
Colorado Addendum – For Colorado Employees Only 

To our Colorado employees: please note that wherever Colorado law provides for or offers greater 
protections to our employees, Colorado law will govern.  All of the policies set forth below may 
not be applicable to all employees.  Please contact a member of the Human Resources Department 
if you have any questions about any policies in this Addendum. 
 
Healthy Families and Workplaces Act  
 
Public Health Emergency Leave (“PHEL”) 
 
All employers in Colorado are required to provide employees with additional paid sick leave 
during a public health emergency (for the reasons discussed below under “Reasons for Leave”). 
Specifically, on the date a public emergency is declared, all employers must supplement each 
employee’s accrued PSST as necessary to ensure that an employee can take the following 
amounts of PHEL: 

 
• For employees who normally work 40 or more hours a week: at least 80 hours of 

PHEL; or  
• For employees who normally work fewer than 40 hours in a week: the greater of 

(a) the amount of time the employee is scheduled to work in a 14-day period or 
(b) the amount of time the employee actually works during an average 14-day 
period. 

 
Employers may count an employee’s unused, accrued PSST toward the supplemental PHEL 
required. Employees are entitled to PHEL one time during the entirety of a public health 
emergency (even if it is amended, extended, etc.). Employees may use PHEL under the Act until 
4 weeks after the official termination or suspension of the public health emergency. Employers 
may not require documentation for taking PHEL. 
 
Qualifying Reasons for Leave 
 
Eligible employees may use the one-time allotment of PHEL for the following reasons: 
 

• an employee’s need to self-isolate (or to care for a family member who is self-
isolating) because the employee or family member is diagnosed with, or experiencing 
symptoms of, the communicable disease that caused the public health emergency; 

• to seek or obtain (or to care for a family member who needs) medical diagnosis, care, 
or treatment if experiencing symptoms of a communicable disease that is the cause of 
the public health emergency; 

• to seek (for the employee or a family member) preventive care concerning a 
communicable disease that is the cause of the public health emergency; 

• if it has been determined by a local, state, or federal public official or health authority 
having jurisdiction, or by the employee’s or family member’s employer, that the 
presence of the employee, or the employee’s family member needing care, on the job 
or in the community would jeopardize the health of others because of exposure to the 



communicable illness or because the employee or family member is exhibiting 
symptoms of the illness (regardless of diagnosis); 

• to care for a child or other family member when the child care provider is unavailable 
due to a public health emergency, or if the child’s or family member’s school or place 
of care has been closed due to a public health emergency—including if the school or 
place of care is physically closed but providing instruction remotely; or 

• if an employee is unable to work because the employee has a health condition that 
may increase susceptibility to, or risk of, a communicable disease that is the cause of 
the public health emergency 

 
Unused PHEL is not paid out at termination.   
 
Verification  
 
If an employee uses PSST for 4 or more consecutive work days, an employer may require 
“reasonable documentation” that the PSST is for an authorized purpose. Employers may not 
require disclosure of details relating to domestic violence, sexual assault, or stalking, or the details 
of an employee’s or family member’s health information, as a condition of providing PSST. 
Employers may not require documentation for an employee’s use of the one-time allotment of 
PHEL. 
 
Paid Family and Medical Leave Insurance Act (FAMLI) 
 
The FAMLI creates a state-run program for providing job protection and paid leave to eligible 
Colorado employees (including full-time, part-time, or seasonal, etc.). The Company complies 
with all laws and requirements of Colorado FAMLI, but does not review or process employee 
applications for Colorado Paid FAMLI benefits. The Colorado Division of Family and Medical 
Leave Insurance, (the “Division”), not the Company, determines whether an employee’s 
application is approved and the employee may receive benefits. If you have questions regarding 
your FAMLI application or benefits, please contact the Division by email at 
CDLE_FAMLI_info@state.co.us.  
 
This policy is intended to comply with the requirements of The Colorado FAMLI Program. In the 
event of a conflict between the Colorado FAMLI Program and this policy, the Colorado FAMLI 
Program controls.  
 
Beginning January 1, 2024, FAMLI will provide Colorado employees with twelve weeks of paid 
family and medical leave funded through a payroll tax paid half by employers and half by 
employees.  Employees who take leave for pregnancy or childbirth complications may receive up 
to sixteen weeks of FAMLI leave.     
 
FAMLI Payroll Tax  
Through the end of 2024, premiums will be 0.9 percent of the employee’s wage (0.45 percent to 
be paid by the Company and 0.45 percent to be paid by the employee).  Beginning in 2025, the 
premium may be adjusted by the Division up to a maximum of 1.2 percent of each employee’s 
wages.  The premium is based on wages up to the federal Social Security wage cap.  

mailto:CDLE_FAMLI_info@state.co.us


 
Leave under FAMLI  
FAMLI provides eligible employees (who meet the legally established earnings requirement) with 
up to 12 weeks of job-protected family leave during any rolling 12-month period:  

• to care for a child following birth adoption, or placement through foster care; 
• to care for a family member with a serious health condition;  
• to care for the employee’s own serious health condition;  
• to take “qualifying exigency leave,” meaning the employee’s family member is active 

duty military service or has notice of an impending call to active duty; and/or 
• to take “safe leave.” 

 
An eligible employee who experiences a serious health condition caused by pregnancy 
complications or childbirth complications may take an additional 4 weeks of job-protected family 
leave during the rolling 12-month period (for a total of up to 16 weeks). 
 
To qualify for benefits under the act’s “safe leave” provision, an employee must be using the leave 
from work to: (1) obtain a civil protection order; (2) receive medical care or mental health 
counseling for themselves or a family member; (3) secure the home from the perpetrator; or (4) 
seek legal assistance to address issues that arise from domestic violence, stalking, sexual assault, 
or abuse. 
 
For purposes of FAMLI, “Family Member” includes a child (whether biological, adopted, a 
stepchild, a child of a domestic partner or a child to whom the individual stands in loco parentis), 
a parent, a person to whom the covered individual is legally married or a domestic partner, a 
grandparent, grandchild or sibling of the covered individual or the covered individual’s spouse or 
domestic partner, and any other individual with whom the individual has a significant personal 
bond that is or is like a family relationship. 
 
Benefits under FAMLI are capped, but the caps adjust year to year.  Employees are permitted to 
take leave in increments of one hour.  FAMLI leave may be taken continuously, intermittently, or 
in the form of a reduced work schedule. 
 
Employees may apply for and receive benefits from the State of Colorado if they are eligible by 
contacting the Colorado Department of Labor – Division of Family and Medical Leave Insurance 
at: https://famli.colorado.gov/individuals-and-families 
 
Employees must make a reasonable effort to schedule FAMLI leave so as not to unduly disrupt 
business operations.  When the need for FAMLI leave is foreseeable, employees must provide at 
least 30 days-notice.  When the need for leave is not foreseeable, or 30 days-notice is not possible, 
employees must provide notice as soon as practicable. 
 
Leave taken under FAMLI, regardless of whether the employee receives paid benefits from the 
State of Colorado, runs concurrently with other leaves, including but not limited to the FMLA.  In 
addition, where employees elect to use accrued paid time off (including but not limited to time 
covered by the Colorado Healthy Families and Workplaces Act) during a period of absence 
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covered by FAMLI, such absences will run concurrently under the Colorado Healthy Families and 
Workplaces Act.    
 
Generally, an employee who has worked for the Company for at least 180 days and has taken 
family or medical leave under FAMLI is entitled to return to the employee’s previous position or 
to an equal position, with the same status, pay, benefits, length of service credit and seniority as 
the of the date of leave.  If the employee would have lost their position even if they had not taken 
the leave, then there exists no reinstatement right.  For example, if the employee’s position is 
eliminated because of a reduction in force, then no reinstatement right exists. 
 
Overtime 
 
Overtime Rate: non-exempt employees will be paid time and one-half of the regular rate of pay 
for any work in excess of: 

 
1) Forty (40) hours per workweek; 

 
2) Twelve (12) hours per workday, or  

 
3) Twelve (12) consecutive hours without regard to the starting and ending time of the 

workday (excluding duty free meal periods), whichever calculation results in the 
greater payment of wages. 

 
 
Meal Periods 
 
Non-exempt employees who work five (5) or more hours in a day are entitled to take a 30-minute 
duty-free unpaid meal period.  Employees are completely relieved of their job responsibilities 
during their meal periods.  For this reason, unless there is a valid written agreement for an on-duty 
meal period, employees must clock in and out for their meal periods, or record the beginning and 
ending time of the meal period on their timesheet every day.  Employees may be required to sign 
a certification providing, among other things, that they have taken all of their daily meal periods 
during the pertinent pay period. 
 
In limited situations, certain designated employees may be required to work an on-duty meal 
period due to the nature of the employee’s duties.  Unless the employee’s supervisor directs the 
employee to take an on-duty meal period due to the nature of job duties and the employee agrees 
to an on-duty meal period in writing, the employee will not be permitted to work an on-duty meal 
period. 
 
Rest Periods 
 
The Company provides non-exempt employees with the opportunity to take a 10-minute paid rest 
period for every four (4) hours worked (or major fraction thereof), which should be taken as close 
as practicable to the middle of each four-hour work period.  No work should be performed during 
a rest period.  Employees are expected to schedule their rest periods at their own discretion under 



these guidelines unless instructed otherwise by a supervisor.  Rest periods may not be combined 
with meal periods. 
 
Colorado Overtime and Minimum Pay Standards Order  
 
The Company incorporates Colorado Overtime and Minimum Pay Standards Order (“COMPS”) 
into the Colorado State Addendum.  Please see written notice below.  By signing the Employee 
Handbook, employees are also acknowledging receipt of this written notice.   
 
Please reach out to Human Resources with any questions.   
 

 

 
 

COLORADO HEALTHY FAMILIES AND WORKPLACE ACT   
Please be advised that the Company intends to ensure that all eligible employees who work in 
Colorado will receive and be permitted to use paid sick and safe time (“PSST”) in accordance 
with the Colorado Healthy Families and Workplaces Act (“HFWA”), up to the maximum annual 
accrual and usage amount of 48 hours.  Additionally, during the course of a public health 
emergency, associates who wish to use personal protection equipment (“PPE”) in addition to 
PPE provided by the Company, if any, are permitted to do so if the additional PPE provides more 
protection than the Company’s provided equipment, is recommended by a government health 
agency, and does not result in an inability to perform a work task.  
 



 

 
      
 
 
  

 

 


