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SUMMARY OF FAMILIES FIRST CORONAVIRUS RESPONSE ACT 
 
On March 18, 2020, President Trump signed the Families First Coronavirus Response Act 
(“FFCRA”), which includes, among other things, the Emergency Family and Medical 
Leave Expansion Act (“EFMLA”) and the Emergency Paid Sick Leave Act (“EPSLA”).  
The FFCRA includes provisions to (a) implement emergency paid sick leave, (b) expand 
emergency medical and family leave, and (c) make tax credits available to employers to 
offset some of the associated costs under this relief package.  For your convenience, 
following is a summary of the key provisions of the FFCRA that will affect employers and 
employees. 
 
Emergency Family and Medical Leave Expansion Act 
 
The EFMLA temporarily expands special leave for full and part-time employees.  This 
temporary expansion is effective April 2, 2020 and expires December 31, 2020.  Under the 
EFMLA, eligible employees may take leave if the employee is unable to work (or 
telework) because they must care for a child (under 18 years of age) whose school or 
care provider is closed or unavailable due to a coronavirus emergency as declared by 
Federal, State, or local authority. 
 
Covered Employees and Employers 
 
Eligible employees under the EFMLA are those who have been employed with the 
employer for at least 30 calendar days.  EFMLA applies to all employers who have fewer 
than 500 employees.  Notably, EFMLA provides that the Secretary of Labor has authority 
to issue regulations exempting small businesses with fewer than 50 employees from the 
requirements of the bill if payments under the EFMLA “would jeopardize the viability of 
the business.”   
 
Payment Rate 
 
EFMLA requires employers to provide employees with up to 12 weeks of leave.  The first 
10 days that the employee takes leave may consist of unpaid leave, however the employee 
could elect to substitute any accrued vacation leave, personal leave, or medical or sick 
leave for this 10-day period.  Thereafter, EFMLA requires that the employee receive 
compensation for the remainder of the twelve-week period at a rate of no less than two-
thirds of the employee’s usual  pay rate.  EFMLA payments are capped at a rate of $200 
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per day or $10,000 in the aggregate regardless of the employee’s pay rate.  These 
payments qualify for tax credits against the employer’s quarterly payroll taxes. 
 
Emergency Paid Sick Leave Act 
 
The EPSLA provides full-time employees with 2 weeks of paid sick leave capped at 80 
hours.  EPSLA provides part-time employees with paid sick leave equaling the number of 
hours that such employee works, on average, over a two-week period.  EPSLA becomes 
effective as of April 2, 2020 and expires on December 31, 2020. 
 
Eligibility 
 
An employee is eligible to receive paid sick leave under EPSLA when that employee is 
unable to work (or telework) for the following reasons: 
 

A. The employee is subject to a Federal, State, or local quarantine or isolation order 
related to COVID-19; 

B. The employee has been advised by a healthcare provider to self-quarantine due to 
concerns related to COVID-19; 

C. The employee is experiencing symptoms of COVID-19 and seeking a medical 
diagnosis; 

D. The employee is caring for an individual who is subject to a quarantine or isolation 
order or advised to self-quarantine by a health provider;  

E. The employee is caring for a child whose school or place of care has been closed or 
is unavailable due to COVID-19 precautions; and 

F. The employee is experiencing any other condition substantially similar to COVID-
19, as specified by the U.S. Department of Health and Human Services. 

 
Covered Employees and Employers 
 
EPSLA covers employers with fewer than 500 employees.  Much like EFMLA, EPSLA 
provides that the Secretary of Labor has authority to issue regulations exempting small 
businesses with fewer than 50 employees from the requirements of the bill if payments 
under the EPSLA “would jeopardize the viability of the business.”  Unlike EFMLA, an 
employee is immediately eligible for paid sick leave under EPSLA (there is no requirement 
that the employee must have first worked 30 days for the employer). 
 
Payment Rate 
 
The rate of pay an eligible employee receives is dependent upon the reason that the 
employee is absent from work.  If an employee is absent due to any of the reasons 
outlined in A through C above, the employee’s required compensation is equal to their full 
regular rate of pay, capped at a rate of $511 per day and $5,110 in aggregate regardless of 
the employee’s pay rate.  If an employee is absent due to any of the reasons outlined in D 
through F above, the employee’s required compensation is equal to two-thirds of their 
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regular rate of pay, capped at $200 per day and $2,000 in aggregate regardless of the 
employee’s pay rate.  These payments also qualify for tax credits against the employer’s 
quarterly payroll taxes. 
 
If you have any further questions regarding the FFCRA or any other employment law 
matters, please contact our employment law attorneys, Nick Linz and Corey Tilkens, at 
nlinz@hdz-law.com, ctilkens@hdz-law.com or (920) 430-1900. 
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