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Medical and Caregivers’ Leave 
Method Schools may provide up to 3 weeks of leave, paid at 100% of the employee’s 
regular rate of pay, in order to care for a family member or in the case of the 
employee’s own serious medical condition, per the stipulations listed below: 

 
● To care for a family member with a serious health condition who is the 

employee’s: Spouse, parent or child under age 18, or age 18 or older 
who is incapable of self-care. A domestic partner, child or registered 
domestic partner’s child of any age, sibling, grandparent, or 
grandchild. 

 
● The employee’s own serious health condition that makes the 

employee unable to perform his or her job, excluding leave for the 
medical disability related to pregnancy and birth. This leave does not 
apply to family bonding/birth of a child 

 
● Doctor’s note may be required 

 
 

Bereavement 

Employees may be allowed up to 2 consecutive weeks off, paid at 100% of the 
employee’s regular rate of pay, to arrange and attend the funeral of an immediate 
family member. For purposes of this policy, an employee’s immediate family 
member includes a current spouse, parent, legal guardian, sibling, child, current 
parent-, sister-, or brother-in-law, grandparent, grand child, or domestic partner. 

Reproductive Leave Loss 

In the event of a reproductive loss, Method will provide the employee with up to 5 
days of paid leave 

DEFINITIONS A reproductive loss event is any of the following: 
 • Miscarriage  
• Stillbirth 
 • Failed adoption – for example, if a birth mother or legal guardian breaches or 
dissolves an adoption agreement, or if an adoption is not finalized for another 



reason 
 • Failed surrogacy – for example, if a surrogate breaches or dissolves a 
surrogacy agreement, or if an embryo transfer fails 
 • Unsuccessful assisted reproduction – for example, a failed intrauterine 
insemination or embryo transfer 
 
ELIGIBILITY  
• Employees who work for public employers of any size – or private employers 
with five or more employees – and have worked for the employer for at least 30 
days before taking leave are eligible.  
• An employee can take leave following their own reproductive loss event or that 
of another person – such as a spouse or partner – if the employee would have 
been the parent of the child born or adopted. 
 • It is against the law for an employer to interfere with or deny an employee’s 
right to take leave after a reproductive loss if they meet the above criteria.  
 
TIMING AND DURATION OF LEAVE  
The law requires employers to provide eligible employees with a minimum of five 
days of leave for a reproductive loss event. Employees can, but do not have to, 
take their leave days consecutively. This means they can choose to take all five 
days at once or break up the days over a longer period, as long as their leave is 
completed within three months of the reproductive loss event. If an employer has 
an existing leave policy that applies to reproductive loss events, the employee 
must take reproductive loss leave according to that policy. An employer’s policy 
may provide for more leave than the legally required minimum. When a single 
reproductive loss event occurs over several days, the law treats it as one event. If 
an employee experiences more than one reproductive loss event in a year, they 
are entitled to no more than 20 days of reproductive loss leave in that one-year 
period unless an individual employer’s leave policy provides for more time. 
Reproductive loss leave is separate from, and in addition to, other types of leave 
to which employees are entitled. Examples include, leave to care for one’s own 
serious health condition or that of certain family members available under the 
California Family Rights Act (CFRA) and Family and Medical Leave Act (FMLA), 
or leave for disabilities related to pregnancy or childbirth available under FEHA. If 
an employee is on 

 

 
Family Bonding Leave 

Method Schools understands and respects the family care and bonding needs of its 
employees. In concurrence with the 12 weeks unpaid Family and Medical Leave Act 
and the California Family Rights Act, Method offers the following paid bonding leave 
to eligible employees after the birth of a child: 

 
 
 
 

● Birth mother: 8 weeks paid leave 
 

● Non-birth parent: 4 weeks paid leave 



● 12-week job protection 

Staff members employed with Method for a minimum of six months but less than one 
year qualify for the following: 

● Birth mother: 4 weeks paid leave 

● Non-birth parent: 2 weeks paid leave 
 

● Job protection for the duration of leave 
 

Purpose/Objective 
 

The federal Family and Medical Leave Act (FMLA) and the California Family Rights Act 

(CFRA) provide eligible employees the opportunity to take unpaid, job-protected leave for 

certain medical and nonmedical needs for themselves and family members. Each of these 

leaves is explained below. The maximum amount of leave available under this policy is 

twelve (12) weeks of CFRA leave in a 12-month period and twenty-six (26) weeks of FMLA 

leave (where military caregiver leave applies) in a 12-month period, some or all of which may 

run concurrently. For more information regarding leave under this policy, employees should 

contact Human Resources. 

Eligibility 

To be eligible for leave under this policy, employees must meet all of the following 
requirements: 

 
1. Have worked at least twelve (12) months for Method Schools in the preceding seven 

(7) years (exceptions apply to the seven-year requirement). 
 

2. Have worked at least 1,250 hours for Method Schools over the twelve (12) 

months preceding the date the leave would commence. 

3. FMLA only: Currently work at a location where there are at least fifty (50) 

employees within seventy-five (75) miles. 

All periods of absence from work due to or necessitated by service in the uniformed services 

are counted as hours worked in determining eligibility. 

Conditions Triggering Leave 
 

The FMLA and CFRA have differing definitions of “family member,” and only the FMLA 

allows employees to take up to twenty-six (26) weeks of leave to provide care for an injured 

military family member. Because of this, FMLA and CFRA leaves may not always run 

concurrently. In general, CFRA/FMLA leave may be taken for any of the following reasons: 



Reasons for Leave (See related definitions at the end of the policy.) CFRA FMLA Both 

To care for or bond with: An employee’s newborn child or 
newly place foster or adopted 
child. 

  X 

A domestic partner’s 
newborn child or newly 
placed  foster  or  adopted 
child. 

X   

To care for a family member 
with a serious health condition 
who is the employee’s: 

Spouse, parent or child under age 
18, or age 18 or older who is 
incapable of self-care. 

  X 

A domestic partner, child or 
registered domestic partner’s child 
of any age, sibling, grandparent, 
or grandchild. 

X   

The employee’s own serious health condition that makes the 
employee unable to perform his or her job, excluding leave for the 
medical disability related to pregnancy and birth. 

  X 

The employee’s own medical disability related to pregnancy and 
birth. 

 X  

 
 

A qualifying military exigency related to the covered active duty or 
call to covered active duty of an employee’s spouse, parent or child 
in the United States armed forces. 

  X 

Military caregiver leave for a service member with a serious health 
condition (defined under “Definitions”) who is the employee’s spouse, 
domestic partner, child, parent or next of kin.* 

 X  

*CFRA leave will run concurrently when the family member, regardless of military status and with the exception 
of next of kin, meets the standard criteria for a serious health condition. 

 
 
 

The 12-Month Measurement Period 
 

Method Schools measures the period of twelve (12) months in which leave is taken by [enter 

defined 12-month period]. 

For military caregiver leave, an eligible employee may take up to twenty-six (26) workweeks 

of leave in a single 12-month period. The single 12-month period begins on the first day 

leave is taken to care for a covered service member and ends twelve (12) months thereafter, 

regardless of the method used to determine leave availability for other 

CFRA/FMLA-qualifying reasons. 
 

Intermittent and Reduced-Schedule Leave 
 

Eligible employees may take leave in a single block of time, intermittently (in separate 

blocks of time) or by reducing the normal work schedule. [Optional: Intermittent leave to 

bond with a new child must be taken in two-week increments, with a shorter duration 

allowed on two occasions.] 



Employees who require intermittent or reduced-schedule leave must try to schedule their 

leave so that it will not unduly disrupt Method Schools’ operations. Intermittent leave is 

permitted in the same increments as provided in Method School’s [vacation, sick or 

paid-time-off leave] policy. 
 

Interaction with Paid Leave 
 

Depending on the purpose of the leave request, employees may choose (or Method 

Schools may require employees) to use accrued paid leave (such as sick leave, vacation or 

paid time off) concurrently with some or all of the leave taken under this policy. To use paid 

leave for FMLA/CFRA leave, eligible employees must comply with Method Schools normal 

procedures (e.g., call-in procedures, advance notice) for the applicable paid-leave policy. 

Employee paid-leave accruals (paid time off, vacation, sick leave) will continue while paid 

leave is being used during periods of FMLA/CFRA absence and in accordance with those 

individual policies. 

Employee paid-leave accruals will not continue during unpaid periods of FMLA/CFRA 

absence or when only disability payments are being received. 

Maintenance of Health Benefits 
 

If employees and/or their families participate in Method School’s group health plan, Method 

Schools will maintain coverage during FMLA/CFRA leave on the same terms as if 

employees had continued to work. If applicable, employees must make arrangements to pay 

their share of health plan premiums while on leave. In some instances, Method Schools may 

recover the premiums it paid to maintain health coverage or other benefits for employees 

and/or their families while employees were absent. Use of FMLA/CFRA leave will not result 

in the loss of any employment benefit that accrued prior to the start of leave under this 

policy. Employees should consult the applicable benefit plan document for information 

regarding eligibility, coverage and benefits. 

Procedures 
When seeking leave under this policy, employees must provide the following to Human 

Resources: 

1. Thirty (30) days’ notice of the need to take FMLA/CFRA leave if the need for leave 

is foreseeable. In the case of unforeseeable leave, notice must be provided as 

soon as practicable and in compliance with Method Schools’ normal call-in 



procedures, absent unusual circumstances. 
 

2. Medical certification supporting the need for leave due to a serious health condition 

affecting the requesting employee or a covered family member or service member 

within fifteen (15) calendar days of Method Schools’ request for the certification 

(additional time may be permitted in some circumstances). Second or third medical 

opinions may also be required when allowed. 

3. For qualifying exigency leave: Within fifteen (15) days of the request, an employee 

requesting qualifying exigency leave may be required to provide appropriate 

supporting documentation in the form of a copy of the covered military member’s 

active duty orders or other military documentation indicating the appropriate military 

status and the dates of active duty status, along with a statement setting forth the 

nature and details of the specific exigency, the amount of leave needed and the 

employee’s relationship to the military member. 

4. An employee must provide periodic reports as deemed appropriate during the 

leave regarding the employee’s status and intent to return to work. 

5. [Optional: A return-to-work release before returning to work if the leave was due to 

the employee's serious health condition.] 

Failure to comply with these requirements may result in delay or denial of leave or 

disciplinary action, up to and including termination. Leave under this policy will be governed 

by and handled in accordance with CFRA- and FMLA-applicable regulations, and nothing 

within this policy should be construed to be inconsistent with those regulations. 

Employer Responsibilities 
 

To the extent required by law, Method Schools will inform employees whether they are 

eligible for leave under the FMLA/CFRA. Should employees be eligible for FMLA/CFRA 

leave, Method Schools will provide eligible employees with a notice that specifies any 

additional information required, as well as their rights and responsibilities. Method Schools 

will also inform employees if leave will be designated as FMLA/CFRA-protected and, to the 

extent possible, note the amount of leave counted against employees’ leave entitlement. If 

employees are not eligible for FMLA/CFRA leave, Method Schools will provide a reason for 

the ineligibility. 



Job Restoration 
 

Upon returning from FMLA/CFRA leave, employees will typically be restored to their original 

position or to an equivalent position with equivalent pay, benefits and other employment 

terms and conditions. 

Failure to Return After Leave 
 

If an employee fails to return to work as scheduled after FMLA/CFRA leave or if an employee 

exceeds the authorized FMLA/CFRA entitlement, the employee will be subject to Method 

Schools’s other applicable leave of absence, accommodation and attendance policies. This 

may result in termination if the employee has no other Method Schools -provided leave 

available to her or him that applies to the continued absence. Likewise, following the 

conclusion of the FMLA/CFRA leave, Method Schools’ obligation to maintain the employee’s 

group health plan benefits ends (subject to any applicable COBRA rights). 

Military Caregiver Leave 
 

Military caregiver leave is designed to allow eligible employees to care for certain family 

members who have sustained serious injuries or illness while on active duty. Within the 

single 12-month period described above, an eligible employee may take a total of twenty-six 

(26) weeks of CFRA/FMLA leave, including up to twelve (12) weeks of leave for any other 

CFRA/FMLA-qualifying reason (i.e., birth or adoption of a child, serious health condition of 

the employee or close family member, or a qualifying exigency). For example, during the 

single 12- month period, an eligible employee may take up to sixteen (16) weeks of 

CFRA/FMLA leave to care for a covered service member when combined with up to ten (10) 

weeks of CFRA/FMLA leave to care for a newborn child. 

Military caregiver leave applies on a per-injury basis for each service member. 

Consequently, an eligible employee may take separate periods of caregiver leave for each 

covered service member and/or for each serious injury or illness of the same covered 

service member. A total of no more than twenty-six (26) workweeks of military caregiver 

leave, however, may be taken within any single 12-month period. 

Qualifying Exigency Leave 
 

Employees who meet the eligibility standards set forth above are eligible to request 

qualifying exigency leave. Although qualifying exigency leave may be combined with leave 

for other FMLA-qualifying reasons, under no circumstances may the total leave exceed 



twelve (12) 

weeks in any 12-month period (with the exception of military caregiver leave as set forth 
above). 

 
Eligible employees may take unpaid qualifying exigency leave to tend to certain exigencies 

arising out of the duty under a call or order to active duty of a covered military member (i.e., 

the employee’s spouse, child or parent). Up to twelve (12) weeks of qualifying exigency 

leave is available in any twelve (12) month period, as measured by the same method that 

governs measurement of other forms of leave within this policy, with the exception of military 

caregiver leave, which is subject to a maximum of twenty-six (26) weeks of leave in a single 

12-month period. The maximum amount of qualifying exigency leave an employee may use 

to bond with a military member on short-term, temporary rest and recuperation during 

deployment is fifteen 

(15) days. 

 
Persons who can be ordered to active duty include active and retired members of the armed 

forces, certain members of the retired Reserve and various other Reserve members, 

including in the Ready Reserve, Selected Reserve, Individual Ready Reserve, National 

Guard, state military, Army Reserve, Navy Reserve, Marine Corps Reserve, Air National 

Guard, Air Force Reserve and Coast Guard Reserve. 

A call to active duty refers to a federal call to active duty, and state calls to active duty are not 

covered unless under order of the president of the United States pursuant to certain laws. 

Qualifying exigency leave is available under the following circumstances: 
 

1. Short-notice deployment: To address any issue that arises out of short notice 

(within seven (7) days or less) of an impending call or order to active duty. 

2. Military events and related activities: To attend any official military ceremony, 

program or event related to active duty or a call to active duty status, or to attend 

certain family-support or assistance programs and informational briefings. 

3. Child care and school activities: To arrange for alternative child care; to provide 

child care on an urgent, immediate-need basis; to enroll a child in or transfer a child 

to a new school or day care facility; or to attend meetings with staff at a school or day 

care facility. 

4. Financial and legal arrangements: To make or update various financial or legal 
arrangements or to act as the covered military member’s representative before a 



federal, state or local agency in connection with service benefits. 
 

5. Counseling: To attend counseling (provided by someone other than a health care 

provider) for the employee, the covered military member, or a child or dependent 

when necessary as a result of duty under a call or order to active duty. 

 
6. Temporary rest and recuperation: To spend time with a covered military member 

who is on short-term, temporary rest and recuperation leave during the period of 

deployment. Eligible employees may take up to fifteen (15) days of leave for each 

instance of rest and recuperation. 

7. Post-deployment activities: To attend arrival ceremonies, reintegration briefings 

and events, and any other official ceremony or program sponsored by the military 

for a period of up to ninety (90) days following termination of the covered military 

member’s active duty status. This also encompasses leave to address issues that 

arise from the death of a covered military member while on active duty status. 

8. Mutually agreed leave: Other events that arise from the close family member’s 

call or order to active duty, provided that Method Schools and the employee agree 

that such leave shall qualify as an exigency and agree to both the timing and 

duration of such leave. 

Definitions 
 

A serious health condition is an illness, injury, impairment, or physical or mental condition 

that involves either an overnight stay in a medical care facility or continuing treatment by 

a health care provider, and either prevents the employee from performing the functions of 

his or her job or prevents the qualified family member from participating in school or 

other daily activities. Subject to certain conditions, the continuing-treatment requirement 

includes an incapacity of more than three (3) full calendar days and two (2) visits to a 

health care provider, or one (1) visit to a health care provider and a continuing regimen of 

care; an incapacity caused by a chronic condition or permanent or long-term conditions; 

or absences due to multiple treatments. Other situations may also meet the definition of 

“continuing treatment.” 

Qualifying exigencies include activities such as short-notice deployment, military events, 

arranging alternative child care, making financial and legal arrangements related to 

deployment, rest and recuperation, counseling, parental care, and post-deployment 

debriefings. 



A covered service member is either 1) a current service member of the armed forces, 

including a member of the National Guard or Reserves, with a serious injury or illness 

incurred in the line of duty for which the service member is undergoing medical treatment, 

recuperation or therapy; otherwise in outpatient status; or otherwise on the temporary 

disability retired list; or 2) a covered veteran who is undergoing medical treatment, 

recuperation or therapy for a serious injury or illness. 

A covered veteran is an individual who was discharged under conditions other than 

dishonorable during the five-year period prior to the first date the eligible employee takes 

FMLA leave to care for the covered veteran. The period between October 28, 2009, and 

March 8, 2013, is excluded in determining this five-year period. 

Next of kin means the nearest blood relative of the service member, other than the 

service member’s spouse, domestic partner, parent, son or daughter, in the following 

order of priority: blood relatives who have been granted legal custody of the service 

member by court decree or statutory provisions, brothers and sisters, grandparents, 

aunts and uncles, and first cousins, unless the service member has specifically 

designated in writing another blood relative as his or her nearest blood relative for 

purposes of military caregiver leave. 

The definition of “serious injury or illness” for current service members and veterans is 

distinct from the definition of “serious health condition” for CFRA/FMLA leave. For 

purposes of this policy, “serious injury or illness” means an injury or illness incurred by 

the service member in the line of duty while on active duty in the armed forces that may 

render the service member medically unfit to perform the duties of the service member’s 

office, grade, rank or rating or that existed before the beginning of active duty and was 

aggravated by service while on active duty. 

With regard to covered veterans, the serious injury or illness may manifest itself before or 

after the individual assumed veteran status and is 1) a continuation of a serious injury or 

illness that was incurred or aggravated when the covered veteran was a member of the 

armed forces and rendered the service member unable to perform the duties of the 

service member’s office, grade, rank or rating; 2) a physical or mental condition for which 

the covered veteran has received a VA service-related disability rating of 50 percent or 

greater, and such rating is based, in whole or in part, on the condition precipitating the 

need for caregiver leave; 3) a physical or mental condition that substantially impairs the 

veteran’s 



ability to secure or follow a substantially gainful occupation by reason of a disability or 

disabilities related to military service, or would absent treatment; or 4) an injury, including 

a psychological injury, on the basis of which the covered veteran has been enrolled in the 

Department of Veterans Affairs Program of Comprehensive Assistance for Family 

Caregivers. 

 
 

 
Purpose/Objective 

Method Schools provides female employees with job-protected unpaid leave, up to 
four months, for disabilities relating to pregnancy, childbirth or related medical 
conditions (meaning a physical or mental condition intrinsic to pregnancy or childbirth). 
For the purposes of leave under this policy, “four months” mean the number of days 
the employee would normally work within four calendar months (one-third of a year 
equaling 17 1/3 weeks), if the leave is taken continuously, following the date the 
pregnancy leave commences. 

The company also provides reasonable accommodations, to the extent required by 
law, for conditions related to pregnancy, childbirth or related medical conditions. In 
addition, a transfer to a less strenuous or hazardous position or duties may be 
available pursuant to an employee’s request, if such a transfer is medically 
advisable. Employees requesting a leave or reasonable accommodation should 
promptly notify Human Resources. 

For more information regarding leave under this policy employees should contact 
Human Resources 

Eligibility 

All employees who experience disabilities relating to pregnancy, childbirth or 
related medical conditions (meaning a physical or mental condition intrinsic to 
pregnancy or childbirth) may request leave or a reasonable accommodation 
under this policy. 

Use of accrued paid leave 

Accrued paid sick leave must be used concurrently with leave taken under this 
policy. If SDI benefits have begun, the employee may choose to supplement those 
benefits with accrued paid sick leave. Paid sick leave and SDI benefits combined 
may not exceed 100% of regular pay. 



Additionally, employees may choose to use accrued paid leave (such as vacation or 
paid time off), concurrently with some or all of the leave under this policy. To receive 
paid leave, eligible employees must comply with the company’s normal procedures 
for the applicable paid-leave policy (e.g., call-in procedures, advance notice). If SDI 
benefits are being paid, accrued paid leave and SDI payments combined may not 
exceed 100% of pay. 

Maintenance of health benefits 

If employees and their families participate in the company’s group health plan, the 
company will maintain coverage during leave under this policy on the same terms as 
if employees had continued to work. If applicable, employees must make 
arrangements to pay their shares of health plan premiums while on leave. In some 
instances, the company may recover premiums it paid to maintain health coverage or 
other benefits for employees and their families. Use of leave under this policy will not 
result in the loss of any employment benefit that accrued prior to the start of leave 
under this policy. 
Employees should consult the applicable plan document for information regarding 
eligibility, coverage and benefits. 

Procedures 

When seeking leave or a reasonable accommodation under this policy, an employee 
must provide Human Resources with the following: 

1. As soon as practicable and if possible prior to commencing leave, a 
statement from his or her health care provider supporting the request for 
leave or reasonable accommodation. The statement should confirm that the 
requested leave or reasonable accommodation is based on a 
pregnancy-related disability, and if the statement is provided in support of a 
leave request, the statement should include an anticipated start and end 
date. An employee must also supply periodic reports as deemed appropriate 
during the leave regarding the employee’s status and intent to return to work. 

2. [If the company requires a fitness-for-duty certification for other disability 
leaves:] Upon return from leave, medical certification of fitness for duty before 
returning to work. The company will require this certification to address 
whether employees can perform the essential functions of their positions. 

Failure to comply with the foregoing requirements may result in delay or denial of 
leave, or disciplinary action, up to and including termination. 



Employer responsibilities 
 

To the extent required by law, the company will inform employees whether they are 
eligible for leave under this policy. Should employees be eligible for leave, the 
company will provide eligible employees with a notice that specifies any additional 
information required, as well as their rights and responsibilities. 

As detailed in the California Family Rights Act (CFRA)-Family and Medical Leave 
Act (FMLA) Policy, the company will also inform employees if leave will be 
designated as FMLA-protected and, to the extent possible, note the amount of 
leave counted against employees’ leave entitlements. If employees are not eligible 
for FMLA leave, the company will provide a reason for the ineligibility. 

Additionally, the company will engage in an interactive process with employees who 
request a reasonable accommodation under this policy. 

Job restoration 

Upon returning from leave, employees will typically be restored to their original 
positions or to equivalent positions with equivalent pay, benefits, and other 
employment terms and conditions. 

Failure to return after leave 

If an employee fails to return to work as scheduled after leave under this policy, or if 
an employee exceeds the leave entitlement, the employee will be subject to the 
company’s other applicable leave of absence, accommodation and attendance 
policies. This may result in termination if the employee has no other 
company-provided leave available to her that applies to the continued absence. 
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