Pregnancy-Related Disability Leave for FMLA Employer

Pregnancy Disability Leave for Non-FMLA Employer

Pregnancy-Related Disability Leave (PDL)

THE COMPANY provides unpaid pregnancy-related disability leave (PDL) to any female employee who is temporarily unable to work because of a pregnancy related disability, childbirth, or related medical conditions.  

Employees who are affected by pregnancy or a related medical condition are also eligible to transfer to a less strenuous or hazardous position or to less strenuous or hazardous duties, if such a transfer is medically advisable and can be reasonably accommodated.  Where transfers are made based on the employee's health needs, the employee will receive the pay that accompanies the alternative position.

Procedures for Requesting Leave:  Employees should make requests for PDL to a manager at least 30 days in advance of foreseeable events and as soon as possible for unforeseeable events.

A health care provider's statement must be submitted verifying the need for PDL and stating:


1.
The date on which the employee became disabled due to pregnancy, childbirth or related medical condition, or the date on which the need for a transfer became medically advisable;


2.
The probable duration of the period or periods of disability or the need for transfer; and


3.
A statement that, due to the disability, the employee is unable to perform one or more of the essential functions of her position without undue risk to herself, the successful completion of her pregnancy, or to other persons, or that the transfer is medically advisable.

Re-certification may be required if the employee requests an extension beyond the original certification.

Any changes in this information contained in the health care provider's statement should be promptly reported to a manager.

Length of Leave:  Full-time employees are normally granted unpaid leave for the period of the disability, up to a maximum of four (4) months (equivalent to the number of days the employee would normally work within four (4) calendar months or one-third of a year equaling 17 and 1/3 weeks if leave is taken continuously).  Part-time employees are granted unpaid leave on a pro-rata basis. 

PDL does not need to be taken in one continuous period of time but can be taken on an as-needed basis.  In other words, leave may be taken intermittently or on a reduced work schedule when determined medically advisable by the employee's health care provider.  The smallest increment of time that can be used for such leave is one hour.  THE COMPANY may transfer the employee to an alternative position or alter the existing job to accommodate intermittent leave or a reduced work schedule.  The employee will receive the same pay and benefits in the alternative position.

Compensation During Leave:  PDL is unpaid; however, an employee must use accrued sick leave during PDL.  After sick leave is exhausted, an employee may use accrued vacation.  Substituted paid leave time will be counted toward the four-month entitlement.

Benefits During Unpaid Leave:  Employees on PDL will not accrue further vacation/PTO or sick leave and will not be paid for holidays during any portion of the leave that is unpaid.  The Company will continue to pay its portion of medical premium payments through the approved PDL period (up to four months).  After medical coverage ceases, the employee may self-pay full medical premiums under the provisions of COBRA.  

Return to Work:  So that an employee's return to work can be properly scheduled, an employee on PDL is requested to provide her supervisor with at least two weeks' advance notice of the date she intends to return to work.

When PDL ends, an employee will be reinstated to her original position or to a comparable position with equivalent pay, benefits, and other employment terms and conditions.  However, an employee has no greater right to reinstatement than if the employee had been continuously employed rather than on leave.  For example, if an employee on PDL would have been laid off had she not gone on leave, or if the employee's position has been eliminated during the leave and there is no comparable position available, then the employee would not be entitled to reinstatement.  An employee's use of PDL will not result in the loss of any employment benefit that the employee earned or was entitled to before the leave. 

Employees returning from PDL must submit a health care provider's verification of their fitness to return to work. 

If the PDL expires and the employee fails to return to work or request an extension of the leave without contacting her manager, the Company will assume that she does not plan to return and that she has ended her employment.  
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