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FAMILY MEDICAL LEAVE / CALIFORNIA FAMILY RIGHTS ACT / PREGNANCY DISABILITY ACT 
 

FREQUENTLY ASKED QUESTIONS 
 

 

 

Q1: What is Family Medical Leave (FMLA)/California Family Rights Act (CFRA)? 
A1: It is a job-protected leave of absence for: the birth of a child; the placement of a child in your family for adoption or foster 

care; to care for your spouse (including same sex spouse), child or parent with a serious health condition; or for your own 
serious health condition that makes you unable to perform the functions of your job. Additionally, under CFRA, you may take 
leave for the serious health condition of your registered domestic partner or child of the registered domestic partner. 

FMLA also includes leave for any qualifying exigency arising out of your spouse, child or parent being a covered military 
member on active duty (or has been notified of an impending call or order to active duty) or to care for a covered service 
member with a serious injury or illness if you are the spouse (including same sex spouse), child, or next of kin of the service 
member. 

Q2: When do I apply for the use of FMLA/CFRA? 
A2: You are required to provide a 30-day notice of the need to take FMLA when the need for leave is foreseeable. If unforeseen, 

you must provide notice as soon as possible. 

Q3: Who is eligible for Family Medical Leave (FMLA/CFRA)? 
A3: If you have been employed by CHOC Children’s for at least 12 months and worked at least 1,250 hours during the 12-month 

period immediately preceding the leave, you are eligible to Family Medical Leave. The 12 months of employment need not 
be consecutive months. However, employment periods prior to a break in service of 7 years or more are not counted in 
determining whether you were employed for at least 12 months. 

Q4: Do the 1,250 hours include paid leave time or other absences from work? 
A4: No, the 1,250 hours include only those hours worked for CHOC Children’s. Paid leave and unpaid leave, including FMLA/CFRA 

leave, are not included. However, time that reservists or National Guard members would have worked, had they not been 
called up for military service, is counted towards FMLA/CFRA eligibility. 

Q5: How much time can I to take off work under FMLA/CFRA? 
A5: You are eligible to take off up to 12 weeks of FMLA in a rolling calendar year. However, in the case of Military leave to care 

for a service member who has a serious health condition, you may be granted leave for up to 26 weeks during a single 12- 
month period. 

Q6: How is the 12-month period calculated under FMLA/CFRA? 
A6: For all FMLA/CFRA leaves except military caregiver leaves, a “rolling” 12-month period measured backward from the date an 

employee starts FMLA/CFRA leave is used. The “single 12-month period” for military caregiver leave begins on the first day 
you take the leave and ends 12 months after that date. 

Q7: Do I need to take FMLA/CFRA leave for a serious health condition all at one time? 
A7: No. FMLA/CFRA leave taken for a serious health condition or to care for a covered service member does not need to be taken 

in one continuous period. It can also be taken intermittently when medically necessary. However, if you need to take 
intermittent leave for planned medical treatment, you must make a reasonable effort to schedule such treatment to   
minimize disruption to the CHOC’s operations. 

Q8: Can I take intermittent leave to care for an immediate family member? 
A8: Yes. You must contact HR, Leave of Absence team at LOA@choc.org to open a case and provide medical certification from your 

family member’s treating physician indicating the need for intermittent care of your family member. 
 

Q9: Can I take intermittent leave due to my own serious medical condition? 
A9: Yes. You must contact HR, Leave of Absence team at LOA@choc.org to open a case and must provide medical 

certification from your treating physician indicating the need for intermittent leave. 
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Q10: Is FMLA/CFRA a paid leave? 
A10: No, it is an unpaid leave. But, if you have accrued PTO or Paid Sick Leave (PSL) hours, you are required to exhaust all paid 

leave while utilizing FMLA/CFRA. 

Q11: How do I use my PTO or PSL while on leave? 
A11: Accrued PTO hours must be used when on a leave of absence and it will be coordinated with eligible SDI payments as well as 

PFL payments so no more than 100% of pay will be received (SDI/PDL + PTO). You are required to coordinate this with your 
supervisor and Kronos editor. 

- The use of PTO hours is optional for the following circumstances: 
• Pregnancy Disability Leave 
• Military Leave 
• Workers Compensation Leave 

- Pregnancy Disability – you have the following options for using PTO: 
• Use PTO to coordinate with your paid benefits through State Disability 
• Not use PTO 

- Baby Bonding – you are required to use your PTO. 
- Worker’s Compensation – PTO payments will be coordinated with any eligible Worker’s Compensation payments until 

accrued PTO is exhausted. 
 

Q12: If I am off work due to my own disability, is there any other paid disability program I can apply for? 
A12: You may file for State Disability Insurance (SDI) with Employment Development Department (EDD) the first calendar day you 

are no longer working due to the disability. You must register and apply online at http://edd.ca.gov/Disability/SDI_Online.htm 

Q13: What happens if I run out of paid leave? 
A13: Your leave will continue to be designated as leave under FMLA/CFRA but it will be unpaid. 

Q14: Do my benefits coverages remain intact and are paid for while on FMLA? 
A14: Yes. You may keep their benefits coverages active while out on leave if you remit payment on a monthly basis for the 

amount that you would have paid each month had you continued to work. You must pay your share of the premiums 
either through payroll deductions if you are receiving PTO or by check made payable to WageWorks. Premium invoices 
are sent on a monthly basis from WageWorks and any nonpayment of premiums will result in termination of benefits 
coverage. 

Q15: Is pregnancy covered under the FMLA/CFRA regulations? 
A15: Your disability period due to your pregnancy is recognized under FMLA but not under CFRA. 

 

Q16: If I am pregnant, exactly how much time am I eligible to take off work? 
A16: Under California law, you are provided with up to four months of disability leave (i.e., 17.33 weeks or 693.2 hours). 

Pregnancy Disability Leave (PDL) is allowed for prenatal care, as well as when a woman is disabled due to pregnancy or 
childbirth. This includes severe morning sickness, doctor-ordered bed rest, childbirth, recovery from childbirth, and related 
medical conditions. 

Q17: Is Pregnancy Disability Leave (PDL) separate from FMLA or CFRA leave? 
A17: PDL and FMLA leave eligibility run at the same time, so any time taken for PDL leave will also be applied to FMLA leave. 

However, PDL leave is separate and in addition to CFRA leave. 

Q18: If my spouse has a baby, can I take time off to bond with my newborn baby? 
A18: Yes, you may take up to 12 weeks off to bond with your child. 

Q19: If my spouse also works for CHOC Children’s, will this affect the amount of time I may take off to bond with my baby? 
A19: Yes, because you are both employed with the same employer, you must split the 12 weeks between the two of you. 

http://edd.ca.gov/Disability/SDI_Online.htm
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Q20: We are planning on adopting a baby. Am I eligible to take time off to bond with our adopted child? 
A20: Yes, you may up to a total of twelve weeks off to bond with your child and for any appointments during the adoption process. 

Q21: Do I need to take CFRA bonding leave all at one time? 
A21: No, bonding leave under CFRA may be taken in increments of at least two weeks at a time. 

 

Q22: Who is considered an immediate “family member” for purposes of taking FMLA/CFRA leave? 
A22: Your spouse (including same sex spouse), children (son or daughter), and parents are immediate family members. Under 

CFRA only, registered domestic partners and children of registered domestic partners are also included. The term “parent” 
does not include a parent “in-law.” The terms “son or daughter” do not include individuals age 18 or over unless they are 
temporarily or permanently “incapable of self-care” at the time the leave is to commence because of mental or physical 
disability that limits one or more of the “major life activities” as those terms are defined under FMLA law. 

Q23: If I am a registered domestic partner, am I eligible to take time off to care for my partner? 
A23: Yes, you are eligible to take off up to twelve weeks off in a 12-month period. 

Q24: What is a registered domestic partner? 
A24: For a definition, please visit the website: http://www.sos.ca.gov/dpregistry/ 

 

Q25: Do I have to submit in my medical records or diagnosis when I take an FMLA/CFRA leave? 
A25: You are not required to provide confidential medical records or diagnostic information when requesting leave. In order to 

determine if your medical condition qualifies under FMLA/CFRA, your doctor will need to complete certification verifying 
whether your situation meets the definition of a “serious health condition” and that you require a leave due to that 
condition. 

Q27: What if my medical certification is incomplete or more information is needed? 
A27: A complete and sufficient medical certification is required to take FMLA/CFRA leave. If your medical certification is 

incomplete (e.g., required questions not filled out) or insufficient (e.g., answers unclear or ambiguous), HR, Leave of Absence 
team will notify you in writing of the specific deficiencies. You will be given 7 calendar days from the date of the notice to 
provide the additional information. If you are unable to provide this additional information despite, you must notify HR, 
Leave of Absence team prior to the expiration of the 7-day period. 

Q28: What if I cannot perform my regular duties but can perform other useful tasks because of work restrictions given to me by my 
doctor? 

A28: If your doctor has indicated that you have work limitations, you may be temporarily accommodated by your department in a 
light-duty job assignment if such work is available. You must contact the HR Department and provide the medical 
documentation outlining your work limitations and the duration of those limitations. 

Q29: Am I required to provide a release from my doctor to return to work following my leave? 
A29: Yes, if you are on leave due to your own serious health condition, you are required to submit a medical clearance from your 

doctor of your ability to return prior to starting to work. If you fail to provide this documentation, you may be denied or 
delayed in your reinstatement until the medical clearance is submitted. The medical clearance must indicate the date you 
may return to work and if you have any work limitations. If work limitations apply, your doctor must outline each restriction 
and the duration of the restrictions. 

Q30: What if I am unable to return to work once my FMLA/CFRA/PDL entitlement has been exhausted? 
A30: If you require additional leave time due to your disabling condition, you may apply for a leave extension as a reasonable 

accommodation under ADA/FEHA which requires the review of your department and the approval of Human Resources. It is 
important to note that approval of a leave extension is not automatic. Leave requests will be evaluated based on your 
department’s operational needs, workload demands, and ability to accommodate your continued absence. 

Q31: Are absences due to a Workers’ Compensation related injury/illness counted against my FMLA/CFRA leave entitlement? 
A31: Yes, if the reason for the absence is due to a serious health condition covered under FMLA/CFRA. 

http://www.sos.ca.gov/dpregistry/


Page 4 of 4 
Revised: 5/2017 

 

 

 

Q32: To take Military Family Leave, what do I need to provide to care for a covered service member? 
A32: You must provide medical certification from the covered service member’s doctor. 

Q33: What documentation must I submit to take Military Family Leave due to an immediate family member being on or being called 
to active duty? 

A33: You must provide a copy of the active duty orders and/or other documentation from the military certifying the family 
member is on or called to active duty. 

Q34: Is my job protected while out on FMLA, PDL or CFRA leave? 
A34: Yes, you will be returned to your original job or to an equivalent job with equivalent pay. 

Q35: How do I apply for FMLA/CFRA leave? 
A35: Contact HR, Leave of Absence team at LOA@choc.org to open your leave case. You may request to receive the 

information by email or standard mail. You will be notified by letter of the results of your request for leave. 


