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Q: Who is a “health care provider” for purposes of determining individuals whose 
advice to self-quarantine due to concerns related to COVID-19 can be relied on as a 
qualifying reason for paid sick leave? 

A:  For purposes of paid sick and child care leave, “health care provider” is a licensed doctor of 
medicine, nurse practitioner, or other health care provider permitted to issue a certification for 
purposes of the FMLA. 

 

Q: Can more than one parent or guardian take paid sick leave or paid child care leave 
at the same time to care for their child whose school or place of care is closed, or child 
care provider is unavailable, due to COVID-19 related reasons? 

A: Generally, an employee should not take paid sick or child care leave if a co-parent or co-
guardian is available to take care of the employee’s child.  An employee may take paid sick or 
child care leave only when the employee needs to and is actually caring for their child and that 
employee is not able to work or telework as a result of providing such care. 

 

Q: Is an employee who has COVID-19 symptoms and decides to self-quarantine for 
two weeks but not seek a medical diagnosis or the advice of a health care provider 
during those two weeks entitled to paid sick leave?  

A: Generally no. The employee is not entitled to paid sick leave if the employee unilaterally decides 
to self-quarantine without seeking a medical diagnosis or the advice of a health care provider.  If 
the employee tests positive for COVID-19 or advised by a health care provider to self-quarantine, 
then the employee may continue to take paid sick leave.  Note also that if the employee has been 
teleworking and is able to continue teleworking while waiting for test results or during an advised 
self-quarantine period, the employee is not entitled to paid sick leave.  
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Q: Can an employee take paid sick leave to care for anyone who is subject to a 
quarantine or isolation order?  

A:  An employee can take paid sick leave to care for an individual who, as a result of being subject 
to a quarantine or isolation order, is unable to care for themselves and depends on the employee 
for care, and providing such care prevents the employee from working or teleworking.  An 
“individual” includes an immediate family member, someone who regularly resides in the 
employee’s home or someone with whom the employee has a relationship that creates an 
expectation that the employee would provide care for in the event of an ordered or advised 
quarantine or self-quarantine. 

    

Q: For purposes of paid sick or child care leave, what is a Federal, State or local 
quarantine related to COVID-19? 

A: For purposes of the FFCRA, a Federal, State, or local quarantine order includes quarantine or 
isolation orders, as well as shelter-in-place or stay-at-home orders, issued by any Federal, State, or 
local government authority that causes an employee to be unable to work or telework even 
though an employer has work that could be performed but for the order.  The Department of 
Labor offers the following example: 

An employee subject to one of these orders may not take paid sick leave where the employer 
does not have work for the employee. This is because the employee would be unable to work 
even if he or she were not required to comply with the quarantine or isolation order. For example, 
if a coffee shop closes temporarily or indefinitely due to a downturn in business related to COVID-
19, it would no longer have any work for its employees. A cashier previously employed at the 
coffee shop who is subject to a stay-at-home order would not be able to work even if he were not 
required to stay at home. As such, he may not take paid sick leave because his inability to work is 
not due to his need to comply with the stay-at-home order, but rather due to the closure of his 
place of employment.  This analysis holds even if the closure of the coffee shop was substantially 
caused by a stay-at-home order. If the coffee shop closed due to its customers being required to 
stay at home, the reason for the cashier being unable to work would be because those customers 
were subject to the stay-at-home order, not because the cashier himself was subject to the order. 
Similarly, if the order forced the coffee shop to close, the reason for the cashier being unable to 
work would be because the coffee shop was subject to the order, not because the cashier himself 
was subject to the order.  
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