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Useful knowledge for new and not-so-new members

For your 
information

The Family and Medical Leave 
Act (FMLA) is a federal law that 
entitles eligible postal employ-

ees to take unpaid, job-protected 
leave for qualifying family and medi-
cal reasons and requires continuation 
of their group health benefits under 
the same terms and conditions as if 
the employee had not taken leave.

Eligible employees are entitled 
to use up to 12 workweeks of FMLA-
protected leave in a 12-month period for 
qualifying conditions. Under the law, 
the Postal Service is prohibited from 
interfering with, restraining or denying 
the exercise of any rights provided by 
FMLA. Nor can the Postal Service retali-
ate against an employee for exercising 
or attempting to exercise FMLA rights. 
Employers cannot use the taking of 
FMLA leave as a negative factor in 
employment actions, such as hiring, 
promotions or any disciplinary actions. 
Employees cannot waive, nor may em-
ployers induce employees to waive their 
prospective rights under FMLA.

FMLA is not a separate category of 
leave; time off protected by the FMLA 
is charged to annual leave, sick leave 
or leave without pay (LWOP) in ac-
cordance with current Postal Service 
leave policies. Also, FMLA does not 
provide letter carriers with any ad-
ditional paid leave beyond what they 
already receive under NALC’s National 
Agreement with the Postal Service and 
any related postal handbooks and 
manuals.

Letter carriers are eligible for FMLA-
protected leave if they have: 

1) Worked for the Postal Service 
for at least 12 months. 

CCA breaks in service do not cancel 
out accrued time of service for FMLA 
purposes since the 12 months do not 
have to be consecutive. 

And you must have:
2) Accrued at least 

1,250 work hours 
during the 12-month 
period immediately 
preceding the leave. 

Only actual hours 
worked, not time spent 
on paid leave, are 
used to determine if 
an employee has met 
the 1,250-work hour 
requirement. 

Every eligible postal 
employee is guaran-
teed FMLA-protected 
leave for any of the 
following reasons: 

•	 The birth of a child 
and to care for the 
newborn child within 
one year of birth.

•	 The placement with 
the employee of a 
child for adoption 
or foster care and 
to care for the newly placed child 
within one year of placement.

•	 To care for the employee’s spouse, 
child or parent who has a serious 
health condition.

•	 A serious health condition that 
makes the employee unable to per-
form the functions of their job.

•	 Any qualifying exigency arising 
out of the fact that the employee’s 
spouse, son, daughter or parent is 
a covered military member on cov-
ered active duty or call to covered 
active-duty status.

Requesting FMLA-protected leave
If you know ahead of time you are 

going to need leave (e.g., pregnancy), 

notify management of the need for 
leave and provide appropriate sup-
porting documentation at least 30 
days before the absence is to begin. If 
30 days’ notice is not practicable, you 
must give notice as soon as possible 
(i.e., the same day you learn about 
your need for leave or the next busi-
ness day). 

If you have an unexpected absence 
that qualifies for FMLA protection, 
the law states that you must com-
ply with the employer’s usual and 
customary notice and procedural 
requirements for requesting leave, 
absent unusual circumstances. Letter 
carriers should notify management 
as soon as practicable in writing via 
PS Form 3971, Request for or Noti-
fication of Absence, by telephone 
using the Interactive Voice Response 
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system, or by submitting a request 
via the Enterprise Leave Request Ap-
plication accessible through LiteBlue 
using a computer, smartphone or 
other mobile device. You should 
submit accompanying medical certi-
fication for FMLA-covered absences 
within 15 days, and you should cor-
rect insufficient certification within 
seven days (unless you can’t despite 
good-faith efforts in the circum-
stances). 

The certification may be in any 
format, including the NALC FMLA 
forms, if it provides the informa-
tion required for certification by the 
FMLA regulations. Members can find 

these forms at nalc.org/workplace-
issues/contract-administration-unit/
fmla. 

You may ask, “Can management 
require supporting documentation  
for an absence of three days or less  
in order for an employee’s absence  
to be protected under the FMLA?”  
In response to that question,  
the national parties have agreed  
that: 

The Postal Service may require an 
employee’s leave to be supported by 
an FMLA medical certification, unless 
waived by management, in order for 
the absence to be protected. When 
an employee uses leave due to a con-
dition already supported by an FMLA 

certification, the employee is not re-
quired to provide another certification 
in order for the absence to be FMLA 
protected.

For the implementing regulations, 
specific family member definitions,  
or more information on the FMLA, 
visit dol.gov/agencies/whd/fmla. If 
you have any additional questions  
or concerns about USPS and the 
FMLA, you should consult with  
your shop steward or NALC branch 
officer. 

When you have the need to take 
leave for one of the qualifying condi-
tions, be sure to exercise your rights 
and protect yourself with FMLA. PR
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customary notice and procedural 
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Ronald Brown, age 84, died 
on Oct. 16. During his 62-year 
postal career, Brown served 

as a Region 6 national business 
agent (NBA), national vice presi-
dent and national director of retired 
members.

Joining the Postal Service in 1964 
after three years in the Army, the 
Royal Oak, MI Branch 3126 member 
became safety officer in 1970 and 
shop steward the following year. Af-
ter serving his branch as secretary 
from 1973 to 1975 and vice president 
the next two years, and as state 
training officer in 1977, Brown was 
named regional administrative as-
sistant for Region 6 that year, where 
he excelled in grievance handling 
and arbitration.

Brown spent 10 years as NBA for 
Region 6 before being appointed as 
vice president in September 2000 and 
served until 2002, when he was ap-
pointed director of retired members. 

He served in that position until the 
end of the year.

Affectionately known as “The God-
father,” Brown was a respected leader, 
mentor and friend who continued to be 

involved with NALC projects and train-
ings after his retirement.

“I grew up in a union family, so I’ve 
always been aware of how the union 
helps working people,” Brown told The 
Postal Record in 2000.

He is survived by his beloved wife of 
64 years, Marie Brown; his children, 
Ronnie Brown and Donna Brown; his 
grandchildren, Cory Bowman, Parker 
Bowman and Sarah Carlson; and his 
brother, Jerry Brown. He was preceded 
in death by his parents, Thelmer and 
Pauline Brown.

“NALC mourns the loss of Brother 
Brown,” NALC President Brian L. 
Renfroe said. “He dedicated more than 
six decades to fighting for the rights of 
letter carriers, never refusing to help 
a union brother or sister in need, and 
setting a standard of service that will 
not be forgotten. On behalf of the NALC, 
I extend our deepest sympathies to his 
family and friends. He will be greatly 
missed.” PR
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