
COVID-19 Employment/Leave/Pay 
Frequently Asked Questions1 

 
 
1. Q:  What should an employee do if they are experiencing symptoms related to 
COVID-19 (fever, cough, and shortness of breath)? 
 

A. Employees should utilize established district or department call-in 
procedures and stay home if they are ill.  Employees should also contact their 
healthcare provider.  Sick leave and/or extended sick leave will be used.  This 
information should be communicated to staff in advance in an effort to ensure safe 
and healthy workplaces. 

 
2. Q: What if an employee at work has visible signs of illness but is indicating a 
desire to remain at work? 
 

A: As public employers, you are required to maintain safe and healthy working 
conditions for employees and use reasonable care to provide for the safety of other 
employees and students by furnishing a safe place to work.  If an employee has 
visible signs of illness and refuses to go home, administrators/supervisors/ 
managers could contact Human Resources or Personnel or another designated 
department (such as the district nurse) for direction.  The designated district point 
person should consider the presentation of symptoms associated with COVID-19 
and the severity of those symptoms to determine if the employee should be sent 
home.  In the meantime, the employee should be isolated to prevent the possible 
spread of illness.  Employees sent home should be advised to contact their 
healthcare provider and will utilize sick leave and/or extended sick leave.  Those 
employees may not return to work until asymptomatic or after providing a medical 
note clearing them to return. 

 
3. Q: What is an employee’s pay status after being sent home? 
 

A: An employee sent home from work will utilize their fully paid sick leave and 
when sick leave is exhausted, differential pay/extended sick leave during the 
absence.  After all sick leave benefits have been exhausted, an employee will be 
required to use vacation leave, if available, before being placed on Paid 
Administrative Leave.  (Education Code sections 44964 and 45199) 

 
4. Q: Are employees allowed to telecommute/work from home? 
 

A: This is a district decision.  Many districts are not currently authorizing 
employees to work from home unless it is done as part of a reasonable 
accommodation due to a medical condition, such as a compromised immune 
system, or when the district has one or more school closures already in place. 

                                                           
1 Special thanks to Kern County Superintendent of Schools Assistant Superintendent-Human Resources 
and Staff Development Toni Smith and Human Resources Director Cherie Payne for their collaboration 
on this information. 



 
5. Q: What if the employee’s worksite is closed in response to COVID-19? 
 

A: Employees should be provided an alternate worksite, or will be offered the 
ability to telecommute if possible.  If neither of these options is a possibility, the 
employee will be placed on Paid Administrative Leave.  Some employees whose 
job duties are found to be essential may be required to work during a worksite 
closure.  Employees who remain off work on Paid Administrative Leave during a 
closure must be available during their normal workhours and may be contacted 
and assigned duties during that time, as needed.  Paid Administrative Leave 
should not take the place of previously planned, pre-approved vacation or sick 
leave during worksite closures. 

 
6. Q: What if an employee needs to care for an ill or quarantined family member? 
 

A Employees may be entitled to up to 12 workweeks of FMLA/CFRA and will 
have the ability to utilize their paid sick leave.  (This is likely an expansion of normal 
paid sick leave and/or family illness leave rules, unless your district’s collective 
bargaining agreement or policies already allow for paid FMLA/CFRA leave.  You 
should work with your employee unions and associations to provide this benefit.) 

 
7. Q: What if an employee isn’t able to work due to a childcare provider situation 

or school emergency caused by a COVID-19 related closure? 
 

A: Employees are able to utilize vacation, personal necessity, and 
compensatory leave in conformity with Labor Code section 230.8, up to 40 hours. 

 
7. Q: Could employees be required to work in the event of a school closure or 

office shutdown? 
 

A: Public employees are considered disaster service workers in conditions of 
disaster or extreme peril and as such, may be assigned work by their employer 
based on Government Code section 3100.  It is recommended that district 
administration determine which employees would be necessary to perform 
essential work needed for operational reasons and have a plan in place in the 
event a closure or shutdown occurs. 

 
8. Q: What if an employee refuses to perform duties within their job description 

that may be implicated by COVID-19?  (For example, an employee who refuses to 
provide health services that are part of their normal job duties.) 

 
A: When an employee is at work, they are required to perform their job duties. 
However, if an employee indicates their refusal to perform their job duties is related 
to a medical condition, such as a compromised immune system, an interactive 
process meeting should occur to determine whether reasonable accommodations 
can be made. 

 
 



Notes 
 

• For districts or classifications of employees that pay into State Disability Insurance, 
employees unable to work due to caring for an ill or quarantined family member 
with COVID-19 may qualify for Paid Family Leave (PFL). 

 
• Employees unable to work due to medical quarantine or illness may qualify for 

State Disability Insurance. 
 

• An employee unable to do their usual job duties because they were exposed to 
and contracted COVID-19 during the regular course of their work may be eligible 
for workers’ compensation benefits. 

 
• Employees who experience reduced hours, or who are unable to work as a result 

of school closures that impact their children, should be provided information about 
unemployment insurance.  The Employment Development Department will 
determine whether or not individuals meet the criteria for receiving benefits. 

 
• District administration needs to be mindful to not make assumptions, even with the 

positive intention of safety, about the risk of others based on Asian heritage.  Such 
behavior is discriminatory and considered unlawful. 
 

• District administration should explore COVID-19 related issues affecting the terms 
and conditions of employment in collaboration with their bargaining units and/or 
employee associations.  (For example, changes to work calendars or regular 
assignments may be necessary in response to school closures.)  Many aspects of 
a response, at least the effects, may be negotiable. 

 
 


