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VA Central Office                                                                                  April 2, 2021 
Washington, DC 

OFFICE OF THE CHIEF HUMAN CAPITAL OFFICER (OCHCO) 

BULLETIN 

SUBJECT: Leave Benefits Provided under the Emergency Federal Employee Leave 
Fund and the Emergency Department of Veterans Affairs Employee Leave Fund  

This OCHCO Bulletin provides interim policy guidance on the Emergency Federal Employee 

Leave Fund and the Emergency Department of Veterans Affairs Employee Leave Fund 
signed into law on March 11, 2021, as part of the American Rescue Plan (ARP).  

Background. The ARP establishes two leave funds that affect VA employees: the 
Emergency Federal Employee Leave Fund (section 4001) and the Emergency Department 

of Veterans Affairs Employee Leave Fund (section 8008). Both leave funds provide a new 
leave benefit for Federal employees for qualifying purposes related to COVID-19.  

The Department of Veterans Affairs Employee Leave Fund (VA Fund) provides the leave 

entitlement to most Veterans Health Administration (VHA) title 38 employees, to be 
administered by the Secretary of Veterans Affairs. The money appropriated for the VA Fund 
in fiscal year 2021 totals $80 million dollars. The VA Fund covers all VA employees 
appointed to positions under Chapter 74 of title 38 U.S. Code (U.S.C.), including title 38 

hybrid employees. Intermittent, without compensation, and fee basis employees do not earn 
leave and are thus not eligible for the emergency paid leave benefit provided under either 
Fund.  

The second provision (Section 4001) establishes the Emergency Federal Employee Leave 

Fund (Office of Personnel Management [OPM] Fund) for employees subject to title 5 leave 
provisions under Chapter 63 of title 5 U.S.C. The OPM Fund will be administered by the 
OPM with $570 million dollars appropriated for use throughout the federal government for 
fiscal year 2021 but remains available for retroactive payments and administrative costs 

until the end of fiscal year 2022.  

Leave Fund Benefit. The VA and OPM leave funds each provide up to 15 weeks (600 hours) 
of emergency paid leave (EPL)1 to eligible full-time employees (or the prorated equivalent for 
employees on part-time schedules and uncommon tours of duty) who are unable to work for 
qualifying reasons beginning March 11, 2021, through September 30, 2021. The availability of 

 
1 Employees appointed under Chapter 74 of title 38 and also subject to the leave provisions under Chapter 63 of 
title 5 are eligible for EPL under both section 8008 and section 4001. EPL granted under the VA Fund is not 
applied towards the limitations under the OPM Fund. 
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EPL ends on September 30, 2021 or upon the exhaustion of the Fund, whichever occurs first. 
When the applicable Fund is exhausted, regardless if the employee has exhausted the 600-

hour entitlement, no further payments will be made. 

This temporary, new form of leave is available in addition to any other paid leave 
entitlements. There is no time in service requirement; eligibility is not limited to those who 

have a minimum amount of service with the VA. An employee qualifies for EPL under the 
new law if they are unable to work in person or telework because the employee: 

1. is subject to a Federal, State or Local quarantine or isolation order related to COVID–
19;  

2. has been advised by a health care provider to self -quarantine due to concerns related 
to COVID-19;  

3. is caring for an individual who is subject to such an order or has been so advised;  

4. is experiencing symptoms of COVID-19 and seeking a medical diagnosis;  

5. is caring for a son or daughter of such employee if the school or place of care of the 
son or daughter has been closed, if the school of such son or daughter requires or 
makes optional a virtual learning instruction model or requires or makes optional a 
hybrid of in-person and virtual learning instruction models, or the child care provider of 

such son or daughter is unavailable due to COVID-19 precautions;  

6. is experiencing any other substantially similar condition;  

7. is caring for a family member with a mental or physical disability or who is 55 years of 
age or older and incapable of self-care, without regard to whether another individual 

other than the employee is available to care for such family member, if the place of 
care for such family member is closed or the direct care provider is unavailable due to 
COVID-19; or   

8.  is obtaining immunization related to COVID–19 or to recover from any injury, disability, 

illness, or condition related to such immunization.  

Qualifying Circumstances for Emergency Paid Leave. To determine whether an 
employee’s request meets the standards for using leave, qualifying standards are provided 
below. 

1. Subject to a Federal, State or Local quarantine or isolation order. 

a. “Quarantine or isolation order” includes quarantine, isolation, containment, 
shelter-in-place, or stay-at-home orders issued by any Federal/State/Local 
government authority that cause an employee to be unable to work (including 

telework).  

b. This includes when a Federal/State/Local government authority has advised 
categories of citizens (example: individuals within certain age ranges or with 
certain medical conditions) to shelter in place, stay at home, isolate, or 
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quarantine causing those employees to be unable to work. 

c. An employee is subject to isolation when the employee tests positive for COVID-
19 or displays COVID-19 symptoms as described by the Centers for Disease 

Control and Prevention (CDC). 

d. An employee is subject to quarantine when exposed to COVID-19, as described 
in CDC guidance. 

2. Advised by a health care provider to self-quarantine. 

a. “Health care provider” has the same meaning as used under the Family and 
Medical Leave Act (FMLA) regulations at 5 C.F.R. § 630.1202. 

b. A health care provider may advise an employee to self -quarantine based on a 
belief that the employee has (or may have) COVID-19 or the employee is 
particularly vulnerable to COVID-19.  

3. Caring for an individual who is subject to a Federal, State or Local quarantine or 
isolation order (or has been advised to follow such an order). 

a. The term “individual” means: (1) an employee’s family member as defined in 5 
C.F.R. § 630.201; (2) a person who regularly resides in the employee’s home, or 
(3) a similar person with whom the employee has a personal relationship that 
creates an expectation the employee would care for the person if he/she were 

quarantined or self-quarantined.  

b. The individual must depend on the employee to care for him/her and the 
individual must meet the conditions described in qualifying circumstance (1) or 
(2). 

4. Experiencing symptoms of COVID-19 and seeking a medical diagnosis. 

a. The agency and employees will follow the latest CDC guidance regarding 
COVID-19 symptoms.  

b. Leave under this circumstance is limited to the time the employee is unable to 
work because the employee is taking affirmative steps to obtain a medical 

diagnosis, such as making, waiting for, or attending an appointment for a COVID-
19 test. 

5. Caring for a son or daughter of such employee if the school or place of care of the son 
or daughter has been closed, if the school requires or makes optional a virtual learning 
arrangement, or requires/makes optional a hybrid of in-person and virtual learning, or 
the child care provider of such son or daughter is unavailable due to COVID-19 

precautions. 

a. The term “son or daughter” has the same meaning as the term used under the 
FMLA regulations (5 C.F.R. § 630.1202) - “a biological, adopted, or foster child, a 
stepchild, a legal ward, or a child of a person standing in loco parentis, who is 



 

4 
 

under 18 years of age; or 18 years of age or older who is incapable of self -care 
because of a mental or physical disability”. 

b. “School” means an “elementary school” or “secondary school” except that the 
term does not include any education beyond grade 12.  

c. “Place of care” means a physical location in which care is provided for the 
employee’s child while the employee works for an agency (VA). Examples 
include day care facilities, preschools, before and after school care programs, 
schools, homes, summer camps, summer enrichment programs, and respite care 

programs.  

d. “Child care provider” means a provider who receives compensation for providing 
child care services on a regular basis. The term includes a center-based child 
care provider, a group home childcare provider, a family child care provider, or 
other provider of child care services for compensation that is licensed, regulated, 

or registered under State law. An eligible child care provider need not be 
compensated or licensed if he or she is a family member or friend, such as a 
neighbor, who regularly cares for the employee’s child.  

e. The terms “child care provider”, “place of care”, and “school” are to be interpreted 
using the same definitions of those terms as in the Department of Labor 
regulations for the Families First Coronavirus Response Act (FFCRA) at 29 

C.F.R. § 826.10(a).  

f. This circumstance applies only when an employee is unable to work (including 
telework) because the employee needs to, and actually is, caring for the 
employee’s son or daughter. An employee does not need to take such leave if a 
co-parent, co-guardian, usual child care provider, or other suitable person is 

available to provide the care the child needs. 

g. The closure of school or the use of virtual learning models must be due to 
COVID-19 precautions. The non-availability of a child care provider must be due 
to COVID-19 precautions. 

6. Experiencing any other substantially similar condition. 

a. This circumstance applies only if, in administering section 4001, the Director of 
OPM approves a defined circumstance as being a “substantially similar 
condition” that warrants treatment as a qualifying circumstance. 

b. This circumstance applies only if, in administering section 8008, the Secretary of 
Veterans Affairs approves a defined circumstance as being a “substantially 
similar condition” that warrants treatment as a qualifying circumstance. 

7. Caring for a family member with a mental or physical disability or who is 55 years of age 
or older and incapable of self-care, without regard to whether  an individual other than 
the employee is available to care for such family member, if the place of care for such 

family member is closed or the direct care provider is unavailable due to COVID-19. 
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a. Family member has the same meaning as used in the annual and sick leave 
regulations at 5 C.F.R. § 630.201. 

b. “Mental or physical disability” means a ‘physical or mental impairment that 
“substantially limits” one or more of the “major life activities” of an individual, 
based on the definitions in 29 C.F.R. § 1630.2 (h), (i), and (j). 

c. The term “incapable of self-care” means that the person requires active 
assistance or supervision to provide daily self-care in three or more of the 
“activities of daily living” (ADLs) or “instrumental activities of daily living” (IADLs).  

i.  ADLs include adaptive activities such as caring appropriately for one’s 
grooming and hygiene, bathing, dressing, and eating.  

ii.  IADLs include cooking, cleaning, shopping, taking public transportation, 
paying bills, maintaining a residence, using the telephones and directories, 
using a post office, etc. 

d. “Place of care” means a physical location in which care is provided for the family 
member while the employee works for an agency (VA). The physical location 
does not have to be solely dedicated to such care. 

e. For this circumstance to apply, the family member must (1) have a mental or 
physical disability or be 55 years of age or older, and (2) be incapable of self -
care. 

8. Obtaining immunization related to COVID-19 or is recovering from an injury, disability, 
illness, or condition related to such immunization.  

a. VA guidance on using administrative leave (AA) for purposes of COVID-19 
vaccination should continue to be followed. An employee who experiences a 
severe, adverse reaction to the COVID-19 vaccination and who claims he or she 

needs more time to recover than permitted under VA’s AA guidance, may 
request EPL at that point, subject to management’s approval. 

b. Employees may not receive EPL or overtime pay for time spent getting a 
vaccination outside their tour of duty. 

Total Hours. 

Full-time employees are eligible for up to 600 hours of EPL. Part-time employees and 
employees on uncommon tours of duty are eligible for the prorated equivalent depending on 

the regularly scheduled hours in their weekly tour of duty multiplied by 15 weeks. 

Example 1: a part-time employee with a normal weekly schedule of 20 hours is eligible 
for 300 hours of EPL (15 weeks x 20 hours per week = 300 hours).   

Example 2: a firefighter on an uncommon tour with a 144-hour biweekly tour of duty is 
eligible for 1,080 hours of EPL (15 weeks x 72 hours per week = 1,080 hours). 

https://vaww.va.gov/OHRM/HRLibrary/Bulletins/2021/ochco-bulletin-20210205-01.pdf


 

6 
 

Use of EPL must cease when the qualifying circumstance no longer prevents the employee 
from being able to perform work. An employee must also be scheduled for work in order to 

request EPL. Employees who are furloughed, suspended, absent without leave, absent to 
perform military duty, on leave without pay (LWOP) while in receipt of Office of Workers 
Compensation benefits or while on FMLA for some other reason are not scheduled to work 
and thus, may not use EPL for any such period retroactively, unless the LWOP was solely due 

to the need to take leave because of a qualifying EPL circumstance. 

Change in Tour of Duty.  

A change in an employee’s tour of duty during the qualifying EPL period will require an 
adjustment to the aggregate limit. The aggregate limit (600 hours for a full-time employee) 
must be recomputed to reflect the new tour of duty. The number of EPL hours previously used 
under the former tour of duty must be converted to a proportionally equivalent number of hours 

under the new tour of duty.  

Example: An employee with a regular full-time tour of duty (600 aggregate limit) used 
300 hours of EPL under that tour, then changed to a part-time tour of duty working 40 
hours per pay period. The new aggregate limit changes from 600 hours to 300 hours, 
and the 300 hours used under the full-time tour would be converted to 150 hours (since 

300/600 x 300 hours = 150 hours). 

Change in Employing Agency. 

The biweekly and aggregate limit are “per-employee” limits.  An employee may not use more 
than the 600 hours (or prorated equivalent), even if the employee transfers to another Federal 
agency. VA human resources offices must determine how many hours of EPL a newly hired 
employee or transfer employee has used under another Federal agency (this information is 
included on the Standard Form 1150, Record of Leave Data.  

If an employee moves from a position covered by one leave fund authority (OPM, VA, FAA, or 
TSA) to a position under another leave fund authority, the hours of EPL granted under the prior 
leave fund authority are not counted towards the biweekly limit or the aggregate limit under the 
other leave fund that applies to the employee in the new position.  

Payment for Leave.  

EPL is credited on a conditional basis (pending reimbursement from the applicable Fund) at 
the time of usage and shall be paid at the same hourly rate as for annual leave payments, 
subject to a limit of $2,800 of EPL for any biweekly pay period for a full-time employee or an 

employee on an uncommon tour. A proportionally equivalent biweekly limit is applied for a part-
time employee.  The examples below apply to employees whose hourly leave payment is 
equal to the employee’s hourly rate of basic pay. 

Example 1: A full-time employee earning $35 or less per hour may use 80 hours of EPL 
in a biweekly pay period ($2,800 divided by the employee’s hourly adjusted rate of basic 
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pay2 = number of hours EPL, but no more than 80 hours). 

Example 2: A full-time employee earning $50 per hour may use 56 hours of EPL in a 
biweekly pay period ($2,800 divided by the employee’s hourly adjusted rate of basic pay 

= number of hours EPL). 

The pro-rated equivalent to the $2,800 EPL limit for a part-time employee would be dependent 
on the number of regularly scheduled hours in the employee’s tour of duty. 

Example: a part-time employee working 40 hours per biweekly pay period may not 
receive a payment for EPL greater than $1,400 in total for any biweekly pay period 
(40/80 x $2,800 = $1,400). 

Intermittent/Concurrent Use of Leave. EPL may not be used concurrently with any other 
paid leave. However, employees may request EPL and other leave types (as appropriate) to 

cover separate and distinct periods of time (example: employee requests 4 hours of EPL, 
followed by 4 hours of accrued sick leave). EPL is used in the same hourly increments (hours 
and specified fractions of an hour) as regular paid leave. The leave may be used intermittently 
when the employee is prevented from working because of the applicable qualifying reason. 

Example: An employee’s child participates in a hybrid learning arrangement at school 
due to COVID-19. The hybrid schedule consists of two days per week of in-person 
instruction and three days of virtual instruction at home. The employee may request 
EPL for the days when the employee is unable to work because they are caring for their 
son or daughter who is at home receiving virtual instruction. 

Effect on Retirement and Other Leave Benefits. Leave provided to a covered employee 
under the VA or OPM Fund is creditable service for the same purposes as other paid leave 
(such as for determining an employee’s annual leave accrual rate). However, EPL provided to 
an employee reduces the employee’s total service used to calculate any Federal civilian 
retirement annuity benefit under the Civil Service or Federal Employees retirement system. 

Although EPL is not creditable service for annuity computation purposes, it is creditable for 
determining years and months of service for retirement eligibility and for determining an 
employee’s high-3 average rate of basic pay.  EPL also generates retirement-creditable basic 
pay that is subject to retirement employee deductions and agency contributions in the same 

manner as annual leave. For more information, please refer to EPL guidance issued by OPM. 

Employee Notification, Certification/Documentation Procedures. An employee is required 
to provide their leave approving official with documentation containing the following information 
as soon as practicable, which in most cases will be when the employee provides notice as 

outlined in subsequent paragraphs. Employees should follow normal leave requesting 
procedures to the greatest extent possible. 

Before an employee is granted conditional EPL, the employee must agree in writing that, if 
EPL is not available due to exhaustion of the applicable Fund, the employee will apply other 

paid leave or paid time off (as available to the employee and as appropriate for the given 
circumstance) or will retroactively take LWOP for the affected period and voluntarily provide 

 
2 For most employees, the hourly leave payment is equal to the employee’s hourly adjusted rate of basic pay 
(including any applicable locality payment, special rate supplement, or the equivalent) 
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monetary reimbursement to VA.  An employee may seek to apply advanced annual or 
advanced sick leave (as appropriate) under the normal rules governing such advances of 

leave. 

The following information is required for all requests for EPL: 

1.   Date(s) for which leave is requested; 
2.   Description of the qualifying circumstance justifying use of the leave; and 

3.   Oral or written statement (certification) that the employee is unable to work because 
of the cited qualifying circumstance. 

The employee is required to provide the following information to confirm eligibility for EPL 
based on the applicable qualifying circumstance: 

Qualifying Circumstance Documentation Required 

Qualifying Circumstance 1 - the 
employee is subject to a Federal, State 

and local quarantine or an isolation 
order related to COVID–19 

The name of the government entity that issued the 
quarantine or isolation order. (See note 1) 

Qualifying Circumstance 2 - has been 
advised by a health care provider to 
self-quarantine due to concerns related 

to COVID-19 

The name of the health care provider who advised 
the employee to self-quarantine due to concerns 
related to COVID–19. (See note 1) 

Qualifying Circumstance 3 - is caring for 

an individual who is subject to such an 
order or has been so advised 

The same documentation described in 

circumstance (1) or (2), as applicable. (See note 
1) 

Qualifying Circumstance 4- is 
experiencing symptoms of COVID-19 
and seeking a medical diagnosis 

A written self- certification that the employee is 
experiencing symptoms of COVID-19 and taking 
immediate steps to obtain a medical diagnosis. 

(See note 1) 
Qualifying Circumstance 5 -is caring for 

a son or daughter of such employee if 
the school or place of care of the son or 
daughter has been closed, if the school 
of such son or daughter requires or 

makes optional a virtual learning 
instruction model or requires or makes 
optional a hybrid of in-person and virtual 
learning instruction models, or the child 

care provider of such son or daughter is 
unavailable due to COVID-19 
precautions 

1. the name of the son or daughter being cared 

for; 
2. the name of the school, place of care, or child 
care provider that meets the conditions in 
qualifying circumstance (5) and a written 

description of the how those conditions are 
satisfied; 
3. a written self- certification that that no other 
suitable person will be caring for the son or 

daughter during the period for which the employee 
takes EPL.  
4. a written explanation regarding why the 
employee’s circumstances (e.g., ages of children, 

number of children, special needs of children, lack 
of other adults in the home) make the employee 
unable to work (including telework) during the 
requested hours of leave. (See note 2)  

Qualifying Circumstance 6 - is 

experiencing any other substantially 

Any documentation the Director of OPM (for those 

employees covered under the OPM Fund) or 
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similar condition Secretary of VA (for those employees covered 
under the VA Fund) requires or recommends with 
respect to a particular substantially similar 

condition. (See note 1) 
Qualifying Circumstance 7 - is caring for 

a family member with a mental or 
physical disability or who is 55 years of 
age or older and incapable of self-care, 
without regard to whether another 

individual other than the employee is 
available to care for such family 
member, if the place of care for such 
family member is closed or the direct 

care provider is unavailable due to 
COVID-19 
 
References: 

• 5 C.F.R. § 630.201 

• 29 C.F.R. § 1630.2 (h), (i), and (j) 

1.  the name of the family member with a mental 

or physical disability, if applicable; 
2.  the name and age of the family member who is 
55 years or older, if applicable; 
3.  a written certification by the employee that the 

identified family member is “incapable of self-care” 
and a written explanation regarding how the hours 
of leave are necessary to provide essential care; 
4.  the name of the place of care that is closed or 

the direct care provider that is unavailable and a 
written explanation of how the closure or 
unavailability is due to COVID-19.  
5.  a written explanation regarding why the 

employee’s circumstances related to the care 
situation make the employee unable to work 
(including telework) during the requested hours of 
leave. 

(See note 2)  

Qualifying Circumstance 8 - is obtaining 
immunization related to COVID–19 or to 
recover from any injury, disability, 
illness, or condition related to such 

immunization. 

A written self-certification that the leave will be (or 
was) used to obtain immunization related to 
COVID-19 or to recover from any injury, disability, 
illness, or condition related to such immunization. 

(See note 1)   

 

1. Employees must follow reasonable notice procedures and should request leave in 

advance to the maximum extent possible when requesting EPL and follow all 
established rules for requesting other types of leave. If an employee fails to give proper 
notice, the agency should give him or her notice of the failure and an opportunity to 
provide the required documentation prior to denying the request for leave. 

2. An employee must provide the agency with notice of the intent to use EPL as soon as 
practicable, which will generally be prior to the first workday leave is used if the need for 
leave was foreseeable.  If an employee fails to give proper notice, the employer should 
give him or her notice of the failure and an opportunity to provide the required 

documentation prior to denying the request for leave. 

In addition to the above requirements, additional information, certifications, or explanations 
may be requested by the leave approving official if there is a reasonable belief that EPL is not 
being used appropriately. 

Recordkeeping. 

VA is required to retain all employee documentation for 4 years regardless of whether the 



 

10 
 

leave was granted or denied. If an employee provided oral statements to support their leave 
request, VA is required to document the oral request and maintain such information on file for 

4 years.  

Leave Requesting Procedures for Employees. Leave may be requested for qualifying 
reasons occurring on or after March 11, 2021 through the expiration of the law on September 
30, 2021 or when the Fund runs out, whichever occurs first. Employees may be required to 

self-certify the reason for which the leave is being taken. Supervisors must grant the 
employee’s leave request to the extent the employee is unable to perform work (including 
telework) due to a need for leave because of an EPL qualifying circumstance. 

Employees may use the EPL request form (attachment 1) and the documentation requirement 

checklist (attachment 2) to meet the documentation and notice requirements for emergency 
paid leave use. The request for emergency paid leave should be entered in the VA 
electronic time and attendance system (VATAS) using Administrative Absence (“LN – 
Administrative”), with Special Note of “Civil Defense or Disaster Activities” and type the 

required remark “EPL” with the qualifying reason number (ex: EPL 1, EPL 2, etc.).  

Timekeeping codes are currently not programmed to apply the $2,800 biweekly pay limitation 
for employee leave payments. Therefore, an employee may exceed the $2,800 threshold when 
the hourly adjusted rate of basic pay is higher than $35 and the number of EPL hours used 

results in a leave payment in excess of $2,800. The system will not automatically prevent an 
employee from using leave over the biweekly pay limit. As a result, employees and supervisors 
are responsible for monitoring the number of hours an employee uses toward the EPL limits. 
Furthermore, VA employees must be made aware that leave taken exceeding the $2,800 

biweekly limit may result in a future indebtedness that will be collected at a later date. 
Reconciliation will occur once the payroll provider has programmed the new timekeeping 
codes, and employees will be notified accordingly of any overpayment—if applicable. 
Requests for waiver of overpayment may be filed in accordance with VA Financial Policy, 

Volume XII – Debt Management, Chapter 3, Employee Debt. Waiver determinations are made 
on a case-by-case basis. Although employees may apply for a waiver, there is no guarantee 
that a waiver will be approved. 

Employees who incur an indebtedness due to overuse of EPL hours which results in 

compensation above the aggregate limit for any biweekly pay period may elect to reduce or 
eliminate the indebtedness by submitting a request to substitute other available paid leave for 
the EPL hours, as appropriate. Employees should make such requests through their 
supervisor and timekeeper. 

For questions regarding VATAS, Payroll offices should submit a case ticket to VAFSC Payroll 
Support, Tier 1 using the customer service portal. 

Retroactive Leave Requests. 

The law does not allow leave to be applied retroactively, except that an employee may 

request leave retroactively for calendar dates covered by the leave benefit (March 11 – 
September 30, 2021) when the employee was prevented from requesting and using this 
leave due to no fault of their own (lack of information or was not allowed to use EPL at the 

time). Where an employee submits a retroactive leave request, but the applicable Fund has 
been exhausted, no retroactive payment may be made. 

https://gcc01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.va.gov%2Ffinance%2Fdocs%2FVA-FinancialPolicyVolumeXIIChapter03.pdf&data=04%7C01%7C%7Cbf6e7f458e8e4d89e37a08d8e9727586%7Ce95f1b23abaf45ee821db7ab251ab3bf%7C0%7C0%7C637516025097028877%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=%2FMV3Uj1XzScf4Umz2FO9Oxar6cbqY73KgnxNo4LJl9E%3D&reserved=0
https://gcc01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.va.gov%2Ffinance%2Fdocs%2FVA-FinancialPolicyVolumeXIIChapter03.pdf&data=04%7C01%7C%7Cbf6e7f458e8e4d89e37a08d8e9727586%7Ce95f1b23abaf45ee821db7ab251ab3bf%7C0%7C0%7C637516025097028877%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=%2FMV3Uj1XzScf4Umz2FO9Oxar6cbqY73KgnxNo4LJl9E%3D&reserved=0
https://vaww.cpm.fsc.va.gov/
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If an employee would have used EPL on or after March 11, 2021 but used some other form of 
approved leave because they were unable to request (or unaware of) leave benefits provided 

under the EPL, the employee may submit a leave request for retroactive substitution. The 
request for EPL must be for qualifying purposes and the employee is required to self-certify the 
qualifying reason for the need for leave prevented the employee from working on site or 
teleworking. 

An employee cannot request leave for days in which they are not scheduled to work (e.g., an 
employee with a Monday-Friday tour cannot request leave for Saturday or Sunday). 
Employees who are furloughed, suspended, absent without leave, absent to perform military 
duty, on LWOP while in receipt of Office of Workers Compensation benefits or while on FMLA 

for some other reason are not scheduled to work and thus, may not use EPL for any such 
period retroactively, unless the LWOP was solely due to the need to take leave because of a 
qualifying EPL circumstance. 

Employees should contact their HR office with questions. HR offices with questions regarding 

this Bulletin may contact Worklife and Benefits Service at v aco058worklife@va.gov. 

Issued by: VA/OCHCO/Worklife and Benefits Service

mailto:aco058worklife@va.gov

