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MATERNAL BIRTH LEAVE (MBL) FREQUENTLY ASKED QUESTIONS

The answers in these FAQs are intended to provide guidance to Executive Branch agencies in the State of Georgia. 


(1) What is the effective date of the maternal birth leave law?

The state law establishing maternal birth leave for eligible state employees becomes effective July 1, 2026.

(2) Is MBL retroactive?

Maternal birth leave cannot be granted for absences that occurred prior to the effective date of the state law (July 1, 2026), but the leave can be taken based on a qualifying life event (QLE) that occurs prior to the effective date. Leave must be taken in the three-week period immediately following the qualifying event (but, again, the leave cannot occur before the July 1, 2026, effective date).

For example, a qualifying employee whose QLE is June 22, 2026, could not take MBL until July 1, 2026, and could not take MBL after July 13, 2026.

(3) What is a qualifying life event for MBL?

The statute establishing MBL states that the leave is available only for the QLE of “giving birth to one or more children in a single or multiple pregnancy.” MBL is defined in statute as “a period of paid time off from work necessary to recuperate as a result of a qualifying life event.” The intent of this leave is to aid employees with the physical recovery from childbirth, while other leave, such as Paid Parental Leave (PPL), may be used for bonding. MBL is not available to spouses, nor is it available for adoption or foster care.

(4) If an employee qualifies for both MBL and FMLA leave, what is the total number of weeks that can be taken?

State Personnel Board Rule 16, Absence from Work, includes the following provision concerning paid parental leave:

If an employee eligible for paid parental leave is also eligible for leave under the federal Family and Medical Leave Act (FMLA) (see Rule 478-1-.23, Family and Medical Leave), an agency may, by written policy, require paid parental leave to run concurrently with FMLA leave.

Proposed modifications to Rule 16 incorporate maternal birth leave into this provision.

If the agency adopts such a policy, and the employee is eligible for FMLA leave at the time MBL begins, the total of MBL and FMLA leave could not exceed 12 weeks. However, because an employee could be eligible for MBL before she becomes eligible for FMLA leave, a new employee who takes MBL prior to becoming eligible for FMLA leave may be entitled to as much as 15 weeks.




(5) If an employee is eligible for FMLA leave for childbirth and also has accrued leave to apply to the absence, in what order should the agency apply paid leave? Should the agency apply MBL and PPL before accrued paid leave?

An agency should accommodate an employee’s preference of order between the use of accrued leave, MBL,  or PPL to cover the FMLA-eligible absence for the birth of a child, but the employee should be advised that MBL can be taken only in the three weeks immediately following childbirth. If an employee expresses no preference of order, MBL should be applied first, followed by PPL.

(6) What are the leave codes for MBL?

Information regarding leave codes for MBL in GA@WORK will be provided by SAO by October 1, 2026. Prior to that date, MBL should be coded as “Admin Leave - Commissioner.” 

(7) Does the leave management system load MBL the way it loads education support leave?

No. MBL is not based on the fiscal year, so the leave does not automatically appear in the system at the beginning of each fiscal year.

(8) State Personnel Board Rule 23, Family and Medical Leave, contains a statement that for the purpose of eligibility determination, the state is considered one employer. Is that the same for MBL?

Yes. An employee could combine service across more than one employing entity to meet the eligibility requirement.

(9) Is an eligible employee limited to a maximum allotment of 120 hours of MBL if transferring to another employing entity within the state, or would the 120 hours start over if an eligible employee transfers?

An eligible employee is limited to a maximum allotment of 120 hours of MBL per qualifying life event, which must be taken in the three-week period immediately following the qualifying event, across all state employers. Transfer during that three-week period would not increase the amount of MBL available.

(10) Does MBL apply toward the 1,250 hours of work necessary for eligibility for FMLA leave?

No. State Personnel Board Rule 23, Family and Medical Leave, states that “holidays and time spent on paid or unpaid leave or suspension do not count toward the 1,250 hours.”

(11) May an agency require an employee to take MBL only in a continuous block?

No. Although an agency may have a policy that requires FMLA leave for the birth of a child or placement of a child for adoption or foster care to be taken in a continuous block, the state law establishing MBL contains no such limitation. However, because of the three-week limitation on use of MBL, an employee who does not use leave in a continuous block will not be able to use the full allotment of leave.

(12) Is there a limitation on approving MBL to be taken on an intermittent basis?

Because of the three-week limitation on use of MBL, an employee who does not use leave in a continuous block will not be able to use the full allotment of leave.

(13) Is MBL prorated for hourly employees?

No. The state law does not provide that leave for hourly employees must be prorated. All eligible employees may use up to 120 hours of MBL.


(14) Can an employee receive MBL while on short-term disability? 

We are awaiting information from the State’s short-term disability provider and expect to receive it soon. This FAQ will be updated as soon as the information is received.

(15) If a state holiday falls during an employee’s MBL, does the employee receive paid leave as well as holiday pay?

If a paid state holiday takes place during an eligible employee’s maternal birth leave, the employee will be compensated only for the state holiday.

(16) How should an agency communicate the availability of MBL?

The law establishing MBL requires agencies to communicate the potential availability of MBL to employees upon hire and annually thereafter. Agencies have discretion to determine the form of the communication.
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APPENDIX A


Awaiting information from The Standard to explain interaction of MBL with Short-term disability. We expect to receive the information soon. Once received, the information will be inserted here.
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