
Employee Leave FAQ - COVID-19 Related 
 
How will the District handle employees with underlying conditions? 

 
If an employee is in one of the groups listed below (a statement from doctor will be 
required), they are eligible for two weeks of paid leave separate from their sick leave. 
This means you do not take sick leave for two weeks. After the paid two weeks, 
employees listed below are covered with 10 weeks of unpaid leave. If they have sick 
time, they may use it. If a person in one of these groups would like to come to work, we 
suggest discussing it with their doctor prior to making the decision. We will not prevent 
people in one of these groups from coming back to work: 
 

 
1. Those persons who have chronic lung disease. 
2. Those persons who have moderate to severe asthma. 
3. Those persons who have severe heart disease. 
4. Those persons who are immunocompromised. Many conditions can cause a 

person to be immunocompromised, including cancer treatment, smoking, bone 
marrow or organ transplantation, immune deficiencies, poorly controlled HIV or 
AIDS, and prolonged use of corticosteroids and other immune weakening 
medication. 

5. Those persons, of any age, with class III or severe obesity. 
6. Those persons diagnosed with the following underlying medical conditions: 

diabetes, liver disease, and persons with chronic kidney disease undergoing 
dialysis. 

 
What if the daycare/school/place of care for my child(ren) is closed due to COVID-19? 
 

1. A full-time employee is eligible for the following leave - Two weeks (up to 80 
hours at 40 hours per week) of paid sick leave at two-thirds the employee’s 
regular rate of pay followed by up to an additional 10 weeks of paid expanded 
family and medical leave at two-thirds the employee’s regular rate of pay. A 
part-time employee is eligible for leave for the number of hours that the employee 
is normally scheduled to work over that period.  All time taken at the two-thirds 
pay rate to cover childcare is capped at a maximum of $200 per day. 

2. The employee must have been employed at least 30 days to be eligible for the 10 
weeks paid (2 weeks paid will be allowed to those employed less than 30 days at 
a rate at two-thirds the regular rate and subject to the $200/day maximum).  

3. In order to qualify under this provision, we need a written statement from the 
employee stating  

a. The name of the child being cared for; 



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

c. A statement from the employee that no other suitable person is available 
to care for the child. 

 
 
 
 
 
 
 
What if  I am experiencing COVID-19 symptoms and my health care provider has advised 
me to self-quarantine? 
 

A full-time employee is eligible for two weeks (80 hours) of leave that is separate from 
their sick leave, and a part-time employee is eligible for the number of hours of leave that 
the employee works on average over a two-week period. Employees taking this leave 
are entitled to pay at either their regular rate over a two week period.  

 
 
Will I have to take FMLA for childbirth while we are working remotely? 
 

You will not be required to take FMLA for childbirth. You may work from home without 
taking any leave. 
 
 

What if I travel to a coronavirus ‘hot spot’? Will I be expected to quarantine? 
 

We expect employees to follow CDC guidance. If you have a question about your 
specific situation, please contact Tesha Echols. 
 

 
I am feeling anxious and stressed during this pandemic. Is there any help available to me 
to help cope with this situation? 
 

Yes, please contact the Employee Assistance Program. You have 5 free counseling 
sessions available to you and your immediate family. 
Family Counseling Services 1435 Oglethorpe Ave, Athens, GA 30606 
Phone: (706) 549-7755 
 
 



Is an employee entitled to an accommodation under the ADA in order to avoid exposing a 

family member who is at higher risk of severe illness from COVID-19 due to an underlying 

medical condition?  

 

No.  Although the ADA prohibits discrimination based on association with an individual 

with a disability, that protection is limited to disparate treatment or harassment.  The 

ADA does not require that an employer accommodate an employee without a disability 

based on the disability-related needs of a family member or other person with whom 

she is associated. 

 

For example, an employee without a disability is not entitled under the ADA to telework 

as an accommodation in order to protect a family member with a disability from 

potential COVID-19 exposure. 

 

Of course, an employer is free to provide such flexibilities if it chooses to do so. We are 

choosing to do so while students are being taught virtually. We will re-evaluate when 

we return to in-person instruction. 
 

Any other questions, please contact Tesha Echols, echolst@clarke.k12.ga.us; 
706-546-7721, ext. 20716 

mailto:echolst@clarke.k12.ga.us

