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Earned Paid Sick Time 
Discussion Summary 

 
 
Disclaimer:  This is not a legal interpretation of the ordinance or nor is this document intended to provide 
any legal guidance, opinions or formal summary on the ordinance. It is just meant to be a general 
summary for discussion purposes only based on one lay-person’s reading of the ordinance.  For 
guidance on what this ordinance means for you, your organization, or your employees, you should 
review the entire ordinance yourself and consult with your own legal and human resource professional 
advisors.  Do NOT rely on this interpretation! 
 
ER means EmployER, and EE means EmployEE. 
 
Key points of the ordinance: 
 
The ordinance applies to: 

• All employers in SA including non-profits. The only entity exempted from having to comply is 
federal, state, or local governments. 

• Only time different arrangements can be made is if it is part of a Union contract. 
• All full and part time paid employees working more than 80 hours in a year have to accrued paid 

sick leave based on their hours works. 
• This does not apply to volunteers and unpaid interns, but it does apply to paid interns, seasonal 

workers, temp workers and leased employees.  
• It does not apply to independent contractors (but the rules defining an independent contractor 

hasn’t changed so can’t just convert employees to independent contract workers.  
• Work schedules or frequency of time worked doesn’t matter at all. It simply is if a paid employee 

works more than 80 hours in a year, they must be awarded paid sick leave based on their actual 
hours worked. 

 
Required Accrual of paid sick leave: 

• Employees individually get 1 hour of earned paid sick time for every 30 hours worked up to:   
o 64 hours (8 8-hour days) for ERs with more than 15 W-2 employees. 
o 48 hours (6 8-hour days) for ERs with 15 or less W-2 employees. 

• Time must accrue in 1-hour increments.  
• Employer can grant the accrual in advance of it being earned but they can’t adjust the accrual to 

a standard monthly amount that would result in a late accrual for any individual employee based 
on their time worked. 

• An Employer can have paid sick leave policies that are more generous than the ordinance, but 
not less generous. 

• Employers must allow a carryover of either 64 (or 48) hours of unused leave from 1 year to the 
next. 



• Companies that merge or take over another company has to carry-over accrual balances from the 
other company. 

• If an employee leaves your employment but is rehired within 6 months of their separation date, 
you must give them back whatever accrued & unused paid leave they had at the time of their 
separation. 

• Accruals start on date of employment.  
• At-will employees (meaning those without an employment contract of 1 year) must be allowed to 

take paid sick leave as soon as it is accrued.  – so no waiting periods. 
• Employees with at least a 1-year employment contract can have no more than a 60-day waiting 

period before they can take paid leave. 
 
Eligible purposes for taking leave: 

• Employee or employee’s family member with a physical or mental illness or injury, for 
preventative care. Or, EE or family member who has been a victim of abuse, sexual assault, or 
stalking seeking medical care, relocation, victim services, or participating in legal or court order 
actions. 

• No requests for documentation or verification allowed unless leave is for more than 3 consecutive 
work days & can’t require an employee to explain the nature of the need for leave. 

• Employees have to request paid leave before the start of their shift. 
• Prohibited from asking or requiring employees to find someone to replace them during their 

absence. 
 
Other employer obligations under the ordinance: 

• ER has to give every employee a monthly written statement showing what paid leave they have 
left. 

• ERs will have to keep all records about leave accrual and leave taken records for the same 
period required under federal regulations governing employment records. 

• ERs have to include in their Employee Handbooks a notice of EEs rights & remedies under the 
City Ordinance. 

• ERs are required to post signage about this ordinance (sign details are not yet established by the 
City dept assigned to create them). 

 
Compliance with the Ordinance: 

• ERs have to have a complaint and investigation process established to deal with any EE 
complaints.  

• EEs have 2 years from the date of a violation to file a complaint. 
• And of course there can be no retaliation against EEs requesting or taking the leave or filing a 

complaint or participating in an investigation about violations of the ordinance. 

• City Health Dept is the City’s enforcer of the ordinance and can levy fines up to $500 per 
violation.   [comment: need to find out if a violation of the ordinance would also trigger a Texas 
Payday Law violation for wrongly paying an employee that would be separately investigated by 
The Texas Workforce Commission and subject to daily penalties from the State in accordance 
with that law.] 


