
From: Sara Jane Umali
To: APDstaff@ucr.edu
Cc: VPAP; AcademicPersonnel
Subject: IMPORTANT UPDATE: 2022 Emergency Paid Sick Leave (EPSL) Guidance and Notice & Form (COVID-19)
Date: Tuesday, February 22, 2022 5:27:00 PM
Attachments: academic-personnel-guidance-regarding-covid-19-leaves.pdf

2022 Emergency EPSL Notice and Request Form FINAL POSTED_2-22-22.pdf
image001.png
image003.png

Importance: High

Hello everyone,
 
We received the following update from UCOP-APP this afternoon.
 
************************************
Attached and linked are the Academic Personnel Guidance Regarding COVID-19 Leaves - Fourth
Issuance (ucop.edu) and 2022 Emergency Paid Sick Leave Notice and Request Form. Effective
February 19, 2022 through September 30, 2022, the University is providing up to 80 hours of 2022
Emergency Paid Sick Leave (2022 EPSL) for full-time employees and the two-week equivalent for
part-time employees. The University will permit employees to use 2022 EPSL retroactively to January
1, 2022. In addition, 2022 EPSL also provides eligible employees until September 30, 2022 to use any
remaining hours from their 2021 EPSL entitlement. There will be an article posted on UCnet later
this week.    
************************************
 
For reference, these are UCR’s campus practice for academic EPSL.

1.       In order to be as time-efficient as possible, Deans (or equivalent), will continue to have
authority to approve EPSL (link to original memo ). Any exceptional requests must be
forwarded to APO for review and final decision.

2.       To request for the leave, the EPSL Request Form (last updated on February 22, 2022) must
be completed by the academic appointee and submitted to the Dean for review and final
decision.

3.       It is the department's responsibility to track, to record the leave, and to update the payroll
system.

 
Please share this information with your deans, department chairs, and faculty.  For questions or
more information, please send an email to apomail@ucr.edu.
 
Best regards,
Sara
 
 
 

SARA UMALI l UCR Academic Personnel Office  
Director of Academic Personnel Data and Technology 
sara.umali@ucr.edu l 951.827.5810 l 2148 Hinderaker Hall

mailto:sara.umali@ucr.edu
mailto:APDstaff@ucr.edu
mailto:vpap@ucr.edu
mailto:academicpersonnel@ucr.edu
https://www.ucop.edu/academic-personnel-programs/_files/special-announcements/academic-personnel-guidance-regarding-covid-19-leaves.pdf
https://www.ucop.edu/academic-personnel-programs/_files/special-announcements/academic-personnel-guidance-regarding-covid-19-leaves.pdf
https://ucnet.universityofcalifornia.edu/forms/pdf/epsl-notice-and-request-form.pdf
https://academicpersonnel.ucr.edu/sites/g/files/rcwecm1261/files/2020-04/Memo%20from%20VPAP-COVID-19%20Leaves-FINAL-4.21.20.pdf
https://ucnet.universityofcalifornia.edu/forms/pdf/epsl-notice-and-request-form.pdf
mailto:apomail@ucr.edu
https://academicpersonnel.ucr.edu/
mailto:sara.umali@ucr.edu



UCOP Academic Personnel & Programs 
 
 


1 
 


 
Guidance Regarding COVID-19 Related Leaves 


March 31, 2021 – Issuance 
May 10, 2021 – Second Issuance 


September 20, 2021 – Third Issuance 
February 22, 2022 – Fourth Issuance 


 
Summary of COVID-19 Related Notices and Regulations Pertaining to Academic Personnel 


• On March 16, 2020, former President Napolitano issued an executive order whereby 
eligible employees would receive a “one-time allotment of up to 128 hours of paid 
administrative leave,” subject to specific enumerated conditions. 1 


• On November 12, 2020, President Drake issued an amended executive order whereby 
eligible employees would be able to use their “one-time allotment of up to 128 hours of 
paid administrative leave,” by June 30, 2021. 


• On March 11, 2021, President Biden signed the American Rescue Plan Act of 2021 (ARPA) 
into law, which gave employers the option to offer their employees Emergency Paid Sick 
Leave (EPSL) in 2021. Effective March 29, 2021 (through September 30, 2021), the 
University provided up to 80 hours of 2021 EPSL for full-time employees and the two-week 
equivalent for part-time employees.  (See 2021 EPSL guidance for additional information 
regarding 2021 EPSL’s effective dates and entitlement.)  The University’s 2021 EPSL was 
more generous than federal law required and was more generous than California’s COVID-
19 supplemental paid sick leave under California Labor Code section 248.2. 


• On September 16, 2021, President Drake approved Extended Emergency Paid Sick Leave 
(Extended EPSL) to allow eligible employees additional time to use any remaining hours 
from their 2021 EPSL entitlement.  Extended EPSL was available October 1, 2021 through 
June 30, 2022 to eligible employees who did not exhaust their 2021 EPSL entitlement.   


• Effective February 19, 2022 through September 30, 2022, the University is providing up to 
80 hours of 2022 Emergency Paid Sick Leave (2022 EPSL) for full-time employees and the 
two-week equivalent for part-time employees. The University will permit employees to use 
2022 EPSL retroactively to January 1, 2022. 2022 EPSL also provides eligible employees 
until September 30, 2022 to use any remaining hours from their 2021 EPSL entitlement. 
The University’s 2022 EPSL is more generous than California’s COVID-19 supplemental paid 
sick leave under California Labor Code section 248.6.  


Summary of 2022 Emergency Paid Sick Leave (2022 EPSL) 


Below is a summary of the 2022 Emergency Paid Sick Leave (2022 EPSL) provisions potentially 
available to academic appointees. Also, see the 2022 EPSL Request Form.    


                                                           
1 Coronavirus update: Expanded leave policies. 



https://ucnet.universityofcalifornia.edu/forms/pdf/epsl-notice-and-request-form.pdf

https://ucnet.universityofcalifornia.edu/news/2020/03/coronavirus-update-expanded-leave-policies.html
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 2022 Emergency Paid Sick Leave  
(2022 EPSL) 


Maximum potential entitlement: 80 hours for FTE or the two-week equivalent for part-time appointees plus any 
remaining hours from an academic appointee’s 2021 Emergency Paid Sick Leave (2021 EPSL) entitlement  
(See FAQ 4 for additional information) 
Effective: February 19, 2022-September 30, 2022 (and retroactive to January 1, 2022) 
(See FAQ 2 for additional information) 
Eligibility: All appointees are eligible. Appointees hired on or before September 30, 2021 who did not exhaust 
their 2021 EPSL entitlement are also eligible to use any remaining 2021 EPSL entitlement. 
See FAQ 9 for information regarding block and intermittent usage 
Used for the following qualifying reasons – appointee is unable to work or telework because: 


1. The appointee is subject to a quarantine or isolation period related to COVID-19 as defined by an order or 
guidance of the California Department of Public Health (CDPH), the federal Centers for Disease Control and 
Prevention (CDC), or a local public health officer with jurisdiction over the workplace. 


2. The appointee has been advised by a health care provider to isolate or self-quarantine due to COVID-19 
3. (a) The appointee is experiencing COVID-19 symptoms and seeking a medical diagnosis; (b) the appointee 


has been exposed to COVID-19 and is seeking or awaiting the results of a diagnostic test for, or a medical 
diagnosis of, COVID-19; (c) the University has requested that appointee obtain a diagnostic test for, or a 
medical diagnosis of, COVID-19, and appointee is seeking or awaiting those results; (d) the appointee is 
attending an appointment for themselves or a family member to receive a vaccine or vaccine booster for 
protection against COVID-19; or (e) the appointee is experiencing symptoms, or caring for a family member 
experiencing symptoms, related to a COVID-19 vaccine or vaccine booster 


4. The appointee is caring for a family member who is either subject to a quarantine or isolation period 
related to COVID-19 (as defined by an order or guidance of the CDPH, the CDC, or a local public health 
officer with jurisdiction over the workplace) or who has been advised by a health care provider to self-
quarantine or isolate due to COVID-19 


5. The appointee is caring for a child whose school/place of care or child care provider is closed or otherwise 
unavailable for reasons related to COVID-19 


6. The appointee tests positive for COVID-19 or the appointee is caring for a family member who tests 
positive for COVID-19 


 


FAQs Related to 2022 Emergency Paid Sick Leave 
 


1. Who is eligible for leave under 2022 Emergency Paid Sick Leave (2022 EPSL)?  
 
All appointees are eligible for 2022 EPSL if one or more of the six qualifying reasons apply. 
Appointees hired on or before September 30, 2021 who did not exhaust their 2021 EPSL 
entitlement are also eligible to use any remaining 2021 EPSL entitlement during the 2022 
EPSL period if one or more of the six qualifying reasons apply. 


 
2. When is 2022 EPSL effective?                          


 
Appointees are able to take 2022 EPSL beginning February 19, 2022 through September 30, 
2022. Appointees who did not exhaust their 2021 EPSL entitlement are also eligible to use 
any remaining 2021 EPSL hours through September 30, 2022. If an appointee took any 
leave between January 1, 2022 and February 18, 2022 for one or more of the EPSL 
qualifying reasons, the appointee may request that the University allow them to 
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retroactively use 2022 EPSL as follows: 
 


• If an appointee took leave between January 1, 2022 and February 18, 2022 for one 
or more of the qualifying reasons but was not paid their regular rate of pay during 
that leave, the University will provide them with a retroactive payment using their 
2022 EPSL entitlement upon the appointee’s request.  The number of hours of leave 
corresponding to the amount of the retroactive payment will be deducted from the 
appointee’s 2022 EPSL entitlement.   
 


• If an appointee used any paid leave between January 1, 2022 and February 18, 2022 
for one or more of the qualifying reasons, the University will allow them to 
retroactively use 2022 EPSL for that leave and credit their leave banks for the time 
previously debited upon the appointee’s request.  The decision to restore used time 
is the appointee’s decision.  (See FAQ #7 for additional information.) 


 
If an appointee has a block EPSL leave in progress on September 30, 2022, the appointee 
will be allowed to finish that block leave using any remaining 2021 or 2022 EPSL 
entitlement.                                                                                                                          
 


3. Is 2022 EPSL a new leave entitlement? 
 
2022 EPSL provides all appointees with a new leave entitlement, and it also provides 
eligible appointees with additional time to use any remaining hours from their 2021 EPSL 
entitlement. 
 


4. How should locations determine an academic appointee’s 2022 EPSL entitlement? 
 
2022 EPSL provides all appointees with new leave, and it also provides eligible appointees 
with additional time to use any remaining hours from their 2021 EPSL entitlement. 
Locations should calculate the appointee’s EPSL entitlement during the 2022 EPSL period 
using the following instructions.   


o New Leave for All Appointees: This section outlines how to calculate an 
appointee’s new leave entitlement under 2022 EPSL. Appointees may also be 
eligible for additional EPSL in the 2022 EPSL period if they have hours remaining 
from their 2021 EPSL entitlement. 
 Full-time appointees: The appointee’s 2022 EPSL entitlement is 80 hours. 
 For all other appointees:   


• Step 1: If the appointee worked or was scheduled to work, on 
average, at least 40 hours per week in the two weeks immediately 
before the leave, then the appointee’s 2022 EPSL entitlement is 80 
hours. Otherwise, the location should proceed to Step 2. 


• Step 2: The appointee’s entitlement depends on whether they have a 
normal schedule or they report time on a variable basis: 
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o If an appointee has a normal weekly schedule, the 
appointee’s 2022 EPSL entitlement is the number of hours 
that the appointee is normally scheduled to work over two 
weeks (up to 80 hours). 


o If an appointee reports time on a variable basis, the 
appointee’s 2022 EPSL entitlement is equivalent to the 
average number of hours the appointee works over two 
weeks (up to 80 hours). That average is calculated using a six-
month lookback period. If the appointee has worked for 
fewer than six months, the lookback period used for this 
calculation is the period of time that the appointee has 
worked. If the lookback period includes any break in service, 
the break in service period is excluded from the hours 
calculation.    


• Requests to use 2022 EPSL for subsequent leaves:   
• If a full-time appointee uses 2022 EPSL for a leave and then requests 


2022 EPSL for a subsequent leave, the appointee’s earlier 2022 EPSL 
usage would be deducted from the appointee’s 80-hour 2022 EPSL 
entitlement to determine the amount of 2022 EPSL available to use 
for the new leave. 


• If an appointee who is not full-time uses 2022 EPSL for a leave and 
then requests 2022 EPSL for a subsequent leave, the location would 
use Step 1 and, if applicable, Step 2 to calculate the appointee’s 
entitlement for each subsequent leave. Once that entitlement is 
calculated, the appointee’s earlier 2022 EPSL usage would be 
deducted to determine the amount of 2022 EPSL available to use for 
the new leave. For example, a part-time appointee used 8 hours of 
2022 EPSL in February and asks to use 2022 EPSL again in June. When 
the appointee’s entitlement is calculated for the June leave request, 
the result is 60 hours. The 8 hours previously used in February is 
deducted, leaving 52 hours of 2022 EPSL available for the appointee 
to use for the June leave.  


 Requests to use 2022 EPSL intermittently: If an appointee asks to use 2022 
EPSL for a leave that is being taken intermittently, the location would 
determine the appointee’s entitlement just once. Because the segments of 
the intermittent leave are not separate leaves, there is no need to 
recalculate the appointee’s 2022 EPSL entitlement during the intermittent 
leave. (Note that 2022 EPSL may only be used intermittently in certain 
circumstances. See FAQ #9) 


o Remaining 2021 EPSL Entitlement:  All appointees hired on or before September 
30, 2021 who did not exhaust their 2021 EPSL entitlement are also entitled to use 
any hours remaining from their 2021 EPSL entitlement during the 2022 EPSL period.  
Locations should use the method outlined above to calculate an appointee’s 
remaining 2021 EPSL entitlement. 
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5. Will an appointee need to use EPSL during the 2022 EPSL period if they are unable to 


work for COVID-19-related reasons? 
 
Appointees can choose the order in which they use EPSL and any other paid leave accruals 
during the 2022 EPSL period. 
 


6. Will an academic appointee be asked to complete documentation to request EPSL during 
the 2022 EPSL period? Must a form be used? 
 
Appointees may request to use EPSL during the 2022 EPSL period either orally or in writing. 
Locations should encourage appointees to complete the 2022 EPSL Request Form that asks 
the appointee to provide pertinent information regarding eligibility for EPSL and to certify 
that the information provided is correct. If an appointee is unwilling to complete the form 
but is eligible to use EPSL during the 2022 EPSL period, the location should grant the leave.   


 
7. An academic appointee used their paid leave accruals to take time off for an EPSL-


qualifying reason on or after January 1, 2022. The appointee subsequently asks if they 
can instead retroactively use EPSL for that absence. Should the location grant the 
appointee’s request?   
 
Yes, if the absence occurred between January 1, 2022 and September 30, 2022.  
 
An appointee who used paid leave accruals (e.g., vacation, sick leave, PTO) for any EPSL-
qualifying reason between January 1, 2022 and September 30, 2022 can subsequently opt 
to use any entitlement to EPSL for that time instead. The accruals that the appointee used 
for the absences would then be credited back to the appointee.  
 
Likewise, an appointee who took unpaid leave for any EPSL-qualifying reason between 
January 1, 2022 and September 30, 2022 can subsequently opt to use any entitlement to 
EPSL for that time instead.  
 
The location should use this same approach even if an appointee makes this request 
regarding a block EPSL-qualifying leave in progress on September 30, 2022, handling the 
portion of the leave after September 30, 2022 as indicated in FAQ #2. For example, if an 
appointee is on a block EPSL-qualifying leave from September 29, 2022 until October 4, 
2022 and elected to take vacation leave during this time, the appointee may subsequently 
opt to use any entitlement to EPSL for that time instead and their vacation accruals would 
be credited accordingly. 
 
Note:  the academic appointee must make this request on or after February 19, 2022.  A 
request made before February 19 does not count.   
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8. How is EPSL being funded? To which funding source should locations charge time when 
an academic appointee is determined to be eligible for EPSL? 
 
Locations should charge EPSL to an academic appointee’s regular funding source unless 
instructed otherwise.  There is no systemwide central source of funds. 
 


9. Does EPSL used during the 2022 EPSL period need to be taken in one continuous block of 
time or can it be used intermittently? 
 
EPSL used during the 2022 EPSL period may always be taken as a block leave.  Whether it 
can be used intermittently depends on whether the appointee is teleworking or working 
onsite, and it may also depend on the reason for which the appointee is taking EPSL: 


• Non-exempt appointees who are teleworking may take EPSL as a block leave or 
intermittently in increments of at least one hour. 


• Exempt appointees who are teleworking may take EPSL as a block leave or 
intermittently in whole day increments. 


• Appointees working onsite may take EPSL for any reason as a block leave but may 
only take EPSL intermittently if taking leave for Reason 3(d) (vaccination), Reason 
3(e) (vaccine symptoms), or Reason 5 (school closure). When taking EPSL 
intermittently for any of these reasons, non-exempt appointees may take EPSL in 
increments of at least one hour, and exempt appointees may take EPSL in whole 
day increments.  


For public health reasons, appointees working onsite who are taking EPSL for Reason 1 
(quarantine or isolation period); Reason 2 (self-quarantine); Reason 3(a) (diagnosis due to 
symptoms); Reason 3(b) (diagnosis due to exposure); Reason 3(c) (University-requested 
diagnosis); Reason 4 (caring for family member); or Reason 6 (positive test) must continue 
using EPSL until the appointee either uses the full amount of EPSL or no longer has a 
qualifying reason for using EPSL.    


 
10. Will appointees on EPSL during the 2022 EPSL period continue to accrue service credit for 


purposes of UCRP and continue to accrue vacation and sick leave, if applicable? 
 
An appointee on paid leave continues to accrue vacation and sick time, as well as service 
credit for purposes of UCRP, as they normally would under pay status. Appointees who are 
eligible to accrue sabbatical leave shall continue to accrue credits as they normally would 
under pay status. 


 
11. May an academic appointee elect to use EPSL during the 2022 EPSL period past their pre-


determined appointment end date? 
 
No, consistent with applicable collective bargaining agreements and the APM, an 
appointee may not elect EPSL past their pre-determined appointment end date. 
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12. Who should an academic appointee contact to initiate EPSL during the 2022 EPSL period? 
 
An appointee should first notify their direct supervisor of the need to take EPSL during the 
2022 EPSL period. Appointees and supervisors should work with their local academic 
personnel office to determine eligibility. 
 


13. Can an appointee take 80 hours of 2022 EPSL for their own self-quarantine and then 
additional EPSL for another qualifying reason per the chart above? 
 
The new allotment of 2022 EPSL hours is capped at 80 hours for full-time appointees and 
the two-week equivalent for part-time appointees. An eligible appointee may have 
additional EPSL hours that can be used during the 2022 EPSL period dependent upon 
whether they exhausted their 2021 EPSL entitlement. (See FAQ #4 for additional 
information about determining an appointee’s 2021 EPSL entitlement.) 
 


14. Will EPSL used during the 2022 EPSL period need to be tracked?  
 
Yes. The University is tracking and reporting the amount of EPSL taken during the 2022 
EPSL period and the associated payroll expense. The UCPath Center has mechanisms to 
track EPSL, including the reason. Not all entry and calculations will be automated in UCPath 
or PPS – locations will need to process some manual entry and upload of leaves. Locations 
will also need to monitor whether an appointee is exceeding their paid leave allotments as 
UCPath is not programmed to place caps on the paid leaves. 
 


15. What is the rate of pay to apply when an academic appointee is on EPSL during the 2022 
EPSL period? 
 
The University has decided to pay appointees on EPSL during the 2022 EPSL period at the 
appointee’s regular rate of pay.   
 


16. Can extramural funds be used to pay the salaries of academic appointees who cannot 
work remotely or whose work is limited due to COVID-19? 
 
Please refer to UCOP’s Research and Innovation Office, Research Policy Analysis and 
Coordination’s webpage with current information from extramural funders and consult 
with your local Contracts & Grants/Sponsored Projects office.  
 


17. Can a location require that an appointee use 2022 EPSL when the location has excluded 
the appointee for workplace exposure to COVID-19 as required by the Cal/OSHA COVID-
19 Prevention Emergency Temporary Standards? 
 
No.  When a location excludes an appointee and the appointee is entitled to exclusion pay, 
the location may not require the use of 2022 EPSL before providing exclusion pay.   
 



https://www.ucop.edu/research-policy-analysis-coordination/policies-guidance/coronavirus/index.html

https://www.ucop.edu/research-policy-analysis-coordination/policies-guidance/coronavirus/index.html
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18. Some schools may operate on an alternate day (or other hybrid-attendance) basis. The 


school is open each day, but students alternate between days attending school in person 
and days participating in remote learning. The school only permits students to attend 
school on their assigned in-person attendance days. May eligible academic appointees 
use EPSL during the 2022 EPSL period for Reason 5 in these circumstances? 
 
Yes, an eligible appointee may use EPSL during the 2022 EPSL period for Reason 5 on days 
when the school does not permit their child to attend school in person if the appointee is 
unable to work or telework for that reason. The school is effectively “closed” to the 
appointee’s child on days that the child cannot attend in person. An eligible appointee may 
take EPSL on each of their child’s remote learning days. As an example, an eligible 
appointee may take EPSL on Mondays, Wednesdays, and Fridays if the school does not 
permit their child to attend school in person on those days. 
 


19. Some schools may only permit children to attend school in person for part of the day, 
and the children must spend the rest of the day at home participating in remote learning. 
May eligible academic appointees use EPSL during the 2022 EPSL period for Reason 5 in 
these circumstances?  
 
The answer depends on whether the appointee is exempt or non-exempt. Non-exempt 
appointees may take EPSL during the 2022 EPSL period for Reason 5 intermittently in 
increments of at least one hour. This means that a non-exempt appointee could use EPSL 
for Reason 5 for the hours that the child is participating in remote learning if the appointee 
is unable to work or telework during that time for that reason. Exempt appointees may 
take EPSL for Reason 5 intermittently in whole day increments. This means that an exempt 
appointee would not be able to take EPSL for a partial day. (Please refer to FAQ #9 for the 
rules regarding intermittent use when taking EPSL for other reasons.)                                     
 


20. Some schools are giving parents a choice between having their children attend in person 
or participate in a remote learning program. If an academic appointee elects remote 
learning for their child, can that academic appointee use EPSL during the 2022 EPSL 
period for Reason 5 while their child is at home? 
 
No. An appointee is not eligible to use EPSL during the 2022 EPSL period for Reason 5 
under these circumstances because the child’s school is not “closed” due to COVID-19 
reasons; it is open for the appointee’s child to attend. If an appointee’s child is home 
because the appointee has chosen for the child to remain home, the appointee is not 
entitled to EPSL for Reason 5. 
 


21.  Will hourly academic appointees receive paid time off to receive the SARS-CoV-2 
(COVID-19) vaccine? 
 
Yes, hourly appointees may take up to four hours of paid time to obtain each dose of the 
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SARS-CoV-2 (COVID-19) vaccine or vaccine booster. Appointees must provide advance 
notice to their supervisor. If an appointee needs more time for this purpose, the appointee 
may request to use EPSL during the 2022 EPSL period (Reason 3(d)) for the additional time.   
 


22. Can academic appointees use EPSL during the 2022 EPSL period if they experience 
symptoms or are caring for a family member experiencing symptoms related to a SARS-
CoV-2 (COVID-19) vaccine or vaccine booster?  
 
Yes. Academic appointees may request EPSL (Reason 3(e)) for either of those purposes. If 
an appointee has exhausted their EPSL entitlement or opts not to use EPSL, the appointee 
would be able to use accrued sick leave, vacation leave, and/or paid time off (PTO). 
 


23. Will UC health benefits continue for appointees using EPSL during the 2022 EPSL period? 
 
Yes, appointees will continue to have any existing health benefits while on EPSL during the 
2022 EPSL period. 
 


24. If an appointee is or gets sick from COVID-19, will the appointee be required to use their 
accrued sick or vacation leave, PTO, or other paid medical leave? What if the appointee 
does not have enough accrued sick or vacation leave – will they still receive their full 
pay? 
 
Appointees may request EPSL (Reason 6) for this purpose. If an appointee has exhausted 
their EPSL entitlement or opts not to use EPSL, the appointee may have several different 
leave options available, including Family and Medical Leave (under FMLA and/or CFRA) and 
use of accrued sick leave, vacation leave, and/or PTO. If an appointee does not have 
enough EPSL or accrued sick leave, vacation leave, and/or PTO available, they should work 
with their supervisor to accurately record non-work time. 
 


25. Where can I find additional University resources/information regarding COVID-19? 
 
The University’s COVID-19 website includes updates and information on all things COVID-
19. The website also includes links to location’s COVID-19 sites as well as to the CDC and 
WHO sites. 
 
 
 
 
 
 



https://ucnet.universityofcalifornia.edu/coronavirus/
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Section I of this form provides important information regarding University employees’ entitlement to 
2022 Emergency Paid Sick Leave (2022 EPSL). 2022 EPSL provides employees with 
additional leave, and it provides eligible employees with additional time to use any 
remaining hours from their 2021 Emergency Paid Sick Leave (2021 EPSL) entitlement.   


2022 EPSL is available February 19, 2022 through September 30, 2022. If an employee took any 
leave between January 1, 2022 and February 18, 2022 for one or more of the qualifying reasons, 
the employee may request that the University allow them to retroactively use 2022 EPSL as 
described in Section I.E. below. If an employee has a block EPSL leave in progress on September 
30, 2022, the employee will be allowed to finish that block leave using any remaining 2021 or 2022 
EPSL entitlement.   


2022 EPSL is available for immediate use effective February 19, 2022. An employee may request 
this leave orally or in writing by filling out Section II. The signed form should be returned to the 
employee’s supervisor.   


Many terms used below have specific meanings. If a term is italicized, it is defined in Appendix A. 


I. 2022 EPSL – Background Information 
An eligible employee may use EPSL during the 2022 EPSL period if the University has work for the 
employee and one of the six qualifying reasons below prevents the employee from being able to 
perform that work, either under normal circumstances at their normal worksite or by means of 
telework.   


 
A. Qualifying Reasons  


An employee may use EPSL during the 2022 EPSL period if one or more of the following 
reasons apply: 


 
Reason 1 (Quarantine or Isolation Period):  
The employee is unable to work or telework because the employee is subject to a a 
quarantine or isolation period related to COVID-19 as defined by an order or guidance 
of the California Department of Public Health, the federal Centers for Disease Control 
and Prevention, or a local public health officer with jurisdiction over the workplace. 


 
Reason 2 (Isolate or Self-Quarantine):  
The employee is unable to work or telework because the employee has been advised 
by a health care provider to isolate or self-quarantine due to COVID-19. 
 
Reason 3 (Testing, Diagnosis, and/or Vaccination):  
The employee is unable to work or telework because of any of the following: 


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


b. The employee has been exposed to COVID-19 and is seeking or awaiting 
the results of a diagnostic test for, or a medical diagnosis of, COVID-19. 


c. The University has requested that the employee obtain a diagnostic test 
for, or a medical diagnosis of, COVID-19, and the employee is seeking or 
awaiting those results. 


UNIVERSITY OF CALIFORNIA  
2022 EMERGENCY PAID SICK LEAVE  


NOTICE AND REQUEST FORM  
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d. The employee is attending an appointment for themselves or a family 
member to receive a vaccine or vaccine booster for protection against 
COVID-19. 


e. The employee is experiencing symptoms, or caring for a family member 
experiencing symptoms, related to a COVID-19 vaccine or vaccine 
booster. 
 


Reason 4 (Caring for a Family Member):  
The employee is unable to work or telework because they are caring for a family 
member who is either subject to a quarantine or isolation period related to COVID-19 
(as defined by an order or guidance of the California Department of Public Health, the 
federal Centers for Disease Control and Prevention, or a local public health officer 
with jurisdiction over the workplace) or who has been advised by a health care 
provider to self-quarantine or isolate due to COVID-19.   
 
Reason 5 (Closure of School/Child Care):  
The employee is unable to work or telework because the employee is caring for their 
child whose school, place of care, or child care provider is closed or otherwise 
unavailable for reasons related to COVID-19. 
 
Reason 6 (Positive Test) 
The employee is unable to work or telework because the employee tests positive for 
COVID-19 or because the employee is caring for a family member who tests positive 
for COVID-19. 
 


 


B. Eligibility for 2022 EPSL 
All employees are eligible for 2022 EPSL if one or more of the six qualifying reasons apply.  
Employees hired on or before September 30, 2021 who did not exhaust their 2021 EPSL 
entitlement are also eligible to use any remaining 2021 EPSL entitlement during the 2022 
EPSL period if one or more of the six qualifying reasons apply.   
 


C. Amount of Potential 2022 EPSL Entitlement  
2022 EPSL provides all employees with new leave, and it also provides eligible employees 
with additional time to use any remaining hours from their 2021 EPSL entitlement. 
 
1. Potential length of time an employee may take EPSL during the 2022 EPSL period:  


a. New Leave for All Employees: 80 hours for full-time employees and the two-week 
equivalent for part-time employees (capped at 80 hours). Under certain 
circumstances, full-time firefighters may be entitled to more than 80 hours. 
 


b. Remaining 2021 EPSL Entitlement: All employees hired on or before September 30, 
2021 are entitled to use any hours remaining from their 2021 EPSL entitlement 
during the 2022 EPSL period. 
 


c. Examples: If a full-time employee used 40 hours of their 80-hour 2021 EPSL 
entitlement, that employee may use 120 hours during the 2022 EPSL period (40 
remaining 2021 EPSL hours + 80 new hours). If a full-time employee did not use any 
of their 80-hour 2021 EPSL entitlement, that employee may use 160 hours during the 
2022 EPSL period (80 remaining 2021 EPSL hours + 80 new hours). If a full-time 
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employee exhausted their 2021 EPSL entitlement or was never eligible for 2021 
EPSL, that employee may use 80 hours of 2022 EPSL. 


2. Amount of pay an eligible employee will receive during 2022 EPSL:  
a. The employee will receive their regular rate of pay when using EPSL during the 2022 


EPSL period.  
 


D. How EPSL May Be Taken During the 2022 EPSL Period  
1. Non-exempt employees who are teleworking may take EPSL as a block leave or 


intermittently in increments of at least one hour. 
 


2. Exempt employees who are teleworking may take EPSL as a block leave or 
intermittently in whole day increments. 
 


3. Employees working onsite may take EPSL for any reason as a block leave but may only 
take EPSL intermittently if taking leave for Reason 3(d) (vaccination), Reason 3(e) 
(vaccine symptoms), or Reason 5 (school closure). When taking EPSL intermittently for 
any of these reasons, non-exempt employees may take EPSL in increments of at least 
one hour, and exempt employees may take EPSL in whole day increments.  
 


4. For public health reasons, employees working onsite who are taking EPSL for Reason 1 
(quarantine or isolation period); Reason 2 (self-quarantine); Reason 3(a) (diagnosis due 
to symptoms); Reason 3(b) (diagnosis due to exposure); Reason 3(c) (University-
requested diagnosis); Reason 4 (caring for family member); or Reason 6 (positive test) 
must continue using EPSL until the employee either uses the full amount of EPSL or no 
longer has a qualifying reason for using EPSL.   
 


E. Retroactive Use of 2022 EPSL 
1. Retroactive Payments. If an employee took leave on or after January 1, 2022 for one or 


more of the qualifying reasons but was not paid their regular rate of pay during that 
leave, the employee may request that the University provide them with a retroactive 
payment using their 2022 EPSL entitlement. 
 


2. Retroactive Leave Adjustments. If an employee used any paid leave on or after January 
1, 2022 for one or more of the qualifying reasons, the employee may request that the 
University allow them to retroactively use 2022 EPSL for that leave and that the 
University credit their leave banks for the time previously debited.   


 
F. 2022 EPSL is Protected Leave 


Retaliation or discrimination against an employee requesting or using this leave is strictly 
prohibited. Individuals who believe they have been subjected to retaliation or discrimination 
can submit complaints through their local Human Resources office, Affirmative Action/Equal 
Employment Opportunity office, Academic Personnel office, Labor Relations office, or the 
University Whistleblower Hotline (800-403-4744). 
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II. 2022 EMERGENCY PAID SICK LEAVE (EPSL) REQUEST FORM
University of California


EMPLOYEE INFORMATION 


EMPLOYEE NAME EMPLOYEE ID JOB TITLE 


REQUESTED EPSL DATES EPSL START DATE EPSL END DATE 


LOCATION  DEPARTMENT SUPERVISOR 


REASON FOR TAKING EPSL 


I am unable to work or telework during the above period due to the following Reason (as listed in Section I.A above): 
 __1 __2   __3 __ 4 __5 __6 


COMPLETE SECTION BELOW THAT IS APPLICABLE TO THE REASON FOR WHICH YOU ARE REQUESTING 
EPSL 


If requesting EPSL for Reason 1:  
I am unable to work or telework because I am subject to a quarantine or isolation period related to COVID-19 as 
defined by an order or guidance of the California Department of Public Health, the federal Centers for Disease Control 
and Prevention, or a local public health officer with jurisdiction over my workplace. 


The following federal, state, or local governmental entity issued this order or guidance:  


_____________________________________________________________________________________________ 


If requesting EPSL for Reason 2:  
I am unable to work or telework because I have been advised by a health care provider to isolate or self-quarantine 
during these dates __________ due to COVID-19.  


If requesting EPSL for Reason 3:  
I am unable to work or telework during these dates __________ because of one or more of the following: 


a. I am experiencing symptoms of COVID-19 and am seeking a medical diagnosis.
b. I have been exposed to COVID-19 and am seeking or awaiting the results of a diagnostic test for, or a


medical diagnosis of, COVID-19.
c. The University has requested that I obtain a diagnostic test for, or a medical diagnosis of, COVID-19, and I


am seeking or awaiting those results.
d. I am attending an appointment for myself or a family member to receive a vaccine or vaccine booster for


protection against COVID-19.
e. I am experiencing symptoms, or caring for a family member experiencing symptoms, related to a COVID-


19 vaccine or vaccine booster.


If requesting EPSL for Reason 4: 
I am unable to work or telework because I am caring for a family member who is either subject to a quarantine or 
isolation period related to COVID-19 (as defined by an order or guidance of the California Department of Public 
Health, the federal Centers for Disease Control and Prevention, or a local public health officer with jurisdiction over my 
workplace) or who has been advised by a health care provider to self-quarantine or isolate due to COVID-19.  


1. Name of family member for whom I am caring: _____________________________________________


2. My relationship to this family member is: _____________________________________________


3. Complete one of the following:
a. The family member identified above is subject to a quarantine or isolation period related to COVID-19 as


defined by an order or guidance issued by the following federal, state, or local governmental entity:
__________________________________________________________________________
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b. The family member identified above has been advised by a health care provider to self-quarantine or
isolate during these dates ________ due to COVID-19.


If requesting EPSL for Reason 5: 
I am unable to work or telework during these dates ________ because I am caring for my child/children whose school, 
place of care, or child care provider is closed or is otherwise unavailable for reasons related to COVID-19. 


1. Name of each child for whom I providing care during the period for which I am requesting EPSL:


_____________________________________________________________________________


_____________________________________________________________________________


_____________________________________________________________________________


_____________________________________________________________________________


2. During the period for which I am requesting EPSL, my child’s/children's school, place of care, or child care
provider will be closed or unavailable to my child/children only on certain days due to their implementation of an
alternate day or other hybrid-attendance schedule.


� No, this does not apply to me.


� Yes, I confirm this is true. My child’s/children’s school, place of care, or child care provider will be closed or
unavailable to my child/children only on certain days because they are implementing the following alternate day or
other hybrid-attendance schedule:


_____________________________________________________________________________


_____________________________________________________________________________


For example:  “My child’s school only permits my child to attend school in person on Tuesdays and
Thursdays, and my child participates in remote learning on Mondays, Wednesdays, and Fridays.”


If requesting EPSL for Reason 6:  
I am unable to work or telework because I tested positive for COVID-19 or because I am caring for a family member 
who tested positive for COVID-19. Date of positive test result: _________ (enter date).   


CERTIFICATION 


 I certify that the foregoing is true. I understand that the University may require additional documentation in support of 
 my request for EPSL during the 2022 EPSL period. 


EMPLOYEE SIGNATURE  DATE  SUPERVISOR SIGNATURE  DATE 
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Child: The employee’s biological, adopted, or foster child, stepchild, legal ward, or a child to whom 
the employee stands in loco parentis. An employee stands in loco parentis to a child when the 
employee has day-to-day responsibilities to care for or financially supports the child. 


Child Care Provider: A provider who receives compensation for providing child care services on a 
regular basis, including a center-based child care provider, a group home child care provider, a 
family child care provider, or other provider of child care services for compensation that is licensed, 
regulated, or registered under State law and satisfies State and local requirements. An eligible 
child care provider need not be compensated or licensed if they are a family member or friend, 
such as a neighbor, who regularly cares for the employee’s child. 


Family Member: Includes the employee’s child; parent (i.e., biological, adoptive, or foster parent, 
stepparent, or legal guardian of an employee or the employee’s spouse or registered domestic 
partner, or a person who stood in loco parentis to the employee when the employee was a minor 
child); spouse; registered domestic partner; grandparent; grandchild; or sibling. 


Health Care Provider: A doctor of medicine or osteopathy who is authorized to practice medicine 
or surgery (as appropriate) by the State in which the doctor practices; a podiatrist, dentist, clinical 
psychologist, optometrist, chiropractor (limited to the treatment of the spine to correct a subluxation 
as demonstrated by x-ray to exist), nurse practitioner, nurse mid-wife, physician assistant, or 
clinical social worker who is authorized to practice in the State and is performing within the scope 
of their practice as defined under State Law; a Christian Science practitioner; any health care 
provider that the employee's health plan carrier recognizes for purposes of payment; and a health 
care provider listed above who practices in a country other than the United States, who is 
authorized to practice in accordance with the law of that country, and who is performing within the 
scope of their practice as defined under such law. 


Place of Care: A physical location in which care is provided for the employee’s child while the 
employee works for the University. The physical location does not have to be solely dedicated to 
such care. Examples include day care facilities, preschools, before and after school care 
programs, schools, homes, summer camps, summer enrichment programs, and respite care 
programs. 


School: An “elementary school” or “secondary school” as follows:   


• “Elementary school” means a nonprofit institutional day or residential school, 
including a public elementary charter school that provides elementary education, as 
determined under State law.  
 


• “Secondary school” means a nonprofit institutional day or residential school, including 
a public secondary charter school that provides secondary education, as determined 
under State law, except that the term does not include any education beyond grade 
12. 


 
Telework: Work the University permits or allows an employee to perform while the employee is at 
home or at a location other than the employee’s normal workplace. An employee is able to 
telework if:  


 
APPENDIX A 
DEFINITIONS  
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• The University has work for the employee;  
• The University permits the employee to work from the employee’s location; and  
• There are no extenuating circumstances (such as serious COVID–19 symptoms) that 


prevent the employee from performing that work.  
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