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Tips for Optimal Quality

Sound Quality
If you are listening via your computer speakers, please note that the quality 
of your sound will vary depending on the speed and quality of your internet 
connection.

If the sound quality is not satisfactory, you may listen via the phone: dial 
1-877-447-0294 and enter your Conference ID and PIN when prompted. 
Otherwise, please send us a chat or e-mail sound@straffordpub.com immediately 
so we can address the problem.

If you dialed in and have any difficulties during the call, press *0 for assistance.

Viewing Quality
To maximize your screen, press the ‘Full Screen’ symbol located on the bottom 
right of the slides. To exit full screen, press the Esc button.

FOR LIVE EVENT ONLY



Continuing Education Credits

In order for us to process your continuing education credit, you must confirm your 
participation in this webinar by completing and submitting the Attendance 
Affirmation/Evaluation after the webinar. 

A link to the Attendance Affirmation/Evaluation will be in the thank you email 
that you will receive immediately following the program.

For additional information about continuing education, call us at 1-800-926-7926 
ext. 2.

FOR LIVE EVENT ONLY



Program Materials

If you have not printed the conference materials for this program, please 
complete the following steps:

• Click on the link to the PDF of the slides for today’s program, which is located 
to the right of the slides, just above the Q&A box.

• The PDF will open a separate tab/window.  Print the slides by clicking on the 
printer icon.

FOR LIVE EVENT ONLY
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FORMULATING A PLAN TO RE-OPEN
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Where to Start 

 Know the requirements in the states where you have 
facilities and/or employees

 Assess on-site social distancing needs and hygiene 
measures

 Consider medical certifications and temperature taking

 Determine travel restrictions

 Plan for requests for accommodations 
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One Size Doesn’t Fit All 

 Consider CDC and industry recommendations

 OSHA requirements

 State requirements and recommendations

 What fits your business (employees, financials, 
customers/clients, culture)
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SOCIAL DISTANCING 
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Analyze Your Workplace

 Which employees are needed in the workplace when 
re-opening occurs?  Who can continue to work 
remotely? 

 What time do employees arrive/leave?

 Where do employees perform work?

 Where do employees congregate?

 What does the business have control over and what 
are shared or tenant spaces (including elevators)?
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Engineering Controls

 Increase ventilation; open windows

 Increase physical space between workers 
(e.g., rearrange work spaces so 6ft apart)

 Close gathering spaces (kitchens, meeting 
rooms)

 Consider physical barriers like desk partitions 

 Limit visitor access 



Administrative Controls

Distancing 

 Minimize face-to-face meetings, 
continue to replace with virtual 
(phone, email, instant messaging)

 If working can be productive from home, 
continue

 Stagger work days and times and 
lunch/break periods

 Consider use of face coverings even if 
not required by state

Hygiene 

 Discourage use of other workers' desks, 
phones, equipment, etc.

 Provide tissues, hand soap and sanitizer, 
disinfectants, disposable towels, no-
touch garbage cans

 Enhanced cleaning, especially of 
common areas and equipment
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Communicate With Employees

 Notify employees of latest 
relevant COVID-19 
updates and information

 Helps address the spread 
of misinformation

 Give clear guidance on 
return requirements
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Returning to the Physical Workplace

 DOCUMENT the steps 
the Company took to try 
to ensure employee 
health and safety
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HEALTH AND WELLNESS
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Requiring Medical Clearance 

 Can require employees who were ill with COVID-19 or who were 
required to quarantine to provide medical clearance to return to 
work

 Can ask employees to self-certify that within the past 14 days they 
have not:

– had any symptoms of COVID-19; 

– had close contact with any diagnosed with COVID-19; or

– traveled to a COVID-19 “hot spot”
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Taking Employee Temperatures

 EEOC says still permissible under the ADA to take employee temperatures 
while COVID-19 remains a pandemic 

– EEOC has also recently opined that it is permissible to test employees for COVID-19 if the 
test is accurate and reliable

 Some state re-opening orders require employees to certify that they do not 
have a fever

 If taking employee and/or visitor temperatures at work:  

– Consider social distancing while employees wait 

– Employee privacy and wage and hour issues
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Handling Signs Of Illness 

 Employees with temperatures that exceed 100.4° need 
to be sent home

 Employers can also send home employees with other 
objective signs of illness

 Have designated contact for employees who are 
feeling ill – whether they have been working remotely 
periodically or not

21



Handling Signs Of Illness 

 Have a contingency plan in place if an employee is 
diagnosed with COVID-19

– Immediately notify the local health department 

– Facilitate contact tracing

– Notify employees and other third parties in contact with the 
sick employee without identifying ill employee 

– Shutdown/sanitize if possible
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BUSINESS AND PERSONAL TRAVEL
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Business Travel 

 Non-essential business travel should still be minimized

– Continue to encourage remote meetings

 For essential business travel

– Plan for employees who object

– Determine in advance whether quarantine will be required 
upon arrival and/or return 

• *Check state requirements! 

24



Personal Travel 

 For employees who elect to travel for personal reasons 
(e.g., Florida vacation on June 1), employers can 
require the employee to avoid the workplace for 
quarantine period upon return

– Where no state requirement, can delineate between airline or 
car travel; travel to certain “hot spot” locations, etc.

– If employee is unable to telework, time can be unpaid 
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EMPLOYEE “ACCOMMODATIONS”  
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Employee Fears

 Employee or someone they live with are in high-risk 
group or immunocompromised 

– Consider short-term accommodation of continued remote 
working or leave of absence 

– ADA interactive process likely required when facing 
employee’s own disability (e.g., cancer, diabetes) 

– Important to be consistent in treatment 
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Employee Fears

 Employee (and everyone in their household) is in good 
health but afraid to return to the physical workplace

– No obligation to accommodate

– Remind/inform of all sanitization and social distancing steps 
taken 

– Can provide remote working or leave of absence – again, 
consistency is key 
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Other Issues That Could Hamper Return 

 Employee only has access to public transportation

 Employee has childcare issues due to closure of 
schools/daycares/summer camps

– Employers with less than 500 employees may have obligation 
to provide emergency FMLA for up to 12 weeks

• Small business exception for employers with less than 50 
employees

– Requires circumstances where compliance would jeopardize 
organization as a “going concern”

– No filing requirement or application process for exception
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Other Return Issues

 Re-establish expectation of on-site work for certain 
positions

 Re-establish performance and/or attendance 
expectations 

 Revisit commission and/or bonus targets 

 Evaluate other wage and hour issues, including pay 
reductions or furloughs 
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QUESTIONS?

For updates on business and legal issues related to the coronavirus please 
visit Thompson Hine’s COVID-19 Task Force webpage.
www.thompsonhine.com/services/covid-19-task-force
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