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INTRODUCTION This leave of absence policy is intended to be a set of guidelines to 

implement, in part, the provisions of the Family and Medical Leave Act of 1993 (FMLA) 

(as amended), New Jersey Family Leave Act (NJFLA), New Jersey Paid Family Leave 

(NJPFL), Maryland Flexible Leave Act (MFLA), as well as personal leaves. Leave of 

absence guidelines for Military Service can be found in the Military Leave of Absence 

policy. With respect to the FMLA, NJFLA and MFLA, this policy is intended to address 

the majority of situations that may arise under which an employee may request a leave of 

absence for a limited period, with no loss of accrued service credit, and with job protection 

provided the employee returns to work. However, the Company reserves the right to 

implement any other provisions of the FMLA, NJFLA and MFLA to resolve individual 

circumstances not covered by this policy. The provisions of the New Jersey Paid Family 

Leave Act (NJPFL) are outlined in the “Paid Time-Off Benefits While on FML/NJFL” 

section of this policy. 

 
These programs and their associated policies are not binding contracts but rather are sets of 

guidelines for implementation. The Company reserves the right to modify the provisions 

of any of these programs at any time and without notice. 

 
If you have questions after reviewing this material, contact the Human Resources Service 

Center or your Local Human Resources office. 

 
GENERAL INFORMATION For the purposes of this summary, the term “Company” 

means FirstEnergy Corp. A “Participating Employer” is any affiliate or operating company 

of FirstEnergy Corp. to which the FirstEnergy Time-Off Programs have been extended (see 

section titled “Participating Employers” for the list of Participating Employers). 

 
ELIGIBLE EMPLOYEES Time-Off Benefits generally apply to all full-time regular 

employees not represented by a labor union. Part-time regular employees are eligible to 

participate only where specifically indicated. Holidays, Paid Time Off (PTO), Paid 

Absence Days, Vacation Paid Absence Days, Vacation, Leaves of Absence, Sick Leave 

Benefits, Time-Off for a Funeral, Time-Off for Jury Duty and Military Leave of Absence 

for all participating employees represented by a labor union are specified in their 

respective labor agreements. This leave of absence policy applies to represented 

employees to the extent that it does not conflict with specific language in the collective 

bargaining agreement between the Participating Employer and the union. Represented 

employees should refer to their collective bargaining agreement. 

 
LEAVES OF ABSENCE –FAMILY MEDICAL Effective: March 1, 2016 (Replaces 

policy effective January 2012) 

 
Family and Medical Leave (FML) Eligibility To be eligible for FML under the FMLA, 

an employee must be employed by a Participating Employer for at least 12 months, and 

have worked at least 1,250 hours during the 12-month period prior to commencement of 
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the leave. Hours worked is defined as the sum of hours paid for regular work plus overtime 

work. 

 

Part-time regular employees are eligible if they meet these qualifications. An eligible 

employee is entitled to a cumulative maximum of 12 workweeks of FML in a rolling 12- 

month period measured backward from the date the employee uses any such leave. 

 
Leave Qualifying Under the Family and Medical Leave Act (FMLA) FML 

applies to the following situations: 

 

• The birth of a child and to care for an employee’s child within the first 12 months after 

the date of birth; 

 
• The placement of a child with the employee for adoption or foster care within the first 

12 months after the date of adoption or placement of a child in employee’s foster care; 

 
• To care for a spouse, son, daughter or parent (including stepparent) with a serious health 

condition; 

 
When both parents are employed by a Participating Employer, a combined maximum 

of 12 weeks of Family and Medical Leave is available to care for a child who is 

newborn, being adopted or placed in foster care, or to care for a parent with a serious 

health condition. 

 
• For a serious health condition that makes an employee unable to perform the functions 

of his/her position; 

 
When an employee’s absence qualifies as his/her own serious health condition under the 

FMLA, the Company will require the employee to provide enough information so that the 

Company may determine whether the condition qualifies for coverage under the FMLA. If 

the leave is for the birth of a child, Short Term Disability (STD) may only be used until the 

employee’s health care provider has released the employee from his/her care. If the 

employee qualifies for STD benefits during FML time off, then STD will run concurrently 

with FML. Employees represented by a union should refer to their respective bargaining 

unit contract for applicability. 

 
If the employee has earned or deferred Paid Time Off (PTO) available, they must utilize 

that paid time off benefit to cover any additional FML time off for their own serious health 

condition when STD benefits have been exhausted or the employee does not qualify for 

STD. In these situations, the employee has the option of retaining 40 hours of PTO. The 

section titled ‘Paid Time-Off Benefits while on FML/NJFL’ provides additional 

information on the use of other paid time off benefits. If an employee does not qualify for 

STD or PTO, the employee’s request for unpaid FML may still be granted if the employee   

otherwise qualifies for FML. Absent unusual circumstances, an employee needing leave 
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must follow the Company’s usual and customary call-in procedures for reporting an 

absence. 

 
When an employee has a medically necessary absence from work due to an injury or illness 

received in the course of and arising out of his/her employment with the Company, and for 

which injury or illness he/she is receiving disability benefits under Workers’ 

Compensation, Family Medical Leave will run concurrently. A claim for Family Medical 

Leave will be submitted on the employee’s behalf to the third-party administrator and time 

will be recorded as Family Medical Leave if the employee meets the eligibility 

requirements and has time available. Employees represented by a union should refer to 

their respective bargaining unit contract for applicability. 

 
Military Family Leave 

Effective: March 8, 2013 (Replaces policy effective January 2012) 

The FMLA provides two types of military family leave for eligible employees – “qualifying 

exigency leave” and “military caregiver leave”. 

 
• A “qualifying exigency” arises out of the employee’s spouse’s, son’s, daughter’s or 

parent’s active duty or call to active duty for certain retired military personnel, or for 

duty or call to active duty in the Armed Forces, National Guard or Reserves. The leave 

shall be for the employee to address issues related to short-notice deployment, military 

events and related activities, childcare and school activities, activities arising regarding 

care of the military member’s parent who is incapable of self-care, financial and legal 

arrangements, counseling, rest and recuperation (up to 15 days) post deployment 

activities or any other event that the employee and the employer agree is a qualifying 

exigency. (Employee will be required to provide the Company with a copy of the 

official Military Orders) Note: (1) The employee taking FML qualifying exigency leave 

for care of a child or parent does not need to be related to the military member’s child 

or parent. However, the military member must be the parent, spouse, son, or daughter 

of the employee taking leave. (2) The child must be the child of the military member 

(including a child to whom the military member stands in loco parentis), (3) the parent 

must be a parent of the military member (including an individual who stood loco 

parentis to the military member when the member was a child). 

 

• “Military caregiver leave” provides time to care for a spouse, son, daughter or parent 

who incurred an injury or illness in the line of duty in the Armed Forces provided that 

such injury or illness, or aggravated serious illness or injury, may render the family 

member medically unfit to perform duties of the member’s office, grade, rank or rating. 

 
This leave also applies to a veteran with a serious injury or illness who is undergoing 

medical treatment, recuperation, or therapy for a serious injury or illness that was 

incurred by or aggravated while on active duty in the Armed Forces, whether or not 

the illness or injury manifested itself before or after they became a veteran; as long as 

they were a member of the Armed Forces, National Guard, or Reserves at any time 
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during the five-year period (excluding 10/29/09 to 3/8/13, if applicable) 

before beginning the treatment, recuperation, or therapy. 

 
When an employee takes leave to care for a military service family member who has 

incurred an injury or illness, the employee will be eligible for up to 26 weeks of leave in a 

single 12-month period. 

 
Requirements for Intermittent and Reduced Work Schedule Leaves: Under the 

following special circumstances, FML may be taken intermittently or on a reduced work 

schedule: 

 
• When medically necessary to care for an employee’s own serious health condition or 

to care for a sick family member; 

 
• With the Company’s consent, when the leave is requested because of the birth of the 

employee’s child, or the placement of a child with the employee for adoption or foster 

care. 

 
The Company reserves the right, in qualifying situations as applicable under the FMLA, to 

require an employee to transfer temporarily to an available alternative position with 

equivalent pay and benefits for which the employee is qualified and which better 

accommodates recurring periods of leave than does the employee’s regular position. 

 
New Jersey Family Leave (NJFL) Eligibility To be eligible for family leave under the 

New Jersey Family Leave Act (NJFLA), an employee must be working in the state of New 

Jersey, have been employed by the Company for at least 12 months and have worked at 

least 1,000 hours during the 12-month period prior to commencement of the leave. Hours 

worked is defined as the sum of hours paid for regular work, overtime hours and hours for 

which the employee receives worker’s compensation benefits. An eligible employee is 

entitled to a cumulative maximum of 12 workweeks of New Jersey Family Leave in a 

rolling 24-month period measured backward from the date the employee uses any such 

leave. 

 
Leave Qualifying Under the New Jersey Family Leave Act (NJFLA) NJFL 

applies to the following situations: 

 
• The birth of a child and to care for an employee’s child with such leave commencing 

within the first 12 months after the date of birth; 

 
• The placement of a child with the employee for adoption or foster care with such leave 

commencing within the first 12 months after the date of adoption or placement of a 

child in employee’s foster care; 
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When both parents are employed by a Participating Company, a combined maximum 

of 12 weeks of NJFL is available to care for a child who is newborn, being adopted or 

placed in foster care, or to care for a parent with a serious health condition. 

 
• To care for a spouse, son, daughter or parent (including stepparent or parent-in-law) 

with a serious health condition. 

 
When an employee takes a leave for a purpose covered by both the FMLA and the 

NJFLA, the leave simultaneously counts against the employee's entitlement under both 

laws. 

 
Requirements for Intermittent and Reduced Work Schedule Leaves Under the 

following special circumstances, NJFL may be taken intermittently or on a reduced work 

schedule by employees in New Jersey: 

 
• When medically necessary to care for a sick family member; 

 
• With the Company’s consent, when the leave is requested because of the birth of the 

employee’s child, or the placement of a child with the employee for adoption or foster 

care. 

 
Maryland Flexible Leave (MFL) Eligibility To be eligible for MFL to care for an ill 

family member, the employee must be working in the state of Maryland and have Short- 

Term Disability or sick leave pay available, which will be applied to the time off taken 

under the MFLA. When applicable, MFL will run concurrently with FML. 

 
Leave Qualifying Under the Maryland Flexible Leave Act (MFLA) Maryland 

Flexible Leave applies to the following situations: 

 
• To care for an illness of an immediate family member. 

 

• Time needed to transport an ill immediate family member to a medical provider for 

care or a procedure when the family member is incapable of transporting themselves. 

 
FMLA/NJFLA/MFLA PROVISIONS 

Required Notification for Leave For leave taken under the FMLA, employees must give 

30 days advance notice of the need to take any foreseeable leave for the birth or placement 

of a child for adoption or foster care, for the care of a spouse, son, daughter or parent with 

a serious health condition, or for planned medical treatment. When it is not practical to 

provide such advance notice due to circumstances such as a medical emergency, notice 

must be given as soon as practical, ordinarily within two business days of when the 

employee learns of the need for the leave. Under the NJFLA, an employee must provide 

notice that is reasonable and practicable. 
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When an employee requests a leave or extension of a leave under the 

FMLA/NJFLA/MFLA, the employee must contact Sedgwick at 1-844-409-7412 to initiate 

a claim. Requests for extensions of leaves shall be prepared at least two weeks before the 

end of the original leave. 

 
Family and Medical Leave Rights Package Following claim initiation, Sedgwick will 

provide the employee with a Rights Package which includes a request for applicable 

certification information. 

 
Required Certification of a Serious Health Condition for FML/NJFL An employee 

must provide a medical certification from a treating health care provider to support the leave 

request when requesting a FML and/or NJFL, or a personal leave, for the employee’s own 

serious health condition (under FML) or a family member’s serious health condition (under 

FML and/or NJFL). 

 
Completed certification forms must be returned to Sedgwick within 21 calendar days from 

claim initiation. When planning medical treatments to be received during either a 

continuous, intermittent or reduced work schedule leave, employees should consult with 

their supervisor and make reasonable efforts to schedule the leave so as not to unduly 

disrupt Company operations, subject to the approval of their treating health care provider. 

 
The Company may require an employee to obtain a second medical opinion as it relates to 

his/her own serious health condition, at the Company’s expense, from a health care 

provider not regularly employed by the Company. If the opinions of the first and second 

providers differ, the Company may require a third opinion, again at the Company’s 

expense, from a health care provider mutually agreed upon by the employer and the 

employee. The third opinion shall be final and binding. 

 
The Company may require an employee to obtain subsequent recertification to support the 

continuing need for such leave. Such requests will not be more frequent than every 30 days 

unless there is a request for an extension of the authorized leave, or unless the Company 

receives information which casts doubt as to the continuing validity of the most recent 

certification. The employee must provide a requested recertification within 21 calendar 

days unless it is not possible to do so. 

 
If an employee fails to provide necessary certification or recertification, the leave or the 

continuation of the leave, as the case may be, may not qualify for protection under FML 

and/or NJFL. 

 
Requirements for Personal Leaves of Absence or Extensions Beyond 12 Weeks Up to 

12 weeks of leave may be granted at a time for reasons other than the Family and Medical 

Leave, MFL and/or NJFL above, such as for education (but only for the last school term 

toward a degree in a field which meets the educational requirements 
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for a job within the Company). In addition, following the expiration of a FML, MFL 

and/or NJFL, or personal leave of absence, additional personal leave time may be 

granted. Such a leave or extension may be granted if it is practical to do so in the 

judgment of the appropriate Company management considering prevailing business 

requirements. 

 
Payroll/Timekeeping Administrative Procedures For non-represented employees, all 

leaves qualifying under FML, NJFL or MFL will be coded in SAP by Sedgwick. For 

represented employees, all leaves qualifying under FML and NJFL will be entered by 

Sedgwick. 

 
Time codes associated with FML/NJFL will not be coded in the timekeeping system until it 

is approved by Sedgwick. 

 
Paid Time-Off Benefits while on FML/NJFL 

Short-Term Disability (STD), Family Care Leave (FCL), Paid Time Off (PTO), 

Banked Vacation, Frozen Vacation, Holidays and New Jersey Paid Family Leave 

When an employee’s absence qualifies as his/her own serious health condition under FML, 

they must utilize STD pay concurrently with FML time off. If the leave is for the birth of a 

child, STD pay may only be used until the employee’s health care provider has released the 

employee from his/her care. If the employee has earned or deferred PTO available, then 

they must utilize that paid time off benefit to cover any additional FML time off for their 

own serious health condition when STD benefits have been exhausted or if the employee 

does not qualify for STD. In these situations, the employee has the option of retaining 40 

hours of PTO/purchased PTO. NJFL and/or FCL will run concurrently with FML when 

applicable. 

 
If the employee has earned or deferred PTO available, they must utilize that paid time off 

benefit to cover all other qualifying FML time off that is not for the employee’s own serious 

health condition. In these situations, the employee has the option of retaining 40 hours of 

PTO/purchased PTO. 

 
If an employee does not qualify for STD or have available PTO, the employee’s request 

for unpaid FML may still be granted if the employee otherwise qualifies for FML. During 

a leave of absence, an employee may use his/her PTO, banked vacation or frozen vacation, 

when any available STD is exhausted. 

 
An employee will not be paid for holidays that occur while he/she is on a leave of absence, 

unless the holiday falls within a period of substituted PTO and/or vacation. 

 
New Jersey Family Temporary Disability Benefits Eligibility The New Jersey Paid 

Family Leave (NJPFL) provides up to six weeks of paid leave benefits for employees 
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otherwise eligible for leave under the NJFLA and/or the FMLA. To be eligible for paid 

leave benefits under the NJPFLA, an employee must have: 

 
1) Worked for at least 20 weeks in covered New Jersey employment; or 

2) Have earned at least 1,000 times the minimum wage during the preceding year. 

(i.e. $7.15 (minimum wage 2008) X 1,000= $7,150.00) 

 
The State of New Jersey will approve paid benefits under NJPFL to: 

 
1) Bond with a child during the first 12 months after the child’s birth, if the covered 

individual or the domestic partner of a civil union partner of the covered 

individual, is a biological parent of the child, or if the first 12 months after the 

placement of a child for adoption with the covered individual. 

2) Care for a family member with a serious health condition supported by a 

certification provided by a health care provider. Claims for paid benefits may 

be filed for six consecutive weeks, for intermittent weeks or for 42 intermittent 

days during a 12-month period beginning with the first date of the claim. 

 
100% of the funding for the NJPFL is through employee contributions through payroll 

deductions which began January 1, 2009. The deduction to employees’ pay is based on the 

current year’s taxable wage base as set by the State of New Jersey. The taxable wage base 

is the same as for Unemployment Insurance and Temporary Disability Insurance and 

changes each calendar year. 

 
The NJPFL provides employees with the right to receive compensation but does not require 

the employer to provide the employee with a leave of absence. The period of time allowed 

for collection of compensation from NJPFL will be used concurrently with the use of NJFL 

and/or FML. The NJPFL provides two-thirds of the employee’s wages up to a weekly 

maximum benefit as established by the state of New Jersey each calendar year. 

 
Employees may elect to receive paid leave benefits under NJPFL on an intermittent basis. 

If the employee elects this option, a maximum of 42 individual days can be paid to the 

employee. The employee may not be paid under NJPFL for any leave taken for less than 

one day. 

 
The NJPFL benefits program does not establish the right of a covered individual to be 

restored to employment following a period of leave from work to participate in providing 

care for a family member who has a serious health condition or to bond with a newborn or 

newly adopted child. 

 
An employee planning to take leave and claim NJPFL benefits to participate in providing 

care for a family member who has a serious health condition must give the Company 

reasonable and practicable notice unless the time of the leave is unexpected or the time of 
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leave changes for unforeseeable reasons. An employee who intends to take the leave on an 

intermittent basis must provide the Company with a minimum of 15 days notice. An 

employee who intends to take a leave and claim NJPFL benefits to bond with a newborn 

or a newly adopted child must give the Company 30 days notice prior to the beginning of 

the leave. Intermittent leave to bond with a newborn or newly adopted child must be taken 

in periods of 7 days or more and the intermittent schedule must be agreed to by the 

employee and the Company. Employees will be required to exhaust 2 weeks of PTO prior 

to the receipt of New Jersey Family Temporary Disability benefits. 

 
Application for NJPFL can be made by downloading a form from the State of New Jersey 

Department of Labor and Workforce Development by calling the Division of Temporary 

Disability Insurance’s Customer Serve Section at (609) 292-03887, or by writing to the 

Division of Temporary Disability Insurance, PO BOX 387, Trenton, NJ 08625-0387. 

 
Ohio House Bill 48 (H.B. 48) Ohio House Bill 48 provides up to 10 days or 80 hours 

(whichever is less) of unpaid leave to an employee who is the spouse or parent of members 

of the military who is wounded or called to active duty. To be eligible for unpaid leave 

under the Ohio House Bill 48, an employee must have: 

 
1) Worked for the Company for at least 12 consecutive months; and 

2) Worked at least 1,250 hours in the 12 months immediately prior to the leave. 

 
An eligible employee is considered a parent, spouse or person who has or had legal custody 

of a person who is a member of the uniformed services. An eligible employee is required 

to provide at least 14 days notice of the need for leave, when the need arises out of a call 

to active duty and 2 days notice when the need for leave arises out of an injury, wound or 

hospitalization. If the injury, wound or hospitalization is of a critical or life-threatening 

nature, no notice is required. Prior to taking leave under Ohio House Bill 48 employees 

must have exhausted all other available leaves first, including FMLA and any paid time off 

benefits provided by the Company. 

 
Employee Benefits During Leave of Absence During a leave of absence, the employee 

shall participate in employee benefit plans on the same basis as an active employee. 

 
Contributions toward employee benefit programs will continue to be deducted during any 

paid portion of leave. Upon return to work, a payroll deduction will be made for all missed 

contributions occurring during any unpaid portion of leave. In the event an employee does 

not return to work at the end of a leave of absence, he/she will be responsible for paying 

applicable employee contributions for any benefit plans maintained during any unpaid 

portion of leave. These missed contributions will be deducted from any payment for unused 

or accrued vacation or PTO/Purchased PTO (where applicable). 
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An employee on leave may revoke participation in the health or dental plan, or 

contributions to the health care spending account. Upon return from leave, the employee 

may elect to reinstate benefits previously revoked, but may not change the original flexible 

benefits election upon reinstatement unless a family status change has also occurred. The 

initial annual election for the health care spending account will be prorated for the period 

in which no contributions were made less any prior reimbursements. The employee would 

not be entitled to receive reimbursements for claims incurred during the period when 

coverage was suspended. 

 
The employee will be unable to make contributions to the Savings Plan during the unpaid 

portion of the leave. If the employee has an outstanding loan from the Savings Plan, loan 

payments must be made monthly, in advance, in order to avoid the employee being found 

to be in default on the loan. 

 
The Company may deny a perfect attendance award to an employee who does not have 

perfect attendance because of taking FML. 

 
Overtime and Light Duty Work Time spent performing light duty work will not count 

against an employee’s FMLA leave entitlement. However, overtime hours not worked due 

to FMLA leave can be counted against the leave entitlement. 

 
Required Notice of Intent to Return to Work The Company may require periodic reports 

from an employee on leave regarding the employee’s status and intent to return to work. In 

the event that an employee elects not to return to work upon completion of any unpaid 

approved leave of absence, the Company may recover from the employee the cost of any 

payments made to maintain the employee’s benefit coverage, unless the failure to return to 

work was for reasons beyond the employee’s control. 

 
Return to Employment An employee who is granted a leave of absence shall return to the 

same job, or an equivalent position with equivalent benefits, pay, and other terms and 

conditions of employment. However, pay and benefits will be subject to any general 

changes in levels that may have taken place during the period of leave. 

 
In addition, if the employee would not otherwise have been employed at the time of 

reinstatement, he/she would not be entitled to reinstatement. For example, if there was a 

severance during the leave period in which an employee would have participated, he/she 

would not be eligible for reinstatement. 

 
Required Fitness To Return To Work Certification As a condition of the return to work 

for an employee who has taken leave due to his/her own serious health condition, the 

employee will be required to provide a certification from his/her health care provider that 

he/she is able to resume work and meet the fitness-for-duty standards required for the 

specific job to which he/she is returning. Where reasonable job safety concerns exists, the 

Company may require a fitness for duty certification before an employee may return to 
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work when the employee has taken intermittent leave. If work restrictions or modifications 

apply, it is the employee’s responsibility to work with his/her supervisor to determine if 

reasonable accommodations can be made. 

 
Resignation of Employment Any employee on leave of absence or reduced work schedule 

shall be determined to have resigned employment with the Company if: 

 
• The employee fails to return from the authorized leave by the agreed upon date or 

fails to apply for and be granted an extended personal leave of absence prior to the 

expiration of a FML of Absence and/or NJFL of Absence; 

 
• The employee works elsewhere without obtaining the Company’s permission; 

 
• The employee applies for unemployment compensation while on leave of absence 

or reduced work schedule; or 

 
• The employee fails to cooperate with the Company’s leave policies and/or the legal 

requirements imposed upon the employee under the FMLA/NJFLA/MFLA. 

 
Definitions 

Active duty: Duty under a call or order to active military duty under a provision of law. 

 
Child: A biological, adopted, or foster child, a stepchild, a legal ward, or a child of a person 

standing in loco parentis, who is either under age 18, or age 18 or older and incapable of 

self-care because of a mental or physical disability. 

 
Child (New Jersey Paid Family Leave): A biological, adopted, or foster child, stepchild, 

or legal ward of a covered individual, child of a domestic partner of the covered individual, 

or a child of a civil union partner of the covered individual, who is less than 19 years of 

age or is 19 years of age or older but incapable of self-care because of mental or physical 

impairment. 

 
Contingency operation: a military operation that is designated by the Secretary of Defense 

as an operation in which members of the armed forces are or may become involved in 

military actions, operations, or hostilities against an enemy of the United States or against 

an opposing military force; or a military operation that results in the call or order to, or 

retention on, active duty of member of the uniformed services under any provision of law 

during a war or during a national emergency declared by the President or Congress. 

 
Health care provider: A doctor of medicine or osteopathy who is authorized to practice 

medicine or surgery by the state in which he/she practices, as well as podiatrists, dentists, 

clinical psychologists, optometrists, chiropractors, nurse practitioners, nurse-midwives 
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authorized to practice in their state, clinical social workers, and Christian Science 

practitioners listed with the First Church of Christ, Scientist, in Boston, Massachusetts. 

 
Immediate Family Member (Maryland Flexible Leave Act): a child, spouse or parent. 

 
Incapable of self-care: An individual requires active assistance or supervision to provide 

daily self-care in three or more of the activities of daily living, such as grooming and 

hygiene, bathing, dressing, eating, cooking, cleaning, shopping, taking public 

transportation, paying bills, maintaining a residence, using telephones and directories, 

using a post office, etc. 

 
In loco parentis: Persons with day-to-day responsibilities to care for and financially 

support a child or, in the case of an employee, who had such responsibility for the employee 

when the employee was a child. A biological or legal relationship is not necessary. 

 
Intermittent leave: Leave taken in separate blocks of time due to a single illness or injury, 

rather than for one continuous period of time, and may include leave of periods from an 

hour or more to several weeks. 

 
Parent: A biological or adoptive parent; an individual who stands, or stood, in loco parentis 

to an employee when the employee was a child; or a stepparent. This term does not include 

parents-in-law, except for leave qualifying under the New Jersey Family Leave Act. 

 
Physical or mental disability: A physical or mental impairment that substantially limits 

one or more of the major life activities of an individual. 

 
Qualifying exigency: An emergency or urgency. May include: short notice deployment; 

military events & related activities; childcare and school activities; financial and legal 

arrangements; counseling; rest and recuperation; post-deployment activities; and additional 

activities as agreed to by the employee and the Company. 

 
Reduced work schedule: A leave schedule that reduces an employee’s usual number of 

working hours per workweek, or hours per workday (except as used in relation to the 

NJFLA). 

 
Serious health condition: An illness, injury, impairment, or physical or mental health 

condition that involves one of the following: 

 
• Hospital Care - Inpatient Care (i.e., an overnight stay) in a hospital, hospice, residential 

medical care facility, including any period of incapacity or subsequent treatment in 

connection with or consequent to such inpatient care. 
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• Absence Plus Treatment - A period of incapacity of more than three consecutive 

calendar days (including subsequent treatment or period of incapacity relating to the 

same condition), that also involves: 

o Treatment two or more times by a health care provider, by a nurse or 

physician’s assistant under direct supervision of a health care provider, or by 

a provider of health care services (e.g., physical therapist) within 30 days of 

the beginning of the period of incapacity. The first visit must occur within 7 

days of first day of incapacity. 

o Treatment by a health care provider on at least one occasion (within 7 days of 

first day of incapacity) which results in a regimen of continuing treatment 

under the supervision of the health care provider. 

• Pregnancy - any period of incapacity due to pregnancy or for prenatal care. 

• Chronic Conditions Requiring Treatments - A chronic condition which: 

o Requires periodic visits (at least two visits per year) for treatment by a health 

care provider, or by a nurse or physician’s assistant under direct supervision 

of a health care provider. 

o Continues over an extended period of time (including recurring episodes of a 
single underlying condition). 

o May cause episodic rather than a continuing period of incapacity (e.g., 
asthma, diabetes, epilepsy, etc.) 

• Permanent/Long-Term Conditions Requiring Supervision - a period of incapacity 

which is permanent or long-term due to a condition for which treatment may not be 

effective. The employee or family member must be under the continuing supervision 

of, but need not be receiving active treatment by, a health care provider. Examples 

include Alzheimer’s, a severe stroke, or the terminal stages of a disease. 

• Multiple Treatments (Non-Chronic Conditions) - any period of absence to receive 

multiple treatments (including any period of recovery there from) by a health care 

provider or by a provider of health care services under orders of, or on referral by, a 

health care provider, either for restorative surgery after an accident or other injury, or 

for a condition that would likely result in a period of incapacity of more than three 

consecutive calendar days in the absence of medical intervention or treatment, such as 

cancer (chemotherapy, radiation, etc.), severe arthritis (physical therapy), and kidney 

disease (dialysis). 

 
Service member: A member of the Armed Forces, including a member of the National 

Guard or Reserves, or a veteran, who is undergoing medical treatment, recuperation, or 

therapy, is otherwise in outpatient status, or is otherwise on temporary disability retired 

list, for a serious injury or illness. 

 
Spouse: A husband or wife as defined or recognized under state law for purposes of 

marriage, including common law marriage. 
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Unable to perform the functions of the position: A finding from a health care provider 

that an employee is unable to work at all or is unable to perform any of the essential 

functions of his/her position. 

 
OTHER FACTS AND INFORMATION 

These Programs are Not an Employment Contract These programs shall not be deemed 

to constitute a contract between the Company and any employee nor shall anything herein 

contained be deemed to give any employee any right to be retained in the employ of the 

Company or to interfere with the right of the Company to discharge any employee at any 

time and to treat the employee without regard to the effect which such treatment might have 

upon the employee as a participant in these programs. 

 
Right to Amend Programs The programs may be amended or terminated by the Chief 

Executive Officer of FirstEnergy Corp. or his or her appointed designee at any time or for 

employees represented by a labor union in accordance with the applicable collective 

bargaining agreements. 

 
Participating Employers and Identification Numbers 

 
The Cleveland Electric Illuminating Company 

EIN 34-0150020 
FirstEnergy Service Company 

EIN 34-1968288 

 

Jersey Central Power & Light Company 

EIN 21-0485010 

Metropolitan Edison Company 

EIN 23-0870160 

 

Monongahela Power Company 

EIN 13-5229392 

Ohio Edison Company 

EIN 34-0437786 

 

Pennsylvania Electric Company 

EIN 25-0718085 

Pennsylvania Power Company 

EIN 25-0718810 

 

Potomac Edison Company  

EIN 13-5480882 

The Toledo Edison Company 

EIN 34-4375005 

 

West Penn Power Company 

EIN 13-5480882 

 

 

Additions or deletions to the list of Participating Employers may be made at any time 

at the sole discretion of the Program Sponsor. An up-to-date listing of Participating 
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Employers may be obtained from the Plan Administrator. 

 
Participating Unions 

This Program applies to represented employees to the extent that it does not conflict with 

specific language in the collective bargaining agreement between the company and the 

union. Represented employees should refer to their collective bargaining agreement. 


