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FAMILY AND MEDICAL LEAVE POLICY 

The City's family and medical leave program enables employees to take time off, under 
certain conditions, for health reasons or to care for family members. This policy will be 
administered in accordance with the federal Family and Medical Leave Act (FMLA). 

Eligibility. To be eligible for leave, an employee must have been employed by the City 
for at least 12 months, must have worked at least 1,250 hours in the preceding 12 
months, and must work at a location where at least 50 employees are employed by the 
City within 75 miles. 

Leave Entitlement. An eligible employee may request up to 12 workweeks of FMLA 
leave per "leave year" for one or more of the following reasons: 

• To care for the employee's child upon birth, or to care for a child upon the 
child's placement with the employee for adoption or foster care; 

• To care for a spouse, son, daughter, or parent who has a serious health 
condition; 

• To care for self, if the employee has a serious health condition that makes the 
employee unable to perform the essential functions of the position (including 
incapacity due to pregnancy, prenatal medical care or childbirth); or 

o For a "qualifying exigency" arising out of the fact that the employee's spouse, 
son, daughter, or parent is a covered military member (including those in the 
regular Armed Forces, the National Guard or the Reserves) who is on active 
duty, or has been notified of an impending call to covered active duty, and 
who has been or is being deployed to a foreign country. Qualifying 
exigencies are generally activities related to the active duty or call to duty, 
including attending certain military events, arranging for alternative childcare, 
addressing certain financial and legal arrangements, attending certain 
counseling sessions and attending post-deployment reintegration briefings. 

The City defines a leave year as the rolling twelve-month period measured backward 
from the date an employee uses any FMLA leave. FMLA leave for birth or placement for 
adoption or foster care must conclude within 12 months of the birth or placement. In 
addition, generally spouses employed by The City will be jointly entitled to a combined 
leave of 12 workweeks of family leave for the birth or placement of a child for adoption or 
foster care, or to care for a parent with a serious health condition. Each spouse is, 
however, eligible for the full 12 weeks of leave in the 12-month leave period to care for a 
child or spouse with a serious health condition, or for either employee's own serious 
health condition. 

Military Caregiver FMLA entitlement. An eligible employee may also take up to 26 
weeks of leave during a single 12-month period to care for an injured servicemember 



who is the employee's spouse, parent, child, or next of kin. A covered servicemember is 
a current member of the Armed Forces, including a National Guard or Reserves 
member, who has a serious injury or illness incurred in the line of duty on active duty that 
may render the servicemember medically unfit to perform his or her duties for which the 
servicemember is undergoing medical treatment, recuperation or therapy; or is in 
outpatient status; or is on the temporary disability retired list. A covered servicemember 
may also be a veteran who was a member of the Armed Forces any time during the five 
years preceding his/her need for medical treatment, recuperation or therapy for a serious 
injury or illness, where the injury or illness was incurred or aggravated in the line of duty. 
For purposes of this kind of leave, the 12-month period begins with the first day the 
employee takes leave. The combined total of leave for all purposes described in this 
policy may not exceed 26 weeks in the applicable leave year. 

Serious Health Condition. For purposes of this FMLA policy, a serious health condition 
is an illness, injury, impairment or physical or mental condition that involves: 

® Any period of incapacity or treatment connected with inpatient care (i.e., an 
overnight stay) in a hospital, hospice or residential medical care facility; 

® A period of incapacity of more than three consecutive, full calendar days from 
work, school, or other regular daily activities that also involves continuing 
treatment by (or under the supervision of) a health care provider; 

® A period of incapacity due to pregnancy or for prenatal care; 

O A period of incapacity or treatment due to a chronic serious health condition, 
for a permanent or long-term condition for which treatment may not be 
effective, or to receive multiple treatments for restorative surgery after an 
accident or injury or for a condition that would likely result in an incapacity of 
more than three full, consecutive calendar days in the absence of medical 
treatment (e.g., chemotherapy for cancer or dialysis for kidney disease). 

Intermittent or Reduced Work Schedule Leave. In certain circumstances, eligible 
employees may take FMLA intermittently (for example, in smaller blocks of time) or by 
reducing their work schedule. If the FMLA leave is because of the employee's own 
serious health condition or to care for a family member, the employee may take the 
leave intermittently or on a reduced work schedule if it is medically necessary. Eligible 
employees may also take FMLA leave on an intermittent or reduced schedule basis 
when necessary because of a qualifying exigency arising from a family member's military 
service. If FMLA leave is to care for a child after the birth or placement for adoption or 
foster care, employees may take their FMLA leave intermittently or on a reduced work 
schedule only with The City's permission. Where intermittent leave or reduced-schedule 
leave is needed for planned medical treatment, an employee must make a reasonable 
effort to schedule the treatment so as not to disrupt unduly business operations. Where 
an employee needs intermittent or reduced-schedule leave based on planned medical 
treatment, The City may transfer the employee to an alternative position with equivalent 
pay and benefits that can better accommodate such recurring leave. 

Notice and Certification. Employees who want to take FMLA leave ordinarily must 
provide the City with at least 30 days' notice of the need for leave, if the need for leave is 
foreseeable. If 30 days' advance notice is not possible, notice must be provided as soon 
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as practicable (which is generally the same day or next business day after the need for 
leave becomes known). Absent unusual circumstances, employees are required to 
follow The City's regular procedural requirements when requesting FMLA leave. When 
requesting leave, employees must provide sufficient information for the City to determine 
whether the leave may be FMLA-qualifying, and the anticipated timing and duration of 
requested leave. Employees must also inform the City if the requested leave is for a 
reason for which FMLA leave was previously taken or certified. 

In addition, employees who need leave for their own or a family member's serious health 
condition may be required to provide medical certification from a health care provider of 
the serious health condition. The City may require a second or third opinion (at City 
expense), periodic recertifications of the serious health condition and, when the leave is 
for an employee's own serious health condition, a certification that the employee is fit to 
return to work. Employees who need leave for a qualifying exigency arising from a family 
member's military leave must provide a certification confirming the need for leave. 

The City may delay leave to employees who do not provide proper advance notice of the 
foreseeable need for leave. The City also may delay or deny approval of leave for lack of 
proper certification establishing the need for leave. 

Please contact the Accounting Clerk/HR Assistant to obtain further information and 
forms relating to FMLA leave requests. 

Continuation of Pay and Benefits. FMLA leave is unpaid leave. However, employees are 
required to use any accrued paid leave available to them as part of their FMLA leave. 

During all leave under this family and medical leave policy, the City will continue to pay 
the employer's portion of health insurance premiums, provided that the employee 
continues to pay his/her share of insurance premiums, if any. Failure of the employee to 
pay his/her portion of the premium may result in cancellation of health insurance. Under 
certain circumstances, if an employee fails to return to work at the end of the leave, the 
employee may be responsible to pay back the City for the employer portion of the health 
insurance premiums. Leaves such as vacation and sick leave will continue to accrue 
during paid leave, but not during unpaid leave. 

Job Restoration Upon Return From Leave. Upon return from FMLA leave, an employee 
will be entitled to return to the employee's former position or a position with equivalent 
pay, benefits and conditions of employment, unless unusual circumstances have arisen 
(e.g., the employee's position or shift was eliminated for reasons unrelated to the leave). 
If the employee chooses not to return to work for any reason, the employee should notify 
The City as soon as possible. 

For Guidance. For more information about leave entitlements, or if you think you may 
need to take a Family and Medical Leave, please contact the Accounting Clerk/HR 
Assistant. The leave laws, particularly those applicable to pregnancy and childbirth, can 
be confusing. Employees are encouraged to contact the Accounting Clerk/HR Assistant 
with any questions about how the various laws are coordinated in a particular situation. 

Additional family/medical leave entitlements under Washington law; integration 
with FM LA 
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Pregnancy Disability Leave. In addition to leave under the federal FMLA described 
above, Washington law provides certain additional leave rights in connection with 
pregnancy-related disability and to care for a newborn. Regardless of whether an 
employee is eligible for FMLA leave, she is entitled to Pregnancy Disability leave for the 
period of time that she is temporarily disabled because of pregnancy or childbirth. 
Medical certification may be required to confirm the need for leave. If the employee is 
eligible for FMLA leave, the Pregnancy Disability leave will run concurrently with FMLA 
leave. Pregnancy Disability leave is unpaid and health benefits are not automatically 
continued (unless the employee is also eligible for FMLA leave); however, accrued leave 
may be used and the employee may continue insurance coverages at her expense. 

Washington Family Leave Act. The WFLA provides certain additional leave benefits to 
eligible employees. The WFLA largely mirrors the FMLA, with the same eligibility 
standards and entitlement to 12 weeks of leave for family and medical reasons. In most 
situations, WFLA provides the same leave entitlement as (and runs concurrently with) 
FMLA leave and employees should follow the procedures described above for both 
FMLA and WFLA leave. WFLA differs from FMLA leave only in the following respects: 

o WFLA leave does not run concurrently with any leave taken for Pregnancy 
Disability leave; this affords an employee up to 12 weeks of additional time off to 
care for her newborn once she has recovered from the Pregnancy Disability. 

® Under the WFLA (but not the FMLA), an eligible employee may be entitled to up 
to 12 weeks of leave to care for the employee's registered domestic partner with 
a serious health condition. 

o The WFLA does not provide leave for military exigencies or for military 
caregivers. Where such military-related leave is taken under the FMLA, it will not 
count against the 12-week leave entitlement available under the WFLA. 

to Continuation of employer-paid health insurance is not required during WFLA 
leave. Thus, during leave that is covered only by WFLA and not FMLA, health 
insurance will not be automatically continued unless the employee elects 
continuation coverage at his/her expense. 

Washington Paid Family Medical Leave Act. The Washington State Paid Family and 
Medical Leave (PFML) law establishes a program administered through the Employment 
Security Department (ESD) to provide paid leave benefits to eligible employees who 
need leave for certain family and medical reasons. The program is funded through 
payroll deductions collected by the State, and employees can begin applying for benefits 
as of January 1, 2020. Employees may also obtain information about this program on the 
State's website: https://paidleave.wa.gov/.  

The City will comply with all rules, regulations, and statutes related to the PFML, 
including all reporting requirements. The City will also collect and remit PFML premiums 
from employees' wages, as permitted by law. 

If you are eligible, you may receive partial wage replacement for leave taken for the 

following qualifying reasons: 
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Medical leave: when you are unable to work due to your own serious health 

condition (as defined in RCW 50A.04.010(19)). 

Family leave: to welcome a child (birth, adoption, foster placement) into your 

family; to care for a family member with a serious health condition; and for 

qualifying exigencies related to a family member's pre- and post-deployment 

military activities. 

Eligible employees may be entitled to benefits for up to 12 weeks for family or medical 

leave, and a combined total of 16 weeks of benefits for a combination of family and 

medical leave. An additional two weeks of medical leave is available if an employee 

needs leave for complications related to a pregnancy. 

Employees will apply for benefits through ESD, and ESD will make eligibility 

determinations. Employees must also notify the City of the need for leave; employees 

should provide at least 30 days' advance notice of foreseeable leave and unforeseeable 

leave notice should be given as soon as practicable. We will evaluate leave requests on 

a case-by-case basis. 

If the State approves benefits, you would receive partial wage replacement from 

ESD. Employees may not supplement the State PFML benefits with accrued leave from 

the City, and will not be eligible for PFML benefits if receiving time loss benefits through 

the workers' compensation system. When an employee is on leave and receiving PFML 

benefits from the State, the employee is deemed to be in unpaid status for purposes of 

City policies. Insurance coverage will be handled in the same manner as other unpaid 

leaves of absence, pursuant to City policy. 

This policy is intended to provide a general overview of the PFML program. Regulations 
are still in development, so details may change. The City reserves the right to update or 
modify the PFML policy as the program continues to develop and new rules, regulations, 
and statutes are enacted and implemented. 
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