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You	see	bugs?	Let	me	know!	Here	you	can	also	share	your	thoughts	and	ideas	on	LiveJournal	updates	your	request	has	been	submitted.	You	can	keep	track	of	the	progress	of	your	request	to:	If	you	have	any	further	questions	or	comments,	you	can	add	them	to	that	request	at	any	time.	Send	another	report	Cloudi	Feedback	Mode	26-11-19:00	Wall	Street	English	Chile"	These	are	two	of	the	most	used	English	verbs	when	speaking	and	writing.	These	fulfil	different	functions	depending	on	the	context	in
which	they	are	used.	Although	the	terms	are	in	great	English,	it	may	initially	be	a	bit	confusing.	The	good	news	is	that	if	you	learn	the	English	rules	that	we	will	see	in	this	blog	post,	you	can	use	them	without	any	difficulty.	Organize	the	nine	key	suggestions	to	participate	in	an	English	course	here!	The	forms	of	the	verb	beyond	the	verb	do	in	English	means	"or".	One	of	the	main	things	you	should	know	is	that	we	always	use	it	with	I,	you,	us	and	them	as	they	accompany	her,	him	or	it.	We	see	these
verbs	using	these	verbs	in	English:	as	the	main	verb:	when	you	use	this	the	form	does	and	it	means	"breaker",	in	most	cases	something	abstract.	For	example,	we	will	do	the	best	I	can...	"Do	all	the	auxiliary	verb	to	ask:	use	this	Thorner	in	English	to	ask	questions,	there	are	human	beings	that	we	can	remember:	do	+	(me,	you,	us,	them)	+	verb	(basic	form)	for	example:	Is"Football	games?	Continue,	speak	English?	Is	(He,	she,	it)	+	verb	(basic	form)	for	example:	Is	"Football	game?	"For	short	answers:
short	answers	in	English	are	usually	answered	with	yes	and	no,	but	it	is	more	likely	to	use	more	than	one.	That's	why	they're	useful	to	do	and	do.	(It	is	important	to	stress	that	the	contraction	of	the	is	not	not	that	it	is	not	the	contract	is	not	that	it	is	"for	example:	With	this	we	avoid	saying	yes,	I	speak	English	to	avoid	repeating	t	he	English	phrase	with	which	we	are	asked	the	question,	but	at	the	same	time	we	avoid	answering	with	a	yes,	To	emphasize:	To	highlight	a	affirmative	action	we	can	put
do/does/did	before	the	main	verb.	This	gives	strength	to	the	point	or	idea	we	want	to	express.	For	example:	I	do	enjoy	basketball.	It's	a	great	sport.	She	really	loves	you.	She	just	doesn't	show	it.She	does	work	hard.The	verb	Do	repeated	is	likely	that	in	the	same	sentence	you	will	find	this	verb	in	English	that	performs	two	different	functions.	Don't	be	afraid.	It's	not	a	mistake.	Perhaps	in	a	phrase	in	English	we	find	the	verb	to	do	that	plays	the	role	of	auxiliary	and	lexical	(the	main	verb	that	gives
meaning	to	the	phrase).	In	this	example,	the	first	do	performs	the	auxiliary	verb	function,	while	the	second	is	the	verb.	If	you	want	to	learn	to	manage	English	as	a	mother	tongue	in	a	short	time,	you	can	follow	the	courses	offered	by	Wall	Street	English.	With	our	Blended	Method,	which	combines	classroom	lessons	with	online	lessons,	you	can	learn	English	when	and	where	you	want.	This	method	allows	you	to	assimilate	your	language	as	gradually	as	possible,	without	getting	lost	or	bored.	free	to
practice	English	in	a	fun	way.	This	way	you	can	practice	your	conversational	skills	and	practice	while	socializing	with	other	people.9	Tips	to	attend	the	English	course	of	Wall	Street	English	Topic:	Study,	learn	English,	vocabulary,	Do,	Does	Who	is	an	emergency	response?	For	employees	who	may	be	excluded	from	paid	sick	leave	or	an	enlarged	family;	and	Left	behind	by	their	employer	as	part	of	FFCRA,	a	lifeguard	is	anyone	who	is	needed	for	the	transportation,	care,	health	care,	comfort	and	nutrition
of	such	patients,	or	anyone	who	is	needed	for	the	response	to	COVID-19.	This	includes,	but	is	not	limited	to,	military	or	national	guards,	police	officers,	prison	staff,	fire	brigades,	emergency	medical	staff,	doctors,	nurses,	public	health	staff,	first	aid	technicians,	paramedics,	emergency	management	staff,	911	operators	in	the	event	of	a	declared	emergency,	and	persons	working	for	such	facilities	employing	such	persons	and	whose	work	is	necessary	to	keep	the	facility	in	operation.	This	also	includes
any	person	whom	the	most	senior	official	of	a	state	or	territory,	including	the	District	of	Columbia,	determines	to	be	an	emergency	respondent	needed	for	that	state	or	territory	or	for	the	District	of	Columbia’s	response	to	COVID-19.	Ã	̈	To	minimize	the	spread	of	the	virus	associated	with	COVID-19,	the	Department	encourages	employers	to	use	this	definition	to	exempt	rescuers	from	the	provisions	of	the	FFCRA.	For	example,	an	employer	may	decide	to	exempt	such	workers	from	family	care	leave,	but
may	decide	to	grant	them	paid	sick	leave	in	the	event	of	COVID-19	illness.	When	does	the	small	business	exemption	apply	to	exclude	a	small	business	from	the	provisions	of	the	Act	on	Paid	Emergency	Sick	Leave	and	the	Act	on	the	Expansion	of	Family	and	Medical	Leave?	An	employer,	including	religious	or	non-profit	organisations,	with	fewer	than	50	employees	(small	businesses)	is	exempted	from	providing	(a)	paid	sick	leave	due	to	the	closure	of	schools	or	care	centres	or	the	inability	to	provide
childcare	for	reasons	to	COVID-19,	and	The	family	and	extended	medical	leave	due	to	school	or	place	of	closure	of	care	or	child	care	provider	unavailable	for	reasons	related	to	Covid-19	at	the	time	that	the	profitability	of	the	small	enterprise	would	be	expected.	A	small	enterprise	may	claim	this	exemption	if	an	authorized	officer	of	the	company	has	determined	that:	the	provision	of	paid	leave	or	extended	family	and	medical	leave	would	entail	the	costs	of	small	enterprises	and	financial	obligations
higher	than	the	available	corporate	revenues	and	cause	the	small	enterprises	to	stop	operation	at	a	minimum	capacity;	The	absence	of	the	employee	or	employees	who	applied	for	paid	sick	leave	or	extended	family	and	medical	leave	would	pose	a	substantial	risk	to	the	financial	health	or	operational	capacity	of	the	small	enterprise	because	of	their	specialist	skills,	knowledge	of	the	company	or	responsibilities;	Or,	there	are	not	enough	workers	who	are	able,	willing	and	qualified,	and	who	will	be
available	at	the	time	and	place	necessary	to	carry	out	the	work	or	services	provided	by	the	employee	or	employees	who	require	paid	sick	leave	or	extended	family	and	medical	leave,	and	these	works	or	services	are	necessary	for	the	small	enterprise	to	operate	at	a	minimum	capacity.	If	they	are	a	small	enterprise	with	fewer	than	fifty	employees,	are	they	exempt	from	the	requirements	to	provide	paid	sick	leave	or	extended	family	and	medical	leave?	A	small	company	is	exempt	from	some	paid	sick	leave
and	extended	family	and	medical	leave	requirements	if	it	provides	an	employee	such	permission	to	jeopardise	the	profitability	of	the	business	as	ongoing	concern.	This	means	that	a	small	enterprise	is	exempt	from	paid	or	extended	sick	leave	and	medical	leave	requirements	only	if:	employer	employs	less	than	50	employees;	the	It	is	required	because	the	school	or	the	child	care	site	is	closed,	or	the	childcare	provider	is	not	available,	due	to	the	reasons	for	Covid-19;	and	an	authorized	company	of	the
company	has	determined	that	A	A	one	of	the	three	conditions	described	in	question	58	is	met.	The	Department	encourages	employers	and	workers	to	work	together	to	find	the	best	solution	to	keep	the	company	and	ensure	the	safety	of	workers.194;	160;	How	do	I	know	if	I	can	receive	paid	leave	for	a	federal,	state,	quarantine	or	local	isolation	order	related	to	COVID-19?	For	the	purposes	of	the	FFCRA,	a	federal,	state	or	quarantine	order	or	local	isolation	order,	this	includes	quarantine	or	isolation
orders,	as	well	as	an	on-site	or	home	stay	order,	issued	by	any	federal,	state	or	local	authority	that	directs	you	not	to	work	(or	telework).	Your	employer	has	a	job	you	could	do	but	for	order.	You	cannot	take	paid	sick	leave	for	this	reason	of	qualification	if	the	employer	does	not	have	a	job	for	you	as	a	result	of	an	on-site	hospitalization	or	a	residence	permit	at	home.	If	your	employer	does	not	have	a	job	for	you	as	a	result	of	a	hospitalisation	or	a	home	stay	order,	see	Questions	23-27.	When	can	I	take
paid	sick	leave	for	self-quarantine?	You	are	eligible	for	paid	sick	leave	if	a	healthcare	provider	orders	or	advises	you	to	stay	at	home	or	otherwise	quarantined	because	the	healthcare	provider	believes	you	may	have	COVID-19	or	that	you	are	particularly	vulnerable	to	COVID-19,	and	quarantining	yourself	on	the	basis	of	this	advice	prevents	you	from	working	(or	teleworking)	).	I’m	an	employee.	I	get	sick	with	COVID-19	symptoms,	decide	to	quarantine	for	two	weeks	and	then	go	back	to	work.	I’m	not
asking	for	a	medical	diagnosis	or	an	opinion	from	a	health	care	provider.	Can	I	get	paid	for	those	two	weeks	under	the	FFCRA?	In	general,	no.	If	you	get	sick	with	COVID-19	symptoms,	you	may	paid	sick	leave	under	the	FFCRA	only	to	look	for	a	medical	diagnosis	or	if	a	health	care	provider	advises	you	otherwise	to	self-quarantine.	If	you	test	positive	for	the	virus	associated	with	COVID-19	or	are	advised	by	a	healthcare	provider	at	You	can	continue	to	take	paid	sick	leave.	You	cannot	take	a	paid	sick
leave	under	the	FFCRA	if	you	unilaterally	decide	to	quarantine	yourself	for	a	disease	without	medical	assistance,	even	if	you	have	COVID-19	symptoms.	Note	that	you	cannot	take	a	paid	sick	leave	under	the	FFCRA	if	you	have	an	illness	not	related	to	COVID-19.	Depending	on	your	employer;	128?	It	is	your	expectations	and	condition,	however,	you	may	be	able	to	telework	during	the	quarantine	period.	When	can	I	benefit	from	paid	sick	leave	to	take	care	of	someone	who	is	subject	to	a	quarantine	or
isolation	order?	You	can	take	paid	leave	to	take	care	of	an	individual	who,	as	a	result	of	being	subject	to	a	quarantine	or	isolation	order	(se	e	Question	53),	is	not	able	to	take	care	of	him	or	himself	and	depends	on	you	for	care	and	if	the	supply	of	care	prevents	you	from	working	and	working	at	telework.	In	addition,	you	can	only	take	paid	leave	to	take	care	of	an	individual	who	really	needs	your	care.	This	individual	includes	an	immediate	family	member	or	someone	who	regularly	resides	in	your	home.
You	can	also	take	paid	leave	to	take	care	of	someone	if	your	relationship	creates	an	expectation	that	you	should	take	care	of	the	person	to	in	a	quarantine	or	auto-quarantine	situation,	and	that	the	individual	depends	on	you	for	the	cure	during	quarantine	or	auto-quarantine.	You	can't	take	paid	leave	to	take	care	of	someone	you're	not	having	an	affair	with.	NO	©	you	can	take	paid	leave	to	take	care	of	someone	who	does	not	expect	or	depends	on	your	care	during	your	quarantine	or	self-quarantine.	I
can	take	paid	leave	to	take	care	of	every	individual	who	is	subject	to	an	order	of	quarantine	or	isolation	or	who	has	been	recommended	auto-quarantine?	You	can	take	paid	sick	leave	under	the	FFCRA	to	treat	an	immediate	family	member	or	someone	who	regularly	resides	in	your	home.	You	can	also	take	a	paid	sick	leave	under	the	FFCRA	to	take	care	of	someone	in	whom	your	relationship	creates	an	expectation	that	takes	care	of	the	person	in	a	or	auto-quarantine	situation,	and	that	person	depends
on	you	for	the	cure	during	quarantine	or	auto-quarantine.	However,	you	can't	take	paid	leave	under	the	FFCRA	to	take	care	of	someone	you're	not	in	a	relationship	with.	NO	©	You	can	take	paid	sick	leave	under	the	FFCRA	to	take	care	of	someone	who	does	not	expect	or	depend	on	your	treatment	during	your	quarantine	or	self-quarantine	because	of	the	COVID-19.	When	can	I	get	paid	sick	leave	to	take	care	of	someone	who's	self-quarantining?	You	can	take	a	paid	sick	leave	to	take	care	of	an
individual	who	self-quarantines	if	a	health	care	worker	has	said	that	the	individual	must	stay	at	home	or	else	the	quarantine	or	himself	because	©	can	have	COVID-19	or	is	particularly	vulnerable	to	COVID-19	and	providing	care	to	that	individual	prevents	you	from	working	(or	teleworking).	Can	I	take	paid	sick	leave	or	extended	family	and	medical	leave	to	take	care	of	my	son	who	is	eighteen	years	or	older?	That's	up	to	you.	Under	the	FFCRA,	paid	sick	leave	and	family	and	medical	leave	include
permission	to	take	care	of	one	(or	more)	of	your	children	when	your	school	or	place	of	care	is	closed	or	the	child	care	provider	is	not	available,	due	to	related	reasons	COVID-19.	This	leave	can	only	be	taken	to	take	care	of	the	child	not	disabled	if	he	is	a	minor.	If	the	child	is	eighteen	years	old	or	older	with	disability	and	cannot	take	care	of	himself	or	herself	because	of	this	disability,	you	can	take	paid	sick	leave	and	extended	family	and	medical	leave	to	take	care	of	him	or	her	if	your	school	or	place	of
care	is	closed	or	your	child	care	provider	is	not	available,	due	to	related	reasons	COVID-19,	and	you	are	unable	to	work	or	as	a	result.	In	addition,	paid	sick	leave	is	available	for	an	individual	subject	to	a	federal,	state,	quarantine	or	local	isolation	order	related	to	COVID-19	or	has	been	recommended	by	a	car	quarantine	health	care	provider	because	of	concerns	related	to	COVID-19.	If	you	need	to	take	care	of	The	age	of	the	18-year-old	child	or	the	age	of	the	child	who	needs	care	for	these
circumstances	may	take	paid	sick	leave	if	he	is	unable	to	work	or	telework	due	to	the	provision	of	care.	But	under	no	circumstances	can	your	total	sick	leave	exceed	two	weeks.	What	is	a	place	of	which?	A	place	of	custody	is	a	physical	place	where	care	for	your	child	is	provided.	The	physical	position	should	not	be	devoted	exclusively	to	this	treatment.	Examples	include	day	care	facilities,	nursery	schools,	before	and	after	school	care	programmes,	schools,	homes,	summer	camps,	summer	enrichment
programmes	and	respiratory	care	programmes.	Who's	my	man?	To	take	care	of	children	is	someone	who	takes	care	of	your	child.	This	includes	individuals	paid	to	provide	child	care,	such	as	nannies,	au	pairs,	and	babysitters.	It	also	includes	people	who	provide	care	for	children	at	no	cost	and	without	a	license	on	a	regular	basis,	such	as	grandparents,	aunts,	uncles	or	neighbours.	Can	more	than	one	guardian	take	paid	sick	leave	or	extended	family	and	sick	leave	at	the	same	time	to	take	care	of	my
child	whose	school	or	place	of	care	is	closed,	or	the	child	care	provider	is	not	available,	due	to	related	reasons	COVID-19?	You	can	take	paid	sick	leave	or	extended	family	and	medical	leave	to	take	care	of	the	child	only	when	it	is	necessary,	and	in	fact	they	are,	to	take	care	of	the	child	if	you	are	unable	to	work	or	telework	due	to	the	provision	of	care.	Generally,	it	is	not	necessary	to	take	such	leave	if	a	co-parent,	co-guardian,	or	your	usual	child	care	provider	is	available	to	provide	the	care	the	child
needs.	See.	Question	20	for	more	details.	The	school	or	place	of	care	of	my	child	has	passed	to	online	or	any	other	model	where	children	are	expected	or	required	to	complete	their	homework.	What?	Yes!	If	the	physical	place	where	the	child	has	received	education	or	care	is	now	closed,	the	school	or	place	of	care	is	closed	for	the	purpose	of	paid	sick	leave	and	extended	family	and	medical	leave.	This	is	it.	even	if	some	or	all	of	the	lessons	are	given	online	or	if,	through	another	format,	such	as	“distance
learning”,	the	child	is	still	expected	or	required	to	complete	the	homework.	Can	I	take	paid	sick	leave	to	care	for	a	child	other	than	my	own?	Depends.	Paid	sick	leave	provided	by	FFCRA	to	care	for	one	(or	more)	of	your	children	in	the	event	that	their	care	facility	closes	(or	the	child	care	provider	is	unavailable)	for	reasons	related	to	COVID-19,	can	only	be	taken	to	care	for	your	child.	In	response	to	Question	No	75,	the	Commission	has	already	taken	a	decision	40.	However,	paid	sick	leave	is	also
available	to	care	for	a	person	who	is	subject	to	a	federal,	state,	or	local	quarantine	or	isolation	order	related	to	COVID-19	or	who	has	been	referred	by	a	self	quarantine	health	care	provider	due	to	concerns	related	to	COVID-19.	If	you	have	to	care	for	a	child	who	meets	these	criteria,	you	can	take	paid	sick	leave	if	you	are	unable	to	work	or	telework	because	of	the	care	provided.	Under	no	circumstances,	however,	may	paid	sick	leave	exceed	two	weeks.	Can	I	take	extended	family	and	medical	leave	to
care	for	a	child	other	than	my	child?	Not	true	For	an	explanation	of	the	definition	of	“son	or	daughter”	for	the	purposes	of	the	FFCRA,	see	Question	40.	When	am	I	entitled	to	paid	sick	leave	based	on	a	“substantially	similar	condition”	specified	by	the	U.S.	Department	of	Health	and	Human	Services?	The	U.S.	Department	of	Health	and	Human	Services	(HHS)	has	not	yet	identified	any	“substantially	similar	condition”	that	would	allow	an	employee	to	take	paid	sick	leave.	If	HHS	detects	such	a	condition,
the	Ministry	of	Labor	will	publish		What	they	explain	when	you	can	take	a	paid	disease	leave	based	on	a	condition	Â	«substantially	similar."	Similar.	"	Account	for	domestic	workers	and	employees	under	the	FFCRA?	Regardless	of	how	internal	workers	or	employees	are	classified	or	counted,	It	is	necessary	to	provide	paid	sick	leave	and	extended	family	and	medical	leave	to	workers	who	are	your	employees	for	the	purposes	of	the	paid	sick	leave	law	and	the	family	and	emergency	sick	leave	law,	as
described	in	question	2.	As	Question	2	explains,	you	may	be	a	joint	employer,	and	in	that	case,	you	must	include	in	your	account	all	employees	on	your	payroll,	even	if	you	provide	or	refer	such	employees	to	other	employers.	As	an	employer,	how	much	do	I	pay	a	seasonal	employee	with	an	irregular	time	for	each	day	of	paid	sick	leave	or	extended	family	and	medical	leave	he	takes?	You	can	calculate	the	daily	amount	you	have	to	pay	a	seasonal	employee	with	an	irregular	calendar	by	taking	the	following
measures.	First,	you	should	calculate	how	many	hours	of	leave	your	seasonal	employee	has	the	right	to	take	every	day.	Since	your	employee	works	an	irregular	program,	this	is	equal	to	the	average	number	of	hours	each	day	that	he	or	she	was	scheduled	to	work	during	the	working	period	up	to	the	last	six	months.	Please	note	that	this	calculation	should	exclude	off-season	periods	during	which	the	employee	has	not	worked.	Secondly,	it	is	necessary	to	calculate	seasonal	employment.	This	is	calculated
by	adding	up	all	wages	paid	during	the	period	of	employment	up	to	the	last	six	months	and	then	dividing	this	amount	by	the	number	of	hours	actually	worked	during	the	same	period.	Once	again,	out-of-season	periods	during	which	the	employee	has	not	worked	should	be	excluded.	Thirdly,	the	daily	hours	of	leave	(first	calculation)	are	multiplied	for	the	employer	(226;	128;S;	hourly	rate	of	pay	(as	calculated)	to	calculate	the	amount	of	the	daily	basis	of	paid	leave.	Fourthly,	it	is	necessary	to	determine
the	actual	amount	of	paid	daily	leave,	which	depends	on	the	type	of	paid	leave	taken	and	the	reason	for	such	paid	leave.	You	have	to	pay	yours	dependent	lâ	full	amount	of	paid	daily	based	holidays,	up	to	$	511	a	day	and	$	5,110	in	total,	if	the	employee	is	taking	a	paid	sick	leave	for	one	of	the	following	reasons:	Your	employee	is	subject	to	a	federal	order,	state	or	local	quarantine	or	relative	to	COVID-19	insulation;	Your	employee	has	been	advised	by	a	health	care	provider	to	self-quarantine	for
concerns	related	to	COVID-19	or	your	employee	shows	symptoms	of	COVID-19	and	is	seeking	a	medical	diagnosis.	You	need	to	pay	to	the	employee	seasonal	2/3	dellâ	basic	amount	of	paid	vacation	every	day,	up	to	$	200	per	day	and	$	2,000	in	total,	if	the	employee	takes	sick	leave	paid	by	one	of	the	following	reasons:	Your	employee	takes	care	of	a	person	subjected	to	quarantine	or	an	order	related	to	COVID-19	insulation	or	that	has	been	recommended	by	a	healthcare	professional	self-quarantine	due
in	relation	to	COVID-19;	your	employee	takes	care	of	the	child	whose	school	or	whose	care	center	is	closed,	or	the	care	provider	is	not	available,	for	reasons	related	to	COVID-19;	or	your	dependent	it	is	in	a	substantially	similar	condition,	as	determined	by	the	Secretary	of	Health	and	Human	Services.	You	need	to	pay	seasonal	employees	2/3	dellâ	basic	amount	of	paid	vacation	every	day,	up	to	$	200	per	day	and	$	10,000	in	total,	if	the	employee	is	taking	leave	for	family	reasons	and	prolonged	medical
care	for	the	employee's	child	whose	school	or	whose	nursing	home	is	closed,	or	if	the	care	provider	is	not	available	for	reasons	of	COVID-19.	Please	note	that	if	your	seasonal	employees	are	not	scheduled	to	work,	for	example	because	of	the	low	season,	then	you	are	not	required	to	provide	paid	sick	leave	or	leave	of	prolonged	illness	or	maternity	leave	or	extended	sick	leave	if	I	receive	a	Temporary	Disability	Benefit	or	a	Temporary	Disability	Benefit	through	an	employer	or	a	state	plan?	In	general,	not
unless	you	can	get	back	to	light	duty	before	you	take	leave.	If	you	receive	you	receive	The	benefits	of	compensation	or	temporary	disability	because	©	You	are	unable	to	function,	you	may	not	take	paid	sick	leave	or	extend	family	and	medical	leave.	However,	if	you	have	been	able	to	return	to	light	duty	and	a	reason	for	qualification	prevents	you	from	working,	you	could	take	a	paid	sick	leave	or	extend	family	and	medical	leave,	as	©	the	situation	guarantees.	Can	I	take	paid	sick	leave	or	extend	family
and	medical	leave	under	the	FFCRA	if	I	am	on	leave	approved	by	the	employer	of	absence?	It	depends	on	whether	your	leave	of	absence	is	voluntary	or	compulsory.	If	your	leave	of	absence	is	voluntary,	you	could	end	your	leave	of	absence	and	start	taking	a	paid	sick	leave	or	extending	your	family	and	extended	medical	leave	under	the	FFCRA	if	a	reason	for	qualification	prevents	you	from	being	able	to	work	(or	telework).	However,	you	may	not	take	paid	sick	leave	or	extend	family	and	medical	leave
under	the	FFCRA	if	your	absence	leave	is	mandatory.	This	because	©	It	is	the	compulsory	leave	of	absence-	and	not	a	reason	for	qualification	for	the	leave...	which	prevents	you	from	being	able	to	work	(or	telework).	In	the	event	of	a	compulsory	leave	of	absence,	it	is	possible	that	it	is	suitable	for	the	benefits	of	unemployment	insurance.	You	should	contact	your	state	holding	agency	or	state	unemployment	insurance	office	for	specific	questions	about	your	eligibility.	For	further	information,	please	refer
to:	.	Dol	will	start	respecting	FFCra	immediately?	The	department	will	not	bring	enforcement	actions	against	any	public	or	private	employer	for	violation	of	the	Act	that	occurs	within	30	days	of	the	release	of	the	FFCRA,	i.e.	the	18th	March	to	the	17th	April	2020,	that	the	employer	has	made	reasonable	and	good	faith	efforts	to	comply	with	the	act.	If	the	employer	breaches	the	law,	fails	to	provide	a	written	commitment	for	the	future	compliance	with	the	act,	or	fails	to	remedy	a	breach	of	notification	by
the	Department,	the	Department	reserves	the	right	to	exercise	it	authorities	during	this	period.	After	April	17,	2020,	this	limited	stay	of	execution	will	be	lifted,	and	the	department	will	fully	enforce	violations	of	the	act,	as	appropriate	and	consistent	with	the	law.	Is	the	non-execution	position	of	medium-sized	enterprises	not	necessary	to	comply	with	the	FFCRA	from	the	effective	date	of	April	1st	from	April	1st	2020	to	April	17th	2020?	No,	the	leave	provisions	of	FFCRA	paid	are	effective	April	1,	2020.
Private	sector	and	public	employers	must	comply	with	the	effective	date	provisions	even	if	the	department	has	a	limited	stay	applying	until	17	April	2020.	Once	the	department	fully	approves	the	act,	it	will	retroactively	charge	the	violations	until	the	effective	date	of	April	1,	2020,	if	the	employers	have	not	remedied	the	violations.	How	can	I	calculate	the	number	of	hours	of	paid	sick	leave	for	my	employee	who	has	irregular	hours?	Generally,	under	the	FFCRA,	you	must	provide	an	employee	with	paid
sick	leave	equal	to	the	number	of	hours	in	which	the	employee	is	expected	to	work,	on	average,	over	a	period	of	two	weeks,	up	to	a	maximum	of	80	hours.	If	your	employee	works	an	irregular	schedule	so	that	you	cannot	determine	what	hours	he	or	she	would	normally	work	over	a	two-week	period,	you	have	to	estimate	the	number	of	hours.	The	estimate	should	be	based	on	the	average	number	of	hours	your	employee	has	been	scheduled	to	work	per	calendar	day	(non-working)	in	the	six-month	period
ending	on	the	first	day	of	paid	sick	leave.	This	average	must	include	all	scheduled	hours,	including	hours	actually	worked	and	hours	for	which	the	employee	has	leave.	Consider	the	examples	below	involving	two	employees	with	irregular	hours	who	take	leave	on	April	13,	2020.	For	both	employees,	the	six-month	period	used	to	estimate	the	average	is	composed	of	183	calendar	days	from	14October	2019,	to	13April	2020.	During	that	six-month	period,	the	first	employee	worked	at	1.150	hours	on	130
working	days	and	required	a	total	of	fifty	hours	of	staff.	Medical	leave.	The	total	number	of	hours	the	employee	was	programmed	to	operate,	including	all	leave	taken,	was	1,200	hours.	The	number	of	hours	per	calendar	day	is	calculated	by	dividing	1,200	hours	from	183	calendar	days,	which	translates	into	6,557	hours	per	calendar	day.	The	two-week	average	is	calculated	by	multiplying	the	average	of	the	day	by	calendar	by	14,	which	translates	to	91.8	hours.	Since	this	is	greater	than	the	statutory
maximum	of	80	hours,	the	first	employee,	who	works	full	time,	is	entitled	to	80	hours	of	paid	sick	leave.	The	second	employee,	on	the	other	hand,	worked	550	hours	out	of	100	working	days	and	took	a	total	of	100	hours	of	personal	and	medical	leave.	The	total	number	of	hours	the	employee	was	scheduled	to	operate,	including	all	leave	taken,	was	650	hours.	The	number	of	hours	per	calendar	day	is	calculated	by	dividing	650	hours	within	the	183	calendar	days,	which	is	3.55	hours	per	calendar	day.	The
two-week	average	is	calculated	by	multiplying	the	average	of	the	day	by	calendar	by	14,	which	translates	to	49.7	hours.	The	second	employee,	who	works	part-time,	is	therefore	entitled	to	49.7	hours	of	paid	sick	leave.	For	each	hour	of	paid	sick	leave,	you	must	pay	the	employee	an	amount	equal	to	at	least	the	employee’s	standard	rate	(see	Question	82).	How	do	I	calculate	the	number	of	hours	Do	I	have	to	pay	my	employee	who	has	irregular	hours	for	each	day	of	extended	holidays	and	medical	leave?
Generally,	under	the	FFCRA,	you	need	to	pay	the	employee	for	each	extended	family	day	and	a	medical	leave	taken	based	on	the	number	of	hours	that	the	employee	was	normally	scheduled	to	operate	that	day.	If	your	employee	works	an	irregular	schedule	so	it	is	not	possible	to	determine	the	number	of	hours	that	he	or	she	normally	works	that	day,	and	the	employee	has	been	employed	for	at	least	six	It	is	necessary	to	determine	the	average	of	the	employee	working	hours,	including	all	hours	of	leave.
The	average	must	be	based	on	the	number	of	hours	the	employee	was	programmed	to	operate	working	day	(non-calendar	day)	divided	by	the	number	of	working	days	during	the	six-month	period	ending	on	your	employer’s	first	day~128;	Paid	workers	have	family	and	medical	residence	permits.	This	average	must	include	all	planned	hours,	including	hours	actually	worked	and	hours	for	which	the	employee	has	taken	leave.	Let	us	consider	the	examples	below	regarding	two	employees	with	irregular
hours	taking	leave	on	April	13,	2020.	For	both	employees,	the	six-month	period	would	consist	of	183	calendar	days	from	October	14,	2019,	to	April	13,	2020.	The	first	employee	worked	1,150	hours	over	130	working	days,	and	took	a	total	of	50	hours	of	personal	and	medical	leave.	The	total	number	of	hours	the	employee	had	to	work	(including	all	leave	taken)	was	1,200	hours.	The	number	of	hours	per	working	day	is	calculated	by	dividing	1,200	hours	by	the	130	working	days,	which	is	nine.2	hours	per
working	day.	You	must	then	pay	the	first	employee	for	nine.2	hours	per	working	day	2/3	his	regular	rate	for	each	day	of	family	and	medical	leave	taken,	subject	to	a	$200	per	day	cap	and	a	$10,000	maximum	(see	Question	7).	The	second	employee,	on	the	other	hand,	worked	550	hours	out	of	100	working	days	and	took	a	total	of	100	hours	of	personal	and	medical	leave.	The	total	number	of	hours	the	employee	had	to	work,	including	all	the	leave	taken,	was	650	hours.	The	number	of	hours	per	work	day
is	calculated	by	dividing	650	hours	by	the	100	work	days,	which	is	six.5	hours	per	work	day.	You	must	then	pay	the	second	employee	for	hours	of	6.5	per	working	day	2/3	his	regular	rate	for	each	day	of	family	and	medical	leave	taken,	subject	to	a	$200	per	day	cap	and	$10,000	maximum	(see	Question	7).	How	do	I	calculate	my	regular	average	employment	rate	for	the	purposes	of	As	an	employer,	you	are	obliged	to	pay	your	employee	on	the	basis	of	your	average	regular	rate	for	each	hour	of	paid	sick
leave	or	family	and	medical	leave	taken.	The	average	regular	rate	must	be	calculated	in	full	During	the	six-month	period	ending	on	the	first	day	of	sick	leave	or	extending	family	and	medical	leave.	If	in	the	last	six	months	you	have	paid	the	employee	exclusively	through	a	fixed	hourly	wage	or	equivalent	wage,	the	average	regular	rate	would	simply	be	equal	to	the	hourly	wage	or	the	hourly	equivalent	of	their	salary.	But	if	your	employee	has	been	paid	through	a	different	compensation	agreement	(such
as	the	compensation	rate)	or	has	received	other	types	of	payments	(such	as	commissions	or	suggestions),	his	normal	rate	may	fluctuate	weekly,	and	could	calculate	the	average	normal	rate	using	these	steps:	first,	it	is	necessary	to	calculate	the	non-exclusive	employee's	remuneration	for	each	full	working	week	during	the	six-month	period.	In	particular,	the	fees	and	the	remuneration	of	the	lump	sum	are	based	on	this	amount.	See	29	CFR	Part	778.	However,	advice	only	counts	to	the	extent	that	you
apply	it	to	minimum	wage	obligations	(i.e.	you	take	a	credit).	See	29-CFR	Part	531.60.	Extraordinary	bonuses	don't	count	for	your	employee's	normal	rate.	Please	note	that,	unlike	the	average	calculation	hours	(see	Questions	5	and	8),	it	is	not	necessary	to	count	the	payments	received	by	the	employee	for	taking	leave	as	part	of	the	normal	rate.	Secondly,	it	is	necessary	to	calculate	the	number	of	hours	in	which	the	employee	has	actually	worked	for	each	full	working	week	during	the	six-month	period.
Please	note	that,	unlike	the	average	hours	of	calculation	(see	Questions	5	and	8),	it	does	not	count	the	hours	in	which	the	employee	took	part.	Thirdly,	then	divide	the	sum	of	all	non-exclusive	salaries	received	during	the	six-month	period	from	the	sum	of	all	the	numerable	hours	worked	during	the	same	period	of	time.	The	result	is	the	average	fare.	Consider	the	then	involving	an	employee	who	takes	leave	on	the	13th	April	2020.	The	six-month	period	would	run	from	Monday	to	14October	2019	to
Monday	13April	2020.	Assuming	you	use	a	Monday	to	Sunday	working	week,	there	are	twenty-six	full	working	weeks	in	that	period,	which	includes	182	calendar	days.	calendar.	Note	This	is	a	day	less	than	the	days	of	the	183	calendar	that	falls	between	the	14th	October	2019	and	the	13th	April	2020,	because	©	the	date	is	taken,	the	13th	April	2020,	it	is	a	Monday	that	does	not	fall	in	any	of	the	twenty-five	six	complete	working	weeks.	We	assume	that	your	employee's	pay	and	hours	not	excluded	are
the	following:	Seven	hours	of	pay	not	excluding	the	hours	of	pay	pay	for	your	employee	employee	employee'pay	is	the	hours	of	pay	not	excluding	the	hours	of	pay	pay	for	the	hours	of	pay
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in	non-exclusive	remuneration.	The	average	regular	rate	is	then	$20,00	($23.000	divided	by	1.150	hours).	How	can	I	calculate	the	average	regular	rate	of	my	employee	who	is	paid	a	fixed	salary	every	working	week?	Depends.	If	you	pay	your	employee	exclusively	through	a	fixed	salary	which	is	intended	as	compensation	for	a	specific	number	of	working	hours	in	each	working	week,	the	average	normal	employee	rate	would	simply	be	the	hourly	equivalent	of	that	salary.	However,	if	you	include	a	fixed
salary	to	compensate	the	employee	regardless	of	the	number	of	hours	worked	in	each	working	week,	then	the	normal	rate	may	vary	in	addition	to	the	number	of	hours	worked	for	each	working	week.	In	this	case,	you	should	add	the	salary	you	have	paid	to	the	employee	over	all	the	full	working	weeks	in	the	last	six	months	and	divide	that	sum	of	the	total	number	of	hours	worked	in	those	working	weeks,	as	described	in	question	82.	If	you	miss	the	records.	For	the	number	of	hours	your	employee	has
worked,	you	should	A	reasonable	estimate.	Can	I	round	up	at	the	time	of	calculating	the	number	of	hours	of	paid	disease	leave	I	have	to	provide	an	employee	with	an	irregular	program	or	the	number	of	hours	that	I	have	to	pay	such	an	employee	for	every	day	of	expanded	family	members	and	doctors	taken?	Like	An.	AN.	Generally,	yes.	It	is	common	and	acceptable	for	employers	to	round	the	tenth,	the	neighborhood	or	half	an	hour	nearer	when	determining	the	hours	of	an	employee.	But	if	you	choose
rounds,	you	have	to	use	a	constant	rounding	principle.	You	cannot,	for	example,	round	for	some	employees	who	require	leave	but	not	others.	For	the	purposes	of	calculating	hours	under	the	FFCRA,	it	is	possible	to	round	up	the	nearest	time	increment	that	you	usually	use	to	track	employee	hours.	For	example,	if	you	typically	track	working	time	in	the	fourth-hour	increments,	you	could	round	the	time	of	the	nearest	fourth.	But	you	may	not	complete	the	nearest	fourth	hour	if	you	typically	track	the	time
in	increases	of	ten	to	one	hour.	For	example,	the	number	of	hours	of	sick	leave	paid	for	the	first	employee	discussed	in	question	81	is	calculated	as	14	days	of	times	1.200	hours	divided	by	183	calendar	days,	which	is	91.803	hours.	If	you	typically	track	the	time	in	half-hour	increments,	If	you	typically	track	the	time	in	the	increases	of	the	hour	of	the	quarter	hour,	it	would	be	91.75	hours.	And	if	typically	you	track	the	time	in	the	increases	of	Decth-Hour,	you	should	round	to	91.8	hours.	What	period	of
six	months	is	used	to	calculate	the	normal	rate	under	the	FFCRA	when,	for	example,	My	employee	takes	a	sick	leave,	gets	better,	and	then	a	week	(or	a	month	or	three	months	later,	takes	an	expansive	family	and	medical	leave?	Or	does	the	employee	take	intermittent	leave	for	several	months	in	the	2020?	In	other	words,	do	I	have	to	determine	and	review	a	new	six-month	period	every	time	my	employee	has	gone	away?	No.	As	an	employer,	it	is	necessary	to	identify	the	six-month	period	to	calculate	the
regular	rate	of	each	employee	under	the	FFCRA	on	the	basis	of	the	first	day	the	employee	has	paid	a	sick	leave	or	a	leave	and	Spanish	medicine.	That	six-month	period	will	be	used	to	calculate	all	paid	sick	leave	and	expand	the	family	and	medical	family,	the	employee	assumes	the	FFCRA.	If	your	employee	has	been	employed	for	'The	worker	can	calculate	the	average	regular	rate	for	the	entire	period	during	which	the	worker	was	employed.	In	what	circumstances	may	the	employer	require	the
employee	to	use	the	leave	available	to	him	under	a	company	policy	and	when	the	choice	is	made	by	the	employee	in	accordance	with	the	regulations	of	the	Department,	in	particular	29	CFR	826.23	(c),	826.24	(d),	826,60	(b)	and	826.160	(c)?	Disease	benefits	paid	under	the	Emergency	Disease	Relief	Act	is	in	addition	to	any	form	of	paid	or	unpaid	leave	provided	by	an	employer,	law,	or	applicable	collective	agreement.	An	employer	may	not	require	the	paid	leave	provided	for	by	the	employer	to	take
place	at	the	same	time	as	the	paid	sick	leave	provided	for	in	the	Emergency	Paid	Leave	Act.	On	the	contrary,	a	n	employer	may	require	paid	leave	under	the	employer's	policies	to	allow	the	employee	to	take	care	of	the	child	or	children	due	to	the	closure	of	the	school	or	place	of	care	(or	the	impossibility	of	providing	child	care).	because	of	a	reason	linked	to	COVID-19	managed	in	conjunction	with	the	extended	family	leave	paid	and	medical	under	the	Emergency	Family	and	Medical	Leave	Expansion
Act.	In	this	situation,	the	employer	must	pay	the	employee	the	entire	salary	during	the	leave	until	the	employee	has	exhausted	the	paid	holidays	available	under	the	employer's	plan,	including	holidays	and/or	personal	holidays	(generally	not	for	sickness	or	disease).	However,	the	employer	may	obtain	tax	credits	only	for	salaries	paid	at	2/3	of	the	employee's	normal	rate	of	pay,	up	to	the	daily	and	aggregate	limits	laid	down	in	the	Emergency	Family	and	Medical	Leave	Expansion	Act	(200	per	day	or
10.000	per	day).	If	the	employee	exhausts	the	paid	holidays	available	on	the	basis	of	the	employer's	plan,	but	has	more	paid	family	and	medical	leave	available,	the	employee	will	receive	all	remaining	paid	extended	and	medical	families	in	the	amounts	and	daily	and	aggregate	limits	of	Family	and	Medical	Emergencies	Act	of	expansion.	Furthermore,	provided	that	it	is	an	employer	that	an	employee	accepts	and,	under	federal	or	state	law,	the	paid	leave	provided	by	an	employer	can	supplement	the	2/3
salary	under	the	Emergency	Family	Expansion	Act	and	the	Medical	Leave	so	that	the	worker	can	receive	the	full	amount	of	the	work	allowance.	Finally,	an	employee	can	elect	226;	'but	cannot	be	required	by	the	employer	to	take	paid	sick	leave	under	the	law	on	paid	sick	leave	or	paid	leave	under	the	employer';	It	is	the	plan	for	the	first	two	weeks	of	family	and	unpaid	medical	leave,	but	not	both.	However,	if	an	employee	has	used	part	or	all	of	the	sickness	leave	paid	under	the	Emergency	Paid	Disease
Leave	Act,	any	remaining	part	of	that	worker	must	be	paid.	During	this	unpaid	leave	period	under	the	law	on	family	expansion	and	medical	leave,	the	worker	may	choose	226;	'But	the	employer	may	not	ask	the	employee	to	use	paid	leave	under	the	employer'policies	which	would	be	available	to	the	employee	to	take	care	of	the	employer;	{{{{{of	the	baby	why}	©	the	school	or	place	of	care	is	closed	or	the	supplier	of	a	child	is	not	available	due	to	a	COVID-19	related	reason	in	conjunction	with	unpaid
leave.	Orders	to	stay	at	home	and	stay	in	place	as	quarantine	or	isolation	orders?	If	so,	when	can	I	take	leave	under	the	FFCRA	for	relativ	e	reasons	and	one	of	these	orders?	Yes,	as	explained	in	question	60,	for	the	purposes	of	the	FFCRA,	the	Federal,	the	State,	or	the	order	of	quarantine	or	local	isolation	include	the	order	of	confinement	on	site	or	stay	at	home,	issued	by	any	federal	authority,	or	local.	However,	for	such	a	qualifying	order	for	leave,	being	subject	to	the	order	must	be	the	reason	why
you	are	unable	to	perform	a	job	(or	telework)	that	your	employer	has	for	you.	The	worker	may	not	take	paid	leave	because	of	such	an	order	if	the	employer	does	not	have	a	job	to	do	following	the	or	for	other	reasons.	For	example,	if	you	have	been	forbidden	to	leave	a	containment	area	and	your	employer	remains	open	outside	the	containment	area	and	has	a	job	that	you	cannot	do	because	©	You	can't	leave	the	containment	area,	you	can	take	paid	leave	under	the	FFCRA.	Similarly,	if	a	government
official	orders	you	to	stay	at	home	for	fourteen	days	because	©	you	were	on	a	cruise	ship	where	other	passengers	were	tested	positive	for	COVID-19,	and	your	employer	has	work	for	you	to	do,	you	also	have	the	right	to	paid	sick	leave	if	you	cannot	work	(or	telework)	because	of	the	order.	If,	however,	the	employer	has	closed	one	or	more	places	because	of	a	quarantine	or	isolation	order	and,	as	a	result	of	that	closure,	there	has	been	no	work	for	you	to	do,	is	not	entitled	to	leave	under	the	FFCRA	and
should	claim	unemployment	benefit	through	the	State	Unemployment	Insurance	Office.	If	my	employer	refuses	to	provide	paid	sick	leave	or	refuses	to	compensate	me	for	taking	paid	sick	leave,	and	the	Department	carries	out	an	enforcement	action	on	my	behalf,	I	have	the	right	to	recover	only	the	federal	minimum	wage	of	$7.25	for	the	time	of	leave,	or	can	I	recover	the	entire	amount	due	under	the	FFCRA?	If	the	Department	submits	an	enforcement	order	on	its	behalf,	it	has	the	right	to	recover	the
entire	amount	due	under	the	FFCRA	(see	application	7),	which	is	the	highest	of	its	regular	rate	(see	Question	8)	or	the	applicable	minimum	wage	(federal,	state	or	local)	for	each	hour	of	unpaid	sick	leave	taken,	in	any	case,	subject	to	the	applicable	FFCRA	ceilings	(see	Question	7).	the	FFCRA	and	the	Department226;	Regulations	state	that	an	employer	who	does	not	compensate	you	for	taking	paid	sick	leave	is	and	are	subject	to:	implementing	provisions	of	the	Fair	Labor	Standards	Act.	These
implementing	provisions	provide	that	the	employer	is	liable	to	the	employee	or	employees	concerned	for	the	amount	of	their	unpaid;	Â”For	the	purposes	of	the	FFCRA,	â	̈¬	Å	Mount	of	Unpaid	Minimum	Wages”	does	not	refer	to	the	federal	minimum	wage	of	$7.25	per	hour,	but	rather	to	the	hourly	wage	at	which	the	employer	must	compensate	for	taking	paid	sick	leave,	which	is	generally,	greater	than	your	regular	rate	or	salary.	the	applicable	minimum	wage	(federal,	state	or	local).	Therefore,	if	the
department	brings	an	enforcement	action	on	your	behalf,	your	recovery	against	an	employer	who	refuses	to	compensate	for	taking	paid	sick	leave	would	not	be	limited	to	the	federal	minimum	wage	of	$7.25	per	hour	if	your	regular	rate	or	an	applicable	state	or	local	minimum	wage	was	higher.	For	example,	if	your	regular	rate	was	$30	per	hour	and	you	legitimately	took	20	hours	of	paid	sick	leave	at	self-quarantine	based	on	the	advice	of	a	health	care	provider,	you	can	recover	$600	($30	per	hour
times	20	hours)	from	your	employer.	As	another	example,	if	you	were	entitled	to	a	state	or	a	local	or	local	minimum	wage	of	$15	and	legitimately	took	20	hours	of	paid	sick	leave	for	the	same	reason,	you	can	recover	$300	($15	per	hour	of	20	hours).	However,	you	cannot	recover	more	than	the	amount	of	value	due	under	the	FFCRA.	For	example,	if	your	employer	initially	agreed	to	pay	your	full	hourly	rate	of	$30	per	hour	to	allow	you	to	take	paid	sick	leave	to	care	for	your	child	whose	school	is	closed,
but	then	pays	you	only	2/3	of	your	hourly	rate,	as	Required	by	the	FFCRA,	you	cannot	restore	the	share	not	paid	the	amount	initially	agreed	because	the	employer	was	not	required	by	the	FFCRA	to	pay	that	portion.	We	work	for	certain	household	tasks,	such	as	scenery,	cleaning	and	childcare,	in	my	home.	I	have	to	provide	my	domestic	service	workers	with	A	disease	leave	or	expanding	family	and	medical	leave?	It	depends	on	the	relationship	you	have	with	domestic	service	workers	you	get.	Under	the
FFCRA,	it	is	necessary	to	provide	a	paid	disease	leave	or	to	expand	the	family	and	medical	leave	if	you	are	an	employer	under	the	fair	fair	Standards	ACT	(FLSA),	regardless	of	whether	you	are	an	employer	for	federal	tax	purposes.	If	domestic	workers	are	economically	dependent	on	you	for	the	opportunity	to	work,	then	you	are	probably	their	employer	pursuant	to	FLSA	and,	in	general,	must	provide	paid	disease	leave	and	family	leave	and	medical	extended	to	workers	Eligible.	An	example	of	a
domestic	collaborator	who	can	be	economically	dependent	on	you	is	a	nanny	that	takes	care	of	your	children	as	a	full-time	job,	follows	your	precise	directions	while	she	works,	and	has	no	other	customers.	If,	on	the	other	hand,	domestic	service	workers	are	not	economically	dependent	on	you	and	instead	they	are	essentially	in	activity	for	themselves,	you	are	their	client	rather	than	their	employer	for	FLSA	purposes.	As	a	result,	you	are	not	required	to	grant	these	domestic	workers	a	paid	disease	leave
or	a	prolonged	family	leave.	An	example	of	domestic	worker	who	does	not	depend	economically	from	you	is	a	handyman	working	for	you	in	a	sporadic	way,	project	by	project,	check	the	way	he	works,	uses	their	own	equipment,	fixed	hours	and	rates	and	has	several	customers.	Similarly,	a	daytime	care	provider	who	works	outside	the	home	and	has	several	customers	is	not	economically	dependent	on	you.	Of	course,	you	are	not	required	to	provide	absences	for	paid	disease	or	family	leave	and	doctors
prolonged	to	employees	of	a	third	service	provider	with	which	you	have	entered	into	a	contract	to	provide	certain	domestic	services.	Ultimately,	the	question	of	economic	dependence	can	be	complicated	and	detailed.	As	a	general	rule,	but	not	ultimately	determining,	if	you	are	not	kept	to	Schedule	H,	Housewares	imposed	on	work,	along	with	your	module	1040,	US	individual	income	income	statement,	for	the	amount	you	'	a	domestic	worker	service	because	the	worker	is	not	your	employee	for	federal
tax	purposes,	then	the	worker	is	probably	not	not	It	depends	on	you	and	it	is	not	likely	that	the	employer	of	the	worker	under	the	FLSA.	In	that	case,	you	would	probably	not	be	required	to	provide	paid	sick	leave	and	extended	family	and	medical	leave.	If	the	worker	is	your	employee	for	federal	tax	purposes,	so	you	will	be	required	to	file	the	H	program	for	the	worker	with	Form	1040,	you	will	need	to	determine	if	the	worker	is	economically	dependent	on	you	for	the	opportunity	to	work.	If	it	determines
that	the	worker	is	economically	dependent	on	you	for	the	opportunity	to	work,	you	are	likely	to	be	able	to	provide	that	worker	with	paid	sick	leave	and	extended	family	and	medical	leave.	If	I	am	employed	by	a	temporary	employment	agency	that	has	more	than	500	employees	and	I	am	placed	in	a	second	activity	that	has	fewer	than	500	employees,	how	does	the	leave	requirement	work?	Are	one	or	both	entities	needed	to	provide	me	with	departure?	The	Temporary	Staff	Agency	is	not	required	by	the
FFRCA	to	provide	you	(or	any	of	its	other	employees)	with	paid	sick	leave	or	extended	family	and	medical	leave	because	it	has	more	than	500	employees.	Conversely,	the	second	business	in	which	you	are	positioned	will	generally	be	obliged	to	provide	its	employees	with	paid	sick	leave	or	extended	family	and	medical	leave	because	it	has	fewer	than	500	employees	(see	Question	39).	Whether	that	second	activity	should	provide	you	with	paid	sick	leave	or	extended	family	and	medical	leave	depends	on
whether	it	is	your	joint	employer.	If	the	second	business	directly	or	indirectly	exercises	significant	control	over	the	terms	and	conditions	of	your	employment,	then	it	is	your	joint	employer	and	must	provide	you	with	paid	sick	leave	or	extended	family	and	medical	leave.	If	the	second	company	does	not	directly	or	indirectly	exercise	such	control,	then	it	is	not	your	employer	and	therefore	is	not	required	to	give	you	a	leave	of	absence.	In	order	to	determine	whether	the	second	employer	exercises	such
control,	the	Department	of	Labour	shall	consider	whether	it	exercises	the	power	to:	or	fired,	supervise	and	control	your	program	or	conditions	of	employment,	determine	the	fee	and	method	of	payment	and	maintain	your	work	records.	The	weight	given	to	each	factor	depends	on	how	it	does	or	does	not	suggest	control	in	a	particular	case.	If	the	Second	Business	offers	you	a	paid	sick	leave	as	a	joint	employer,	the	temporary	staff	agency	is	forbidden	to	download,	discipline	or	discriminate	against	you
for	taking	such	a	leave,	even	if	it	is	not	necessary	to	provide	you	with	a	paid	sick	leave.	Similarly,	if	the	Second	Business	provides	you	with	an	extended	family	and	a	medical	leave	as	a	joint	employer,	the	temporary	staff	agency	is	forbidden	to	interfere	with	your	ability	to	take	leave	and	to	react	against	you	to	take	a	leave,	even	if	you	are	not	required	to	provide	a	family	and	extended	medical	leave.	My	employees	have	been	telegraphed	since	mid-March	without	any	problems.	Now,	several	employees
claim	they	need	to	take	paid	sick	leave	and	extend	family	and	medical	leave	to	take	care	of	their	children,	whose	school	is	closed	because	of	Covid-19,	even	though	these	employees	have	been	telekinesis	with	their	children	at	home	for	four	weeks.	I	can	ask	my	employees	why	©	are	unable	to	work	or	have	they	pursued	alternative	childcare	arrangements?	It	is	possible	that	the	employee	provides	the	reason	for	qualification	that	is	taking	a	leave	and	submits	an	oral	or	written	declaration	that	the
employee	is	unable	to	function	because	of	this	reason	and	provide	other	documentation	outlined	in	section	826.100	of	the	department	rules	apply	the	FFCRA.	While	you	might	ask	the	employee	to	notice	any	changed	circumstances	in	his	statement	as	part	of	explaining	why	©	the	employee	is	not	able	to	work,	you	should	exercise	caution	in	doing	so,	do	not	increase	the	likelihood	that	any	decision	denying	leave	based	on	such	information	is	a	prohibited	act.	The	fact	that	your	employee	was	telework
telework	Having	children	at	home	does	not	mean	that	the	worker	cannot	take	leave	to	care	for	children	whose	schools	are	closed	for	COVID-19	reasons.	For	example,	your	employee	may	not	have	been	able	to	take	effective	care	of	children	while	teleworking	or,	perhaps,	your	employee	may	have	decided	to	take	paid	sick	leave	or	extend	family	and	medical	leave	to	take	care	of	children,	so	that	the	employee’s	spouse,	who	is	not	entitled	to	any	kind	of	paid	leave,	may	not	be	entitled	to	any	kind	of	paid
leave.	can	work	or	telework.	These	(and	other)	grounds	are	legitimate	and	do	not	constitute	a	basis	for	refusing	paid	sick	leave	or	extended	parental	or	medical	leave	to	care	for	a	child	whose	school	is	closed	for	COVID-19	reasons.	This	does	not	preclude	punishing	an	employee	who	illegally	takes	paid	sick	leave	or	extended	family	or	medical	leave	on	the	basis	of	false	statements,	including,	for	example,	caring	for	the	employee’s	children	when	the	employee	does	not	in	fact	have	children	and	does	not
care	for	a	child.	My	employee	claims	to	be	tired	or	have	other	symptoms	of	COVID-19	and	is	taking	leave	to	make	a	medical	diagnosis.	What	documentation	can	I	require	from	the	employee	to	document	the	efforts	made	to	get	a	diagnosis?	When	can	it	be	requested?	In	order	for	your	employee	to	take	leave	under	the	FFCRA,	you	can	ask	the	employee	to	identify	symptoms	and	set	a	date	for	an	exam	or	doctor’s	appointment.	You	cannot,	however,	require	the	employee	to	provide	additional
documentation	or	similar	certification	attesting	that	he	or	she	has	requested	a	diagnosis	or	treatment	from	a	health	care	provider	in	order	to	allow	the	employee	to	take	paid	sick	leave	for	symptoms	related	to	COVID-19.	The	minimum	documentation	required	to	take	leave	is	intentional,	so	that	employees	with	symptoms	of	COVID-19	can	take	leave	and	slow	down	the	spread	of	COVID-19.	Please	note,	however,	that	if	an	employee	were	to	take	unpaid	leave	under	the	FMLA,	the	documentation
requirements	of	the	FMLA	are	different	and	apply.	apply.	if	the	employee	is	taking	another	type	of	paid	leave	at	the	same	time,	the	relevant	documentation	requirements	for	that	leave	shall	still	apply.	I	took	paid	absences	for	illness	and	now	I	am	taking	extended	family	and	medical	leave	for	the	care	of	my	children	whose	school	is	closed	for	related	reasons	COVID-19.	After	completing	the	distance	training,	the	school	is	closed	for	summer	holidays.	I	can	take	paid	absences	for	illness	or	family	and
medical	leave	for	extended	care	for	my	children,	because	©	Is	their	school	closed	for	summer	holidays?	No.	Charged	for	sickness	and	emergency	family	and	sick	leave	are	not	available	for	this	reason	qualifications	if	the	school	provider	or	custody	of	children	is	closed	for	summer	holidays,	or	any	other	reason	that	is	not	related	to	COVID-19.	However,	the	employee	may	be	able	to	take	a	leave	of	absence	if	his	child	is	a	care	provider	during	SUMMERA	a	field	or	other	programs	in	which	the	child	will	be
employed	is	closed	or	unavailable	for	a	related	COVID-19	reason.	My	employee	used	two	weeks	of	paid	sick	leave	under	the	FFCRA	to	take	care	of	his	parent	who	was	advised	by	a	self-quarantine	health	care	provider	because	of	symptoms	of	COVID-19.	I'm	worried	about	your	return	to	work	too	soon	and	potentially	exposing	my	other	staff	to	COVID-19.	May	they	require	him	to	telework	or	to	take	a	leave	of	absence	until	it	is	negative	for	COVID-19?	(Appendix	2020/07/20)	Depends.	In	general,	a	staff
member	returning	from	sickness	leave	paid	under	the	FFCRA	shall	have	the	right	to	be	reinstated	for	the	same	or	an	equivalent	place,	even	if	exceptions	apply,	as	described	in	application	43.	However,	due	to	the	public	health	emergency	and	the	potential	of	your	employee	s	exposure	to	an	individual	COVID-19,	you	may	restore	him	temporarily	to	an	equivalent	position	which	requires	less	interaction	with	colleagues	or	require	him	to	telework.	In	addition,	the	worker	must	meet	the	requirements	of	jobs
that	are	foreign	to	having	been	off	on	paid	sick	leave.	For	example,	a	company	may	require	any	employee	who	knows	it	has	to	have	With	a	person	infected	with	covidi-infected	in	telework	or	take	leave	until	he	personally	negatively	tested	for	Covid-19	infection,	regardless	of	whether	he	took	some	kind	of	leave.	This	policy	would	apply	equally	to	an	employee	who	returns	from	dismissal	disease	leave.	However,	you	may	not	require	the	telework	employee	or	be	tested	for	Covid-19	simply	because	the
employee	took	leave	under	the	FFCRA.	I	was	working	full	time	for	my	employer	and	I	used	two	weeks	(80	hours)	of	disease	leave	paid	under	the	FFCRA	before	I	was	closed.	My	employer	said	I	could	go	back	to	work	next	week.	Can	I	use	a	disease	leave	paid	under	the	FFCRA	after	returning	to	work?	Ã,	(Added	07/20/2020)	No.	Employees	are	limited	to	a	total	of	80	hours	of	disease	leave	paid	under	the	FFCRA.	If	you	had	taken	less	than	80	hours	of	disease	leave	paid	before	the	cold,	you	would	have	the
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