crime victims unpaid leave in order to 
attend criminal proceedings. An employee must provide notice 
to the employer with a copy of the form provided to the 
employee by law enforcement, and any notice of each 
scheduled criminal proceeding.
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A “criminal proceeding” is a proceeding involving a crime 
against the victim, at which the victim has the right or 
opportunity to appear, including:
• The initial appearance of the person suspected of 

committing the crime against the victim;
• Any proceeding in which the court considers the post-arrest 

release of the person accused of a crime against the victim 
or the conditions of that release;

• Any proceeding in which a negotiated plea for the person 
accused of the crime against the victim will be presented to 
the court;

• Any sentencing proceeding;
• Any proceeding in which post-conviction release from 

confinement is considered;
• Any probation revocation disposition proceeding or any 

proceeding in which the court is requested to terminate the 
probation of a person convicted of a crime against the 
victim; or

• Any proceeding where the court is requested to modify the 
terms of probation or intensive probation of a person, if the 
modification will substantially affect the person’s contact 
with, or the safety of, the victim, or if the modification 
involves restitution or incarceration status.

Employers cannot dismiss, refuse to hire, discriminate or apply 
any adverse employment action against victims who leave 
work to attend criminal proceedings. Employers may only limit 
victim and witness leave if the leave creates an undue 
hardship for the employer.

Paid Sick Leave for Home Health 
Workers

Home health workers who work an average of at least 20 
hours per week or 90 hours per month must be provided with 
paid sick leave. 
The only employer exception in the law is for federal 
government agencies. All other Virginia employers are covered 
if they do business or operate in Virginia and employ another 
to work for wages, salaries, or on commission. The law also 
covers entities acting directly or indirectly in the interest of an 
employer in relation to an employee.
"Home health worker" means an individual who provides 
personal care, respite or companion services to an individual 
who receives consumer-directed services under Medicaid. The 
law does not apply to workers who:
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• Are licensed, registered, or certified by a health regulatory 
board within the Department of Health Professions; 

• Are employed by a hospital licensed by the Department of 
Health; and 

• Work no more than 30 hours per month on average.
Workers accrue one hour of leave for every 30 hours worked, 
beginning at the start of employment, but employers may 
provide all paid sick leave an employee is expected to accrue 
at the beginning of the year. The leave carries over to the 
following year. Accrual and use of paid sick leave may be 
capped at 40 hours per year.
Leave may be used for:
• An employee’s (or an employee’s family member’s) mental 

or physical illness, injury or health condition;
• An employee’s (or an employee’s family member’s) need for 

medical diagnosis, care or treatment of a mental or physical 
illness, injury or health condition; or

• An employee’s (or an employee’s family member’s) need for 
preventive medical care.

“Family member” is defined broadly to include:
• Regardless of age, a biological child, adopted or foster child, 

stepchild, legal ward, child to whom the employee stands in 
loco parentis, or individual to whom an employee stood in 
loco parentis when the individual was a minor;

• A biological parent, foster parent, stepparent, adoptive 
parent, legal guardian of an employee or an employee's 
spouse, or individual who stood in loco parentis to an 
employee when the employee or employee's spouse was a 
minor child;

• An individual to whom an employee is legally married under 
the laws of any state;

• A grandparent, grandchild, or sibling, whether of a 
biological, foster, adoptive, or step relationship, of an 
employee or the employee's spouse;

• An individual for whom an employee is responsible for 
providing or arranging care, including helping that individual 
obtain diagnostic, preventive, routine, or therapeutic health 
treatment; or

• Any other individual related by blood or affinity whose close 
association with an employee is the equivalent of a family 
relationship.

Leave must be provided on the employee’s request; however, 
when the need for leave is foreseeable, the employee must try 
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SPECIAL NOTE: The information in this chart focuses on statewide laws. Employers are advised that 
cities, towns and counties across the country have also enacted ordinances that require employers to 
provide employee leave. Employers must generally comply with both the local ordinance and statewide 
law where they apply.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Virginia.

to provide advance notice and try to schedule the leave to 
avoid unduly disrupting the employer’s operations.
Employers that require notice of the need for leave must 
provide a written policy containing procedures for their 
employees to provide notice. An employer that has not 
provided a written policy for providing notice may not deny 
paid sick leave to an employee based on noncompliance with 
the policy.
Employers may require reasonable documentation that paid 
sick leave of three or more consecutive days has been used for 
a permitted purpose.
Employer leave policies or collective bargaining agreements 
that provide equivalent benefits may be substituted for the 
required leave.
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Employee Leave Laws—Overview 
Employers have some flexibility when it comes to establishing or negotiating employee leave policies 
such as vacation time, personal leave and sick time. However, in the state of Washington, state laws 
require covered employers to provide employees with leave in certain situations. (Employers must also 
provide employee leave when required to do so by federal laws, such as the Family and Medical Leave 
Act.)

Washington state law includes the following employee leave mandates:

• Paid sick leave;
• Paid family and medical leave;
• Family sick leave;
• Pregnancy disability leave;
• Domestic violence leave;
• Jury duty leave;
• Emergency services leave; and
• Military and military spouse leave.

The following chart provides a high-level overview of state leave laws for employees in Washington. 

Overview of Employee Leave Laws

TYPE OF LEAVE REQUIREMENTS

Paid Sick Leave

All employers covered by the Washington Minimum Wage Act 
must provide employees with paid sick leave, except 
construction workers covered by collective bargaining 
agreements that meet requirements laid out in the law.

Employees must accrue at least one hour of paid sick leave for 
every 40 hours worked. The law does not provide any annual 
usage or accrual caps for paid sick leave. Employers may 
choose to “front-load” an amount of paid sick leave to 
employees each year that meets or exceeds the accrual, use 
and carry-over requirements of the law.

Employees must be permitted to carry over up to 40 hours of 
unused paid sick leave to the following year. This carry-over 
requirement also applies to employers that front-load paid 
sick leave.

Provided By Helpside, Inc.
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Eligible employees (that is, all employees covered under the Washington Minimum Wage 
Act) must be able to use accrued paid sick leave for any of the following reasons:

• An employee’s own mental or physical illness, injury or health condition, including the 
need for medical diagnosis, care or treatment, and preventive medical care;

• To care for the employee’s family member with a mental or physical illness, injury or 
health condition, including the family member’s need for medical diagnosis, care or 
treatment, and preventive care;

• Closure of the employee’s place of business by order of a public official due to any 
health-related reason or closure of an employee’s child’s school or place of care by 
order of a public official due to any health-related reason; and

• Employees who are victims of domestic violence, sexual assault or stalking (or who are 
family members of a victim) in order to seek and obtain legal and social services, 
medical treatment or counseling, or participate in safety planning.

An employer may require new employees to wait 90 days after hire before using any accrued 
paid sick leave (accrual begins upon hire).

An employer may also require reasonable documentation to verify that use of paid sick leave 
was for a permitted reason for paid sick leave absences exceeding three days.

An employee that is rehired within 12 months of separation by the same employer (or a 
different location of the same employer) is entitled to have his or her paid sick leave 
reinstated. Employer notice and anti-retaliation provisions apply.

Paid Family and Medical 
Leave

Washington’s paid family and medical leave program covers virtually all Washington 
employers. The program is funded with employer and employee contributions and 
administered by a state agency. Employers with fewer than 50 employees are not required 
to make employer premium contributions.

Eligible workers may receive benefit payments under the paid family and medical leave 
program for leave due to the employee’s own serious health condition, or to care for a family 
member. 

Any employee who works at least 820 hours during the “qualifying period” is eligible for paid 
family and medical leave benefits. The qualifying period is defined as the first four of the last 
five completed calendar quarters or, if eligibility is not established, the last four completed 
calendar quarters immediately before the employee’s application for leave. 

The paid family and medical leave program provides the following leave amounts during a 
consecutive 52-week period:

• Family leave: Up to 12 weeks;

• Medical leave: Up to 12 weeks (14 weeks for a female employee who experiences a 
serious health condition related to pregnancy that results in incapacity); and
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• Combined family and medical leave: Up to 16 weeks (18 weeks for a female employee 
who experiences a serious health condition related to pregnancy that results in 
incapacity).

• “Family member” is defined broadly and includes, among others, a child of any age, 
including those to whom the employee stands in loco parentis and a child’s spouse; a 
parent, including, among others, de facto or foster parents, persons who stood in loco 
parentis to the employee, and legal guardians; the employee’s spouse or registered 
domestic partner; grandparents, grandchildren and siblings of the employee; and any 
individual who regularly resides in the employee’s home or where the relationship 
creates an expectation that the employee care for the person, and that individual 
depends on the employee for care. (Individuals who simply reside in the same home 
with no expectation that the employee will care for them are not considered family 
members.)

Employee notice requirements apply for leave that is foreseeable. Job-protection and 
reinstatement rights apply to employees who satisfy federal FMLA eligibility requirements. 

Employers are required to post a notice in the workplace. In addition, employers must 
provide a written notice to an employee of his or her rights under the program within five 
business days after the employee's seventh consecutive day of absence due to family or 
medical leave, or within five business days after the employer has received notice that the 
employee's absence is due to family or medical leave, whichever is later.

Family Sick Leave

The Washington Family Care Act requires all employers who provide paid sick leave to allow 
employees to use that accrued leave to care for an ill child, parent, parent-in-law, 
grandparent, spouse or domestic partner of the employee. If the provisions of other state or 
federal leave laws apply (e.g., FMLA, paid family and medical leave, pregnancy disability 
leave), the protections and benefits of the Family Care Act and the other law run 
concurrently, and the more favorable provision or provisions apply. 

Pregnancy Disability 
Leave

Employers with eight or more employees must provide leave to female employees who are 
disabled by pregnancy, childbirth or a related medical condition for the period of the 
disability or sickness.

Leave runs concurrently with FMLA leave. Leave is unpaid. Job protections apply to 
employees taking pregnancy disability leave.

Domestic Violence 
Leave

Employers must grant a reasonable amount of leave time to employees who are victims of 
domestic violence, sexual assault or stalking, or who are family members of a victim in order 
to:

• Seek and obtain legal, law enforcement or social services assistance;
• Seek and obtain medical treatment or counseling; or
• Participate in safety planning or take other actions to increase safety.
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Leave is unpaid. Notice and certification requirements apply. Employees may elect to use any 
of their sick leave and other paid time off, compensatory time or unpaid leave time.

Jury Duty Leave Employers must grant unpaid leave to employees who are summoned to jury service. Job 
protections apply.

Emergency Services 
Leave

An employer may not discharge or discipline:
•  A volunteer firefighter or reserve officer because of leave taken related to an alarm of fire 

or an emergency call; or
• A civil air patrol member because of leave taken related to an emergency service 

operation.
To be covered, volunteer firefighters must have:
• Notified their employer of their firefighter status and intent to serve as a volunteer, if 

already at the place of employment when called to serve as a volunteer, or
• If not already at the place of employment when called to serve as a volunteer, been 

ordered to remain at their position by the commanding authority at the scene of the fire.
Leave is unpaid.

Military and Military 
Spouse Leave

In addition to USERRA, Washington law provides the following employment protections for 
military members:

• Reemployment rights for military personnel following a period of military service.
• Employers must provide up to 15 days of unpaid leave to eligible spouses or registered 

domestic partners of military service members when their spouse is about to be deployed 
or on leave from deployment. Notice requirements apply.

SPECIAL NOTE: The chart above addresses only statewide laws. Cities, towns and counties across the country have 
also enacted local leave ordinances, and employers must generally comply with both local and statewide law 
where it applies. For example, employers that are located in Seattle, Tacoma and/or Spokane may be subject to 
local paid sick leave ordinances, in addition to the statewide paid sick leave law.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Washington.

http://www.seattle.gov/laborstandards/ordinances/paid-sick-and-safe-time
https://www.cityoftacoma.org/cms/one.aspx?objectId=75860
https://my.spokanecity.org/business/doing-business/earned-sick-and-safe-leave/
https://my.spokanecity.org/business/doing-business/earned-sick-and-safe-leave/
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations. 

In addition to federal leave laws, West Virginia has laws regarding:

• Jury duty leave;

• Voting leave;

• Legislature and public service leave;

• Military leave; 

• Volunteer firefighter and emergency medical service leave; and

• Civil Air Patrol leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
West Virginia’s employee leave laws and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury duty leave

Employers must allow employees unpaid leave to serve as 
jurors. An employer may not terminate, threaten to terminate 
or decrease an employee’s regular wages due to jury duty 
leave. An employee must provide notice to his or her 
employer by the next workday after receiving a jury summons.

Voting leave

Employers must provide employees with up to three hours of 
paid leave to vote on election day, upon written request at 
least three days in advance. Employees with three or more 
hours of non-work time when the polls are open are not 
eligible for the leave (although an employer may provide the 
employee with unpaid time to vote).
Certain employers whose operations are essential or require 
continuity may schedule employee voting leave to avoid 
disruption of business operations.

STATE RESOURCES

West Virginia Division of 
Labor
http://labor.wv.gov/Pages/d
efault.aspx 

http://labor.wv.gov/Pages/default.aspx
http://labor.wv.gov/Pages/default.aspx
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TYPE OF LEAVE REQUIREMENTS

Legislature and public 
service leave

Employees who are members of the legislature must continue to receive pension coverage, 
benefits or insurance coverage while absent from work to attend regular or extraordinary 
sessions of the legislature, as long as they continue to pay any required contributions.

Employers must grant unpaid leave to employees who are elected or appointed to a part-
time public office, unless the employer employs fewer than six full-time workers during the 
time when the elected official is performing the duties of the office. 

Military leave
West Virginia provides members of the organized militia called to active state duty the 
same leave and re-employment rights granted to members of the reserve components of 
the U.S. Armed Forces, including rights granted by the federal Uniformed Services 
Employment and Reemployment Rights Act (USERAA).

Volunteer firefighter and 
emergency medical 

service leave

An employer may not terminate or discipline an employee who is a volunteer fire 
department member or an emergency medical service attendant for being late or absent 
from work because he or she was responding to an emergency before they were due at 
work. Time missed from work may be charged against the employee's regular pay or the 
employee's accumulated leave, at the option of the employee.

Employers are also prohibited from terminating employee members of an emergency 
medical service who miss work because they are responding to an emergency before work 
time. Time missed from work may be charged against the employee's regular pay.

In both cases, employers may request documentation for the emergency leave.

Civil Air Patrol leave

Employers must provide up to 10 days per year of unpaid leave to employees for Civil Air 
Patrol training, and up to 30 days per year for Civil Air Patrol missions. Employees must 
provide 14 days’ notice for training leave and as much time as possible for mission leaves. 
Employers may request verification. Employees may not be required to exhaust any other 
leave benefit before using Civil Air Patrol leave.

COMPLIANCE STEPS
It is important for West Virginia employers to understand when their employees are entitled to take time off from work, 
and the legal protections associated with such leaves. Employers that violate state or federal leave law requirements 
may be subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage 
awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap. As part of the compliance review employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;
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• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and

• Required notices and posters regarding leave laws are provided.
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Employee Leave Laws—Overview 
Employers may provide their employees with various types of paid or unpaid leave as part of their 
overall compensation packages, including vacation time, personal leave and sick leave. Employers have 
some flexibility when it comes to establishing or negotiating employee leave policies. However, 
Wisconsin employers must comply with state employment laws requiring employee leave for specific 
purposes. (Employers must also follow federal laws, such as the Family and Medical Leave Act, that 
require employee leave.)

Wisconsin has state laws that mandate:

• Family and medical leave
• Voting leave;
• Election leave;
• Jury duty leave;
• Judicial witness leave;
• Civil air patrol leave;
• Emergency responder leave;
• Military leave; and
• Bone marrow and organ donation leave

The chart below provides a high-level overview of Wisconsin’s employee leave laws.

TYPE OF LEAVE REQUIREMENTS

Wisconsin Family and Medical Leave 
(WFMLA)

Employers with at least 50 permanent employees must 
provide eligible employees with family and medical 
leave. To be eligible for leave, an employee must have 
worked for an employer for more than 52 consecutive 
weeks and must have completed 1,000 hours of work in 
the preceding 52 weeks.
Eligible employees may take up to:

• Six weeks of leave in a calendar year for the birth or 
adoption of a child;

• Two weeks of leave in a calendar year for the care 
of a child, spouse, domestic partner* or parent with 
a serious health condition; and

• Two weeks of leave in a calendar year for the 
employee’s own serious health condition.

Provided By Helpside, Inc.
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Leave is unpaid. Employees may substitute any other type of available paid or 
unpaid leave; however, employers cannot require substitution of other types of 
leave.
Employees must provide advance notice for leave due to the birth or adoption of a 
child or a planned medical treatment or supervision. Employers may require 
certification for leave taken because of a serious health condition. Job protections 
apply to employees taking family and medical leave.
Employers with 50 or more employees are also subject to the federal Family and 
Medical Leave Act (FMLA). When an employee leave is covered by just one law, 
either the FMLA or the WFMLA, then the provisions of the applicable law apply. 
When an employee leave is covered by both the FMLA and WFMLA, employers must 
apply the provisions of federal and state law that are more generous to employees.

Voting Leave Employees may be absent from work for up to three consecutive hours to vote. 
Notice requirements apply. Leave is unpaid.

Election Official Leave

Employees may be absent from work on an election day to serve as an election 
official. Leave is for the entire 24-hour period of each election day during which the 
employee serves as an election official. Advance notice requirements apply. Leave is 
unpaid.

Jury Duty Leave Employers must provide unpaid leave to employees summoned to jury duty. Job 
protections apply.

Leave for Judicial Witnesses

An employer may not discharge an employee who takes time off from work to testify 
in a criminal, juvenile or children’s court proceeding pursuant to a subpoena. 
Advance notice requirements apply. Leave is unpaid, unless the proceeding arises 
from a crime against the employer or an incident involving the employee in the 
course of his or her employment.

Civil Air Patrol Leave

Leave requirement applies to employers with at least 11 permanent employees. 
Employers must provide employees with up to 15 days of leave per year to 
participate in emergency service operations of the Civil Air Patrol. Employees may 
not take more than five consecutive days of leave. Notice and authorization 
requirements apply to the leave. Leave is unpaid. Job protections apply.

Emergency Responder Leave

Employers must permit employees who are volunteer firefighters, emergency 
medical technicians, first responders or ambulance drivers to be late for or absent 
from work if they are responding to an emergency that begins before the workday 
starts. Notification and certification requirements apply. Leave is unpaid. Job 
protections apply.

Military Leave

In addition to USERRA, Wisconsin provides the following employment protections for 
returning military members:

• Reemployment requirements for military members enlisted in the U.S. Armed 
Forces;
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*Wisconsin eliminated the state’s domestic partnership registry, effective April 1, 2018. Due to the legalization of 
same-sex marriage, same-sex couples are no longer allowed to register as domestic partners under state law. This 
does not affect an eligible employee’s right to take WFMLA leave for a registered domestic partner.

More Information
Contact Helpside, Inc. for more information on employee leave laws in Wisconsin.

• Reemployment requirements for people in active state service, including the 
National Guard; and

• Fair employment protections prohibiting workplace discrimination on the basis 
of military service.

Bone Marrow and Organ 
Donation Leave

Employers with 50 or more permanent employees must allow eligible employees up 
to six weeks of unpaid leave in a 12-month period for bone marrow or organ 
donation.
To be eligible for bone marrow or organ donation leave, an employee must:
• Have been employed with the employer for more than 52 consecutive weeks; and
• Worked at least 1,000 hours during the preceding 52-week period.
An employee may choose to substitute available paid leave provided by the 
employer for the otherwise unpaid leave.
An employee seeking leave must try to schedule the bone marrow or organ donation 
procedure to avoid unduly disrupting the employer’s operations. In addition, the 
employee must give advance notice of the leave.
An employer may require a certification completed by a health care provider to 
verify the employee’s leave request, including the anticipated length of leave.
During leave, an employer must maintain the employee’s health insurance benefits 
on the same terms and conditions as prior to the leave. Job protections also apply.
Employers must conspicuously post a notice in the workplace regarding bone 
marrow and organ donation leave.
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Employers may provide their employees with various types of paid or unpaid leave as 
part of their overall compensation packages, including vacation time, personal leave and 
sick leave. Employers have some flexibility when it comes to establishing or negotiating 
employee leave policies. However, federal laws such as the Family and Medical Leave 
Act (FMLA) require covered employers to provide employees with leave in certain 
situations.

In addition to federal leave laws, Wyoming has employee leave laws regarding:

• Jury duty leave;
• Victim and witness leave;
• Voting leave; and
• Military leave.

This Employment Law Summary includes a chart that provides a high-level overview of 
Wyoming’s employee leave laws and suggests compliance steps for employers.

OVERVIEW OF EMPLOYEE LEAVE LAWS

TYPE OF LEAVE REQUIREMENTS

Jury Duty Leave

An employer may not discharge, threaten to discharge, 
intimidate or coerce any employee due to his or her jury 
service. An employee is considered to be on a leave of 
absence during jury service, and must be reinstated to his 
or her position without loss of seniority.

Victim and Witness Leave

Employers must allow employees who are considered 
victims or witnesses to respond to subpoenas during 
work hours or to be absent when necessary in order to 
cooperate with law enforcement, prosecuting attorneys 
or defense attorneys.

Voting Leave

An employer must provide up to one hour of paid leave 
to an employee in order to vote in any primary, general 
or special election. The employer may designate the most 
convenient time for the employee to take voting leave 
(other than a meal hour). Employees who have three or 
more consecutive non-working hours during the time the 
polls are open are not eligible for voting leave.

STATE RESOURCES

Wyoming Department of 
Workforce Services
http://www.wyomingworkf
orce.org/ 

http://www.wyomingworkforce.org/
http://www.wyomingworkforce.org/


2

Employee Leave Laws - Overview

This guide is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice. It is provided for general 
informational purposes only. Readers should contact legal counsel for legal advice. 
© 2015, 2018 Zywave, Inc. All rights reserved. 

Military Leave

In addition to USERRA, Wyoming law provides the following job protections to members in 
the uniformed services:

• Leave (paid or unpaid, at employer’s discretion) of up to five years for active duty, 
training or a qualifying physical exam;

• Right to maintain health coverage at their own cost while on military leave (must also 
continue to accrue sick, annual, vacation or military leave on the same basis);

• Returning members who apply for reemployment within the appropriate time frame, 
based on length of service, must be reinstated to original positions. Reinstated 
employees may not be terminated without cause for one year.

COMPLIANCE STEPS
It is important for Wyoming employers to understand when their employees are entitled to take time off from work, and 
the legal protections associated with such leaves. Employers that violate federal or state leave law requirements may be 
subject to government investigations, fines, employee lawsuits and significant penalties, fees and damage awards.

To minimize these risks, employers should review applicable federal and state leave law requirements and determine 
whether they have any compliance gaps to correct. This compliance review may be complex, especially in areas where 
federal and state leave laws overlap.

As part of the compliance review, employers should confirm that:

• Employee handbooks and written policies and procedures have been updated to accurately describe employee 
leaves;

• Human resources personnel, as well as managers and supervisors, are educated on how to administer employee 
leaves and receive ongoing training;

• Employee leaves are administered on a consistent basis, and employees are educated on leave rights and 
requirements;

• Recordkeeping systems accurately track and document employee leaves; and
• Required notices and posters regarding leave laws are provided.
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