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The continuous presence of employees promotes excellence in the instructional program by 
ensuring the following: 

 uninterrupted continuity of education  

 greater teacher-student contact time  

 appropriate role-model emulation  

 consistent classroom discipline  

 reduced cost  

 prompt service by departments  

Therefore, the board expects employees to come to work every day that they are scheduled to 
work. The board recognizes, however, that certain absences are unavoidable. At such times, 
employees should take leave in compliance with this policy and its accompanying 
administrative rule.  

Approval or disapproval of any leave request will be based upon the evaluation of the intrinsic 
merit of the request and the assessment of the impact of the employee's absence on the 
continuity of the work place. The taking of unauthorized personal leave will not be condoned.  

The administration will ensure rules and regulations to establish and monitor all necessary 
categories of sick leaves and absences.  

The district may terminate the employment of any employee who fails to comply with the 
requirements of this policy and accompanying administrative rule, who fails to report to work at 
the expiration of authorized leave, or who fails to obtain an extension of leave.  

An employee is subject to termination from employment with the district for misstatements of 
fact and/or misrepresentations of purpose for which leave of absence is desired or on the basis 
of which sick leave is obtained or for repeated failure to report to work without notifying 
his/her supervisor. Classified and certified employees who are absent for more than three 
consecutive days without calling or reporting for work are considered to have voluntarily 
resigned. Certified employees may be dismissed in accordance with the S.C. Teacher 
Employment and Dismissal Act. 

The district may not terminate from employment those employees under this policy who have 
accrued sick leave and who are using it in compliance with this policy. The district may not 
terminate from employment any such employee during a continuing sick leave of less than 91 
workdays. 

Employees returning from district approved leave will be returned to the employee’s original 
job or to a comparable job with comparable pay, benefits, and other terms of employment. 



Should the original position or an equivalent position not be available, the employee will be 
returned to a position of lesser pay, benefits, and/or terms of employment, but will be paid at 
the higher level for a period not to exceed one year. During that one-year period, the employee 
will be referred to and/or placed in a comparable position should one become available. Should 
an offer for a comparable position be made and the employee rejects the offer, the salary will be 
placed at the lower salary at the time of rejection. 

Sick Leave  

Accrual of sick leave  

All full-time employees of the district will accrue sick leave on the basis of one and one-fourth 
days (1.25) of sick leave for each full month of active service.  Earnings are posted at the close 
of business the last working day of the month. This will provide 12 days for nine months (two 
days are accrued for employees who begin the first workday of their work year and finish the 
work year.)  The last one and one-fourth days (1.25) are posted on May 1 of the work year; 12.5 
days for 10 full months (200 days); 13.75 days for 11 months (220 days) and 15 days for 12 
months (240 days). An employee may accumulate up to 90 days of sick leave that is accrued 
but not used provided that such employee does not violate his/her respective contract. 
Employees cannot borrow days from future years’ earnings. A year for sick leave is July to 
June.  

An employee may submit a written request for an advancement of sick leave that would be 
accrued during the current school year for the following extenuating circumstances: 

 unexpected illness of employee  

 unexpected illness of family member  

 maternity  

 religious holiday that cannot be covered under personal business days  

 personal business  

The leave will be considered by the superintendent or his/her designee (chief human resources 
officer) upon submission of the following evidence.  

 written evidence from the doctor of personal illness  

 written evidence from the doctor of family illness that necessitates the absence  

 evidence of maternity-related absences  

 explanation of religious leave request 

A request for religious leave will be handled on a case-by-case basis. The district reserves the 
right to request documentation from church leadership supporting the request for religious 
leave. 

The employee will be notified in writing of the approval or denial of the request.  



Three days of sick leave are advanced for employees who are new to the district and who have 
no leave to transfer in from another agency or district.  

For the purpose of this policy, a full-time employee will mean any person employed in a 
position for which certification is required by the South Carolina State Department of 
Education or a person who has been employed in the school district for six months and works at 
least 30 hours per week.  

Use of sick leave for absences 

An employee may use sick leave as designated for the categories listed in the policy.  

Use of leave is considered to be excessive when employees have missed 20 percent of the days 
expired in the employee’s work year. The district reserves the right to request documentation of 
leave requests prior to the attainment of the 20 percent limit in circumstances which include, 
but are not limited to, a pattern of absences, evidence to refute the reason for the leave, or 
negative impact on instruction or operations. Principals and supervisors should provide written 
notification to the employee when the employee reaches 20 percent of absences. 

Leave increments  

An employee may use sick leave in hourly increments, pending the full implementation of 
supporting software, training, and procedures. Until implementation, one-half of a day is the 
smallest increment. 

Transfer of sick leave 

An employee of a South Carolina state agency transferring to any school district in the state or a 
South Carolina school district employee transferring to a state agency may transfer a maximum 
of 90 days. 

According to the state human resources regulation on break in service, when an employee 
experiences a break in service, all sick leave credits are forfeited and may not be reinstated. An 
employee experiences a break in service when, in transferring from one state agency to another, 
an employee does not report to work with the gaining agency within one year following that last 
day worked (or approved day of leave) at the losing agency. 

Reimbursement for unused leave  

All employees who retire from the South Carolina retirement system will be compensated with 
a payment for accrued sick leave up to a maximum of 90 days, provided he/she has been 
employed by the district for five full years immediately prior to retirement and retires in good 
standing with the district. 

Good standing is determined by the employee’s employment status and pay status at the time of 
departure from the district. Employees who have been terminated and/or owe the district 



monies or equipment are not deemed to be in good standing with the district. The rate of 
reimbursement pay will be based on budgetary processes and situations. Unless approved 
annually, the rate of reimbursement will be at the appropriate substitute rate of pay. 

Employees hired before July 1, 2012, have the option to convert sick or annual leave days 
toward retirement credits. Employees who retire after June 30, 2012, may not have the option to 
convert sick or annual leave days toward retirement credits. Prevailing retirement guidelines 
should be reviewed by the employee prior to submitting intent to retire or retirement requests. 

Family and Medical Leave Act (FMLA)  

The board will provide leave to eligible employees consistent with the Family and Medical 
Leave Act of 1993 (FMLA). Eligible employees are entitled to up to 12 workweeks of unpaid 
family and medical leave in any 12-month period. The district will continue to pay the district’s 
share of the employee’s health benefits during the leave. In addition, the district will restore the 
employee to the employee’s original job or to an equivalent job with equivalent pay, benefits, 
and other terms of employment after the termination of the leave in accordance with board 
policy.  Maternity leave is a criterion which is included in FMLA.  

In complying with the FMLA, the district will adhere to the requirements of the Americans with 
Disabilities Act (ADA) as well as other applicable federal and state laws. For further 
information, refer to administrative rule GCC/GDC-R.  

Military family leave 

Effective January 29, 2008, eligible employees are entitled to up to 12 weeks of leave because 
of “any qualifying exigency” arising out of the fact that the spouse, son, daughter, or parent 
of  the employee is on active duty, or has been notified of an impending call to active duty 
status, in support of a contingency operation. In addition, an eligible employee who is the 
spouse, son, daughter, parent, or next of kin of a covered service member who is recovering 
from a serious illness or injury sustained in the line of duty on active duty is entitled to up to 26 
weeks of leave in a single 12-month period to care for the service member. 

Personal Business Leave  

Three days of sick leave per year may be used for personal business. Personal business days are 
to be used for instances that do not constitute use of sick or vacation leave, for example, legal 
appointments or housing transactions. These days are not to be used as “vacation” days for 
employees who work less than 12 months. It is the employee’s responsibility to accurately 
account for personal days. Any days used for personal reasons in excess of three days will be 
without pay. The employee must have a sick day available to be used as a personal business day 
or the employee will be docked.  

The request for personal business days should be made no less than 24 hours in advance. The 
district reserves the right to request documentation of personal business days. 



Employees are prohibited from taking personal business days before and after a holiday, except 
upon written approval by their supervisor. Requests for absences before or after a holiday must 
be submitted in writing and in enough time to allow for review and response by the immediate 
supervisor.  

Failure to comply with personal business leave provisions could result in the employee being 
docked for unauthorized absences. 

Legal Absence/Legal Leave  

The district will grant an employee leave without loss of pay when he/she is summoned for jury 
duty, subpoenaed, or appearing in court in cases involving district business. If an employee is 
subpoenaed or has to appear in court for non-district business, the employee must first use 
accrued annual leave and then use any personal business days. However, if the employee does 
not have accrued leave, the employee will be charged leave without pay. Whenever a 
prospective juror is dismissed before the end of the working day, he/she will return to his/her 
official duties. South Carolina law provides that teachers, certified personnel at the building 
level, or bus drivers may request and be released from jury duty during the school year. An 
employee must bring an official statement from the court for days served on jury duty.  

Military Leave  

Employees may take military leave without loss of pay, seniority, or efficiency rating for one or 
more periods not exceeding a total of 15 workdays in one year. Saturdays, Sundays, and state 
holidays may not be included in this 15 days unless the Saturday, Sunday, or district holiday is 
a regularly scheduled workday for the employee.  

This leave may be taken when the employee is engaged in training or other duties ordered by 
the governor, the Department of Defense, the Department of the Army, the Department of the 
Air Force, the Department of the Navy, the Department of the Treasury, or any other 
department or agency of the government of the United States having authority to issue lawful 
orders requiring military service. This leave applies to employees who are either enlisted or 
commissioned member of the South Carolina National Guard, the United State Army Reserve, 
the United States Air Force Reserve, the United States Naval Reserve, the United States Marine 
Corps Reserve, or the United States Coast Guard Reserve. The district’s human resources office 
must receive a copy of the orders. 

In the event an employee is called upon to serve during an emergency by the President of the 
United States or the governor of South Carolina, he/she will be entitled to such leave of absence 
for a period not exceeding 30 additional days. Under USERRA (Uniformed Services 
Employment and Reemployment Rights Act), upon return the employee has the right to be 
reemployed in their civilian job and to benefits they would have attained if they had not been 
absent due to military service or, in some cases, a comparable job. The employee has the right 
to elect to continue their existing employer-based health plan coverage for themselves and their 
dependents for up to 24 months while in the military or to be reinstated in the employer’s health 
plan when they are reemployed, generally without any waiting periods or exclusions.  



The board expects employees to request their training for a period when school is not in 
session. The board must approve a military leave of absence.  

An employee seeking leave for annual active duty training must forward a written request and a 
copy of his/her last orders, including the appropriate verifying data, to the superintendent no 
later than 30 days prior to the pre-arranged military activity or as soon as the orders are 
received, whichever is less. The district will grant all military leave in compliance with the 
law.  

Bereavement Leave  

Five days of leave are granted per occurrence for bereavement in the immediate family. These 
days do not come from sick leave allocation.  

For the purposes of this policy, immediate family is defined as the following: 

 spouse  

 son, son-in-law, stepson  

 daughter, daughter-in-law, stepdaughter  

 mother, mother-in-law, stepmother, or guardian/in loco parentis  

 father, father-in-law, stepfather, or guardian/in loco parentis  

 brother, stepbrother  

 sister, stepsister  

 grandparents, step grandparents, grandchildren, step grandchildren  

 ward or other relative living in the household for which the employee is responsible for 
at the time of illness/death  

Up to three days of sick leave can be taken per occurrence for bereavement of an extended 
family member. These days will come from sick leave allocation. If the employee does not 
maintain a sufficient sick leave balance, the employee will be docked.  

For the purposes of this policy, extended family is defined as the following: 

 aunt  

 uncle  

 cousins  

 sisters-in law or brothers-in law 

 niece  

 nephew  

Conferences/Training Workshops/Professional Development  



The board believes that it is desirable to provide professional leave in order to attract and retain 
faculty who will continue to grow professionally and enhance their service to the public schools 
of the district. A Request to Attend form must be completed prior to attending conferences and 
workshops. Out-of-state travel requires executive team approval. Out-of-country travel requires 
executive team, superintendent, and board approval. Employees should not incur expenses 
before all required approvals are obtained and must allow sufficient time for processing travel 
payments. 

The superintendent may authorize professional leave for attending state, regional and national 
meetings, workshops, and conferences (including observing in other schools) without pay 
deduction. The employee must apply for prior approval through his/her supervisor.  

Non-Paid/Emergency/Family Responsibility Leaves  

Professional training, education, student teaching, or travel pertinent to an employee's teaching, 
classified, instructional support or administrative duties may be reasons for granting leave 
without pay. In addition, the board may grant up to two semesters of leave without pay for 
family responsibility. 

For these and other emergencies, or unusual situations not covered by the leave policies of the 
district, an employee may request non-paid leave for a period not to exceed two semesters. In 
addition, an employee who has exhausted accumulated sick leave and/or annual leave may 
request non-paid leave for up to two semesters. A written request must be presented and 
approved by the board. In the event of a medically related request involving the employee or a 
family member, a doctor's statement must accompany the request.  

Vacation Leave  

Each full-time, 240-day employee is entitled to vacation leave with pay. This leave is accrued 
monthly, beginning with the end of the first month of employment. However, no vacation leave 
may be taken prior to completion of the first six months of service. Vacation leave accrual will 
not be available or shown until six months has been completed and is reflected on pay 
documents.  

Vacation leave is earned at the rate of five-sixths of a day for each full month of service, which 
is 10 days per year. Employees who have completed 20 years of district service earn leave at 
the rate of one and one-fourth days per month which is 15 days per year. Leave is credited on 
the last day of each month. Employees with 20 years of experience in district may accrue 30 up 
to 45 days annually; however, if the employee leaves the district, he/she will be paid for only 20 
days at his/her daily rate. Employees within one year of retirement may accrue a maximum of 
45 vacation leave days.  

Employees who work 240 days and who are going on TERI will not receive service credit for 
these days with the South Carolina Retirement Systems.  However, they will be given 
Employees will receive service credit for any vacation leave days for which they are 
compensated when they leave TERI retire. Payment is at the employee's last daily rate. Retirees 



who are approved to return to work on a 240-day contract or letter of employment will earn 10 
vacation days per fiscal year. These days will not carry over to a new fiscal year and will not be 
compensated when the retiree leaves district employment. 

Administrative Leave 

The superintendent reserves the right to place employees on administrative leave with pay for 
instances which include, but are not limited to, the following: 

 investigations 

 employee’s presence is disruptive to the school or work environment 

 health or legal circumstances that necessitate employee absence 

Administrative leave without pay must be approved by the board and will be communicated to 
the employee in accordance with federal and state regulations. 

Reporting of Absences and Leaves 

Immediate supervisors are responsible for accurate and immediate reporting of employees’ 
absences and leaves. All employees showing on time and attendance files must be coded for the 
appropriate type of leave. The standard of accountability for accuracy in reporting lies with the 
immediate supervisor. 

Charter schools whose charter is granted by the district are required to keep attendance records 
and to report employee absences and leaves quarterly to the district 
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Legal References:  

Federal Law: 

American with Disabilities Act of 1990, 42 U.S.C.A. Section 12101, et seq. - 
Prohibits discrimination on the basis of disability by public entities. 

The Family and Medical Leave Act of 1993 (FMLA), 29 U.S.C.A. Sections 2601 - 
2654. 

The Uniformed Services Employment and Reemployment Act of 1994 (USERRA), 
38 U.S.C.A. Sections 4301-4334. 

S.C. Code, 1976, as amended: 

Section 8-7-20 - Requires granting of military leave, without pay, up to five years. 



Section 8-7-90 - Requires 15 days per year of leave with pay for members of 
National Guard and Reserve Units of the various Armed Forces. Also grants an 
additional 30 days of leave with pay in emergency situations. 

Section 8-11-65 - Organ donor leave. 

Section 9-1-2210 - Teacher and Employee Retention Incentive Program. 

Section 14-1-190 - Compensation received for jury duty deemed to be expense 
money. 

Section 14-7-845 - Relating to optional postponement of jury service for students 
and employees. 

Section 25-1-2250 - Employees entitled to leave with pay when serving in National 
Guard. 

Section 59-1-400 - Sick leave for public school district employees. 
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Procedures Regarding Absences  

Employees will notify their immediate supervisor prior to calling the automated absence 
system.  

An absent employee must furnish an absence certification report setting forth the specific 
reason(s) for his/her absence. The statement must be turned in to the employee's supervisor 
within two days after the employee returns to work.  

An employee will notify his/her immediate supervisor as early as practicable when it is 
necessary for him/her to be absent. When an employee knows that he/she will be absent for a 
period longer than five days, he/she should complete and file a request for leave of absence.  

An employee who anticipates taking an extended leave of absence should submit the request for 
leave to his/her supervisor at least 30 calendar days prior to the effective date of the leave. The 
leave request must include medical or legal documentation to support the request and an 
indication of the anticipated length of absence.  

Any employee returning from an extended leave of absence must present a statement from the 
attending physician certifying the employee's ability to return to a normal work schedule.  

When the employee makes a request in writing, the superintendent may grant an employee 
leave without pay for personal illness following the exhaustion of all accrued sick leave and 
following the use of FMLA, if applicable. Leave with and without pay will not exceed 10 
months in any year.  

Verification and Use of Sick Leave  

The use of sick leave may be subject to verification. Specifically, the district reserves the right 
to require that an employee submit a doctor's statement verifying an illness along with an 
absence.  

If an employee's use of sick leave forms a pattern and abuse is suspected, the principal/ 
supervisor may also require a doctor's statement.  

In order for the district to provide for the continuity of the educational programs and plan for 
adequate substitutes, an employee who is absent for more than five continuous work days must 
provide a physician's statement of diagnosis and prognosis so that the district may determine 
the earliest possible date of return. The employee's immediate supervisor will notify him/her in 
writing that he/she must provide the physician's statement.  



If the employee does not provide the physician's statement within five workdays following the 
written notification, the district may consider termination of his/her employment.  

Employees seeking an advance of leave should submit a written request to the division of 
human resource services, along with accompanying physician's documentation. Once a decision 
has been written, days will be advanced within the regular payroll cycle. Handwritten checks 
will be rarely approved. Therefore, advanced and adequate notice is necessary.  

Family and Medical Leave Act (FMLA) 

The following administrative rules apply only to the Family and Medical Leave Act.  

Eligibility  

An employee who has worked for the district for at least 12 months is eligible for 12 work 
weeks of FMLA leave during a 12-month period provided the employee worked at least 1,250 
hours in the 12 months preceding the beginning of the leave.  

For purposes of FMLA leave, a 12-month period is the district's fiscal year, July 1st through 
June 30th.  

The 12 months of employment need not be consecutive months.  

Types of leave  

An eligible employee may take FMLA leave for the following: 

 birth and first-year care of a child 

 adoption or foster placement of a child 

 serious illness of an employee's spouse, parent, or child 

 employee's own serious health condition that keeps the employee from performing the 
essential functions of his/her job 

 a family member being called to active military duty or recovering from a serious illness 
or injury sustained in the line of duty while on active duty 

A serious health condition is one involving continuous treatment by a healthcare provider that 
results in a period of incapacity of more than three consecutive calendar days and involves 
extensive treatment. Such conditions as asthma and diabetes are included in this definition.  

An employee may elect, or the district may require, an employee to use illness in family leave 
for purposes of a family leave. An employee may elect, or the district may require an employee 
to use accrued vacation or medical/sick leave for purposes of a medical leave. An employee 
cannot compel the district to permit the employee to use accrued medical/sick leave in any 
situation under which the leave could not normally be used.  



Spouses employed by the school district  

If a husband and wife eligible for leave are employed by this school district, their combined 
amount of leave for birth, adoption, foster care placement, and parental illness may be limited 
to 12 weeks. An employee may not take FMLA leave to care for parent-in-law.  

Intermittent and reduced leave  

Reduced leave is a leave schedule that reduces an employee's usual number of hours per 
workweek or hours per workday.  

Intermittent or reduced leave is available only for the employee's own serious health condition 
or to care for a seriously ill spouse, child, or parent. Such leave may not be used for the birth or 
adoption/placement of a child.  

The employee who wishes to use intermittent or reduced leave must have the prior approval of 
the district. Although the district and employee may agree to an intermittent or reduced leave 
plan, the employee who uses family leave is not automatically entitled to use such leave on an 
intermittent basis or on a reduced leave schedule. The district may provide such leave for 
medical leave, but the district may transfer the employee to a position that is equivalent, but 
more suitable for intermittent periods of leave. The employee must furnish the district with the 
expected dates of the planned medical treatment and the duration of the treatment. The 
superintendent must authorize such leave in writing.  

Benefits  

The district will maintain the employee's health coverage under the district's group health 
insurance plan during the period of FMLA leave. The employee should make arrangements 
with the district to pay the employee's share of health insurance (e.g., family coverage prior to 
the beginning of the FMLA leave).  

Increases in premiums or deductibles that apply to active employees also apply to employees on 
FMLA leave.  An employee may drop coverage for an employee whose premium payment is 
late only after providing written notice to the employee that the payment has not been received. 
This notice must be mailed to the employee at least 15 days before coverage is to end and will 
advise that coverage will be dropped 15 days after the date of the letter unless payment has 
been received.  

The employee will not lose any other employment benefit accrued prior to the date on which 
leave began but is not entitled to accrue seniority or employment benefits during the leave 
period. Employment benefits could include group life insurance, sick leave, annual leave, 
educational benefits, and pensions. 

Notice  



When the FMLA leave is foreseeable, the employee must notify the district of his/her request 
for leave at least 30 days prior to the date when the leave is to begin. If the leave is not 
foreseeable, the employee must give notice as early as is practical. When the employee requests 
medical leave, the employee must make reasonable attempts to schedule treatment so as not to 
disrupt the district's operations.  

The district may deny the leave if the employee does not meet the notice requirements.  

Designation of leave as FMLA leave  

The district must designate the leave as paid or unpaid FMLA leave within one business day of 
learning that a FMLA reason supports the leave. The district must also provide other written 
information concerning the employee's rights and obligations under FMLA. If the district does 
not make the designation on time or provide appropriate information, the absence will not count 
against the employee's FMLA entitlement.  

Certification  

The district may require the employee to provide certification from a healthcare provider 
containing specific information required under the law if he/she requests a medical leave. If 
there is a question concerning the validity of such certification, a second and if necessary, a 
third opinion can be required, both at the expense of the district.  

Upon the employee's return to work, the district will require that the employee present a fitness 
statement from the employee's healthcare provider certifying that the employee is able to return 
to work.  

Restoration  

When the employee returns from leave, the district will restore the employee to the same or an 
equivalent position with equivalent benefits, pay, terms, and conditions of employment 
accordance with board policy. The employee's right to return to the same or an equivalent 
position is contingent upon the employee's continued ability to perform all the essential 
functions of the job. An equivalent position is one that is the same or substantially similar in 
duties, responsibilities, conditions, privileges, and status as the original position.  

Under certain circumstances, the district may deny restoration to a key employee. The district 
will comply with the notice requirements of the FMLA in denying restoration. A key employee 
is one who is among the highest paid 10 percent of the employees and whose absence would 
cause the district to experience a substantial and grievous economic injury.  

Instructional employees  

Special leave rules apply to instructional employees. Instructional employees are those 
employees whose principal function is to teach and instruct students in a small group of an 
individual setting. This term includes teachers, athletic coaches, driving instructors, and special 



education assistants such as signers for the hearing impaired. It does not include teacher 
assistants or aides who do not have as their principal job actual teaching or instructing, nor does 
it include auxiliary personnel such as counselors, psychologists, or curriculum specialist. It also 
does not include cafeteria workers, maintenance workers, or bus drivers.  

Limitations apply to instructional employees who take intermittent or reduced leave. If the 
leave requested is to care for a family member or for the employee's own serious health 
condition and the leave is foreseeable based on planned medical treatment and the employee 
would be on leave for more than 20 percent of the total number of working days over the period 
the leave would extend, then the district may require the employee to choose one of the 
following: 

 take the leave for a period or periods of a particular duration, not greater than the 
duration of the planned treatment 

 transfer temporarily to an available alternative position for which the employee is 
qualified, which has equivalent pay and benefits, and which better accommodates 
recurring periods of leave than does the employee's regular position 

Employees taking leave which constitutes 20 percent or less of the working days during the 
leave period would not be subject to transfer to an alternative position.  

Limitations also apply to instructional employees who take leave near the end of a 
semester.  When an instructional employee begins leave more than five weeks before the end of 
a semester, these conditions apply: 

 the leave will last at least three weeks  

 the employee would return to work during the three-week period before the end of the 
semester  

When an instructional employee begins leave for a purpose other than the employee's own 
serious health condition during the three-week period before the end of the semester, the district 
may require the employee to continue taking leave until the end of the semester under these 
conditions.  

 the leave will last more than two weeks  

 the employee would return to work during the two-week period before the end of the 
semester  

When an instructional employee begins leave for a purpose other than the employee's own 
serious health condition during the three-week period before the end of a semester and the leave 
will last more than five working days, the district may require the employee to continue taking 
leave until the end of the semester.  

Leave taken for a period that ends with the school year and begins the next semester is leave 
taken consecutively, rather than intermittently. Summer and other vacations may not be counted 



against an employee's FMLA leave entitlement. An instructional employee on FMLA leave at 
the end of the school year must receive normal benefits over the summer vacation.  

Failure to return  

The district is entitled to recover healthcare premiums paid during the leave if the employee 
fails to return from leave. However, recovery cannot occur if the employee fails to return 
because of the continuation, recurrence or onset of a serious health condition or due to 
circumstances beyond the control of the employee. 
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