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Prepare. 

Have you carefully examined your workplace safety policies, including

Minnesota's requirements for COVID-19 preparedness plans, compliance with

Governor Walz's Executive Orders, City Orders, OSHA and CDC guidelines?

CDC guidance

Governor Walz Executive Orders

Minnesota Department of Labor and Industry Preparedness Plans

OSHA

Regardless of the industry, and regardless of whether the business is a critical or non-critical business,

employers need to be aware of the current guidance and requirements issued by local, state and federal

agencies. The CDC, state departments of health, state and federal departments of labor, OSHA, governors and

mayors, are all issuing guides, executive orders, and regulations regarding COVID-19. In some cases, such as

with the CDC, the guides are recommended and not mandated.  In other cases, the rules are required, and

employers can be penalized for failing to adhere to them. A recent example is a restaurant owner in St. Paul

who was fined $7,000 by OSHA when a server failed to wear a mask. The requirements are continuously

changing, and employers must remain on top of all relevant agency proclamations.  Employers need to be

vigilant in identifying the most current rules and guidance which apply to their business.

In Minnesota applicable rules include:

Important components of a preparedness plan.

Basic infection prevention measures, such as hand washing, wearing face masks, sanitizing surface areas

which are frequently touched, and social distancing;

Policies and procedures for prompt identification and isolation of individuals who are sick.  This includes

tools such as taking temperatures, screening questions, requiring employees to report when they are sick or

experiencing symptoms of COVID-19;

Housekeeping, including cleaning, disinfecting and decontamination;

Workplace flexibilities such as encouraging sick employees to stay home and waiving a healthcare

provider’s note for absences or return to work;

Workplace controls to control workplace hazards, including administrative controls (i.e. discontinuing work

travel, staggering shifts, minimizing face-to-face meetings), engineering controls (i.e. high-efficiency air

filters, installation of clear plastic sneeze guards), providing safe work practices (i.e. tissues, no-touch trash

cans, hand sanitizer, disinfectants), and PPE (i.e. face masks or face shields, gloves, goggles);

Drop-off, pick-up and delivery protections and protocols; and

Communications and training practices and protocols for workers and managers regarding implementation

of the plan.
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Is additional information needed?

Additional topics should continue to be added to the preparedness plan depending on the industry and type of

business.  The risk of transmission, particularly from third parties such as customers and vendors, obviously

depends on the type of business.  The physical facility in which the business is located is also a factor in

developing a preparedness plan.  If, for example, the employer’s office does not have wide aisles that would

permit social distancing and there is a lot of foot traffic in the aisles and halls, the employer may have to

consider instituting one-way travel.  If the office has an open format or uses cubicles that do not go to the

ceiling, shifts may have to reassigned so that employees can still socially distance themselves, or desks will

have to be moved to other space to maintain at least six feet of distance.

Establish committees. 
It is recommended that employers establish committees or task forces to assist in the development and

maintenance of a preparedness plan.  The committee/task-force should include employees from as many

departments as possible, in addition to management and supervisory representatives.  An employee committee

can be instrumental in the messaging and enforcement of a preparedness plan.  Members of such a committee

can bring forth employee concerns about safety and hygiene for consideration by the committee.  For example,

a client was planning to close the kitchen because of the complications and additional sanitizing required to

maintain the safety of the kitchen.  The employees on the COVID committee did not want to close the kitchen

and came up with an alternative – employees must wear gloves when they go into the kitchen.  The client

would not have thought of this alternative on its own.

The plan must be enforced by management. 

It is imperative that managers and supervisors are clear on the requirements of the plan and the necessity to

enforce the plan.  Where the employer is providing sanitizing and infection control aids, such as handwipes,

disinfectant and/or tissues, supplies and inventory must be maintained.  If the employer provides these aids

employees will expect and rely on the availability of these items.  Managers and supervisors should coach and

discipline employees who do not comply with the plan.  If employees observe that the employer is not enforcing

the employee obligations set forth in the plan, such as wearing face masks, social distancing and sanitizing

frequently touched surfaces, they will also become sloppy and fail to comply.  Consistency in enforcement is

critical to ensure effective implementation of the plan.
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Plan for
potential
COVID-19
exposure
in the
workplace.
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Have you planned for a potential COVID-19 case
in your workplace?

It may be inevitable that a customer or vendor who has come on to your premises, or an employee, will contract

COVID-19.  Employers should be prepared for this possibility.  A business should develop a written plan that

addresses the various steps to be taken once the business is informed that someone who was on its premises

has become infected.  Once the infection has occurred, it is too late to begin the research.  Employers should

already have determined what they will do.

Closing? Research best practices to determine whether the business needs to close.

Cleaning Plan - Who will perform the cleaning and when?

Contact Tracing - How will you determine which employees came into contact with the infected person?

Quarantine Plan - Who should stay home and for how long? 

Communications Plan - What communications will need to go out to employees and others?

An exposure plan should include:

How will you conduct contact tracing?

One of the first steps in contact tracing is to determine which employees have been exposed.  Identify close

contacts of the affected individual – typically this would include people who have had at least 15 minutes of

contact within 6 feet of a person who tested positive. The time period for the exposure tracing should begin two

days prior to the day the individual developed symptoms.  It is unnecessary to give these names to local or state

public health agencies.   https://www.health.state.mn.us/diseases/coronavirus/sickemployee.pdf

What is your cleaning plan?

The plan should also address the cleaning which will be required.  The CDC recommends specific steps or

cleaning and disinfection when a facility is shut down because of a COVID-19 case or outbreak.  Cleaning staff

should clean and disinfect all areas, including offices, bathroom and common areas, focusing on frequently

touched surfaces.  The CDC provides a list of EPA approved cleaning products for use against COVID-19. 

If the employer intends to use a third party to sanitize the premises, the employer should select and develop a

relationship with the company concerning its expectations and needs.   If a shutdown is necessary, the

employer will want to close for as short a time as possible, and not waste time figuring out the necessary steps

after the infection.  Operations can resume as soon as the cleaning and disinfection are completed, so a

business will waste time and resources if it waits to begin the search for the third party after the shutdown

begins.
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What quarantine precautions should be
taken?
An employer should inform employees who were exposed to stay home for 14 days from the last day they were

exposed to the infected person if they work at a noncritical business, or 10 days from the last day of exposure if

they work at a critical business.

Employers should track the number of days that exposed employees stay home to ensure they do not return to

work too soon.  Employees who develop symptoms once they are sent home should remain at home until:

1. They feel better; and

2. It has been 10 days since they first felt sick; and

3. They have had no fever for the last three days, without using medicine to control the fever.

Returning employees should be screened before they can start work.  It is not recommended or required that

employees provide a note from a doctor clearing them to return to work.

COVID-19 Exposure - Resources
The CDC offers significant guidance on steps when there are suspected or confirmed cases of COVID-19 in the

workplace.  https://www.cdc.gov/coronavirus/2019-ncov/community/general-business-faq.html  

Many state departments of health also publish guidance for employers when there is a COVID-19 outbreak.  For

example, the Minnesota Department of Health has published a document “What to do if an employee has

COVID-19.”  https://www.health.state.mn.us/diseases/coronavirus/sickemployee.pdf

The CDC has special rules for critical infrastructure businesses.  Critical infrastructure employees may be

permitted to continue work following potential exposure to COVID-19, provided they remain symptom free and

additional precautions are taken to protect them and the community.  Businesses should consult CDC guidance

in preparing their plans for addressing potential COVID-19 exposure in their workplace or business. 
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In March 2020, Governor Walz issued an Executive Order closing businesses or requiring much of the

Minnesota workforce to shelter in place.  Now, after shelter in place/work at home requirements have been

loosened or eliminated, employers and employees are starting to return to work and employers are considering

whether to allow employees to continue to work remotely and if so, how best to accomplish the task. The next

few pages will  explore the multitude of issues and considerations for employers and decisions that must be

made.

  

Remote Workforce

Considerations facing employers looking at long-
term remote work.

What are the wage and hour issues and differences between exempt and non-exempt employees and what

must be done in terms of recording and reporting time?  Should the employer put in place a formal remote

work policy or are individual agreements with employees better?  Either way, should employees have to

sign and acknowledge policies, protocols and requirements?

What are considerations around employees’ use of personal equipment versus company equipment?

Are there different considerations if the continuation of remote working is required by the employer or is

requested by the employee?

What are possible areas of business liability that the employer needs to take into consideration?  

Should the employer require employees who are working at home to sign a waiver of liability?  Should

employees returning to the workplace be required to sign a waiver of liability?

Are there issues regarding confidentiality of company information or clients’ information to consider?

How should expense reimbursement be handled?  Must or should employees be reimbursed for properly

equipping their home office and if so, including what and how?

How can you assess employee performance and productivity in a remote workplace?

Should employees be required to submit status reports?

Should the employer monitor employee productivity be using software on laptops?

Are there concerns about data security with everyone working remote or some working remote?  Has the

employer shopped for or considered getting cybersecurity insurance?

How is it handled when employee signatures are required for something?  Do you understand the law

regarding electronic signatures?

Should and may an employer limit the employee doing other work or activities or disclaim employer

responsibility if they do so?  (e.g., side gigs, dependent care)
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If the entire workplace is not working remotely but rather an individual request is made by an employee, in

addition to the considerations stated elsewhere in this guide, the employer should strongly consider having an

individual telecommuting agreement spelling out details with regard to employee responsibilities, timekeeping

and reporting, right to change terms set forth by the employer, status reports, adequate home working

arrangements, confidentiality, data security and many of the other things listed above as considerations and

issues. We have sample teleworking agreements, and can tailor them to help businesses if needed.

On July 28, 2020, the Minnesota Department of Labor and Industry (“DOLI”) issued a supplemental set of

frequently asked questions (FAQs) which included the DOLI’s take on the present effect of Governor Walz’s

Executive Orders with regard to working remotely.  The DOLI states unequivocally that Walz’s Executive Order

still requires the employer to allow employees to work remotely if their work can be done remotely.  In addition,

it suggests that employees might have rights to pursue legal claims if they are not allowed to do so, if they can

show that they can work effectively from home. The guidance suggests that the employee can either report a

violation to a government agency or law enforcement authority or even contact a private employee rights

attorney.  

Employers should think and act carefully with regard to requiring employees to return to the workplace.

Document the business justifications, attempt hybrid work at work and work at home policies, look at individual

workers as opposed to employees as a group and get careful and thorough information from any employee

who does not wholeheartedly agree to return to the office.

Employee requests to work remotely or continue
working remotely.

Wage and hour issues in working remotely for
non-exempt employees.

Both state and federal laws have rigorous reporting obligations for businesses, particularly for non-exempt

employee time.  It can be more difficult to track the hours worked and work done when employees are working

at home.  To the extent those wrinkles have not been totally ironed out during the exigent requirement to have

employees working at home and sheltering in place, there are several things to think about and make sure that

the business has complied with requirements, especially when looking at remote working in the long-term.  

Working remotely can be both a benefit and a bane for business.  Employees are less likely to maintain a set

schedule and company policies may not exist to the extent that they should or may be difficult to monitor.

Technology inefficiencies and interruptions or difficulties can cause employees to take longer to do things that

they could do more efficiently in the office or work environment, resulting in longer working hours or overtime

compensation issues.   

The U.S. Department of Labor has published guidance concerning tracking work hours for nonexempt

employees who are working from home.  The  DOL states that employers have an obligation to exercise

reasonable diligence in tracking teleworking employees’ hours of work. See:

https://www.dol.gov/sites/dolgov/files/WHD/legacy/files/fab_2020_5.pdf
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It is advisable to adopt comprehensive policies and make those known to the employees and train them on

the appropriate methods and requirements.  

Make sure that all time worked is paid even if it is not previously demanded or known.  

Expense reimbursements should be tied to actual and receipted expenses so as not to have to be factored

into an employee’s rate of pay for purposes of overtime compensation or income.  

Set and make known the meal break protocols and whether they are paid or unpaid and make sure that

they are recorded, particularly if they are planned to be unpaid time.  

If the employees' job duties require them to remain in their home office or close to their office, consider

having a written on-call time policy because on-call time may be compensable under both Minnesota and

federal law.  

If duties change for exempt employees because of either working remote or changes in the workplace,

make sure their exempt status is either monitored or maintained or make them non-exempt for wage and

hour purposes.  

If their hours or compensation have changed, make sure they meet the salary level and any duty

requirements if you plan to keep them as exempt employees.  

Reminder: these are tips, and are not an exhaustive list that the business needs to consider with regard to wage

and hour laws and considerations.

Non-exempt remote employees : tips for employers.

Employee reluctance or refusal to return to work
after telecommuting, furlough, or layoff.

In each instance of a reluctance or refusal the employer needs to find out what the reason or reasons are and

document those.

Be careful about what the employer can legally ask about, for example what medical conditions can be safely

asked about.

Find out if the employee has contracted COVID-19, had symptoms of COVID-19, or has been tested and if so

what the test results were and when the test occurred.

Many Minnesota businesses are currently in the process of reopening for business, recalling employees from

furlough or layoff, or being able to increase their business opportunities after the long dry spell in the last few

months.  Businesses are also recalling employees who have been working remotely during the time of “Shelter in

Place.”  In doing so, employers have been surprised and disappointed to find that some employees remain either

uneasy or steadfast in their desire not to return to work or not to return to the office. Various reasons are being

advanced or exist for employees, which may include a concern for the working conditions being unsafe or a

generalized fear about catching COVID-19 during the ongoing pandemic.  Some laid off or furloughed employees

have been receiving unemployment compensation and do not want to give it up. Others fear that the jobs to

which they are returning are not “suitable employment" or an employee's health condition poses a direct threat to

themself or others due to a medical condition (see page 21 for ADA regulations). There are legal landmines in

addressing employee concerns to be avoided by employers and we offer some tips in this guide.  
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Employee wants to work remotely: tips for
employers.

The employer should explore the employee’s reasons and concerns for wanting to work remotely.

The employer should communicate with the employee its considerations and business reasons for wanting

or needing the employee to be in the workplace.

The employer, preferably in conjunction with the employee or taking into consideration employee’s reasons

as well as the business needs, should see if there is some kind of compromise or hybrid solution that could

meet both sides’ concerns.

As always, the employer should document the communications with employee and employer’s stated

business needs and reasons.

If there is an impasse resulting in the employee leaving employment. The employer should report the

termination, voluntary or involuntary, to DEED after which, assuming the employee files for unemployment

compensation, the Department will ultimately determine eligibility.
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Who is Eligible for

Unemployment

Benefits?

Page 14



Employers should request information from the employee about whatever particularized concerns they have,

e.g. environmental, other employees with the virus, or employee vulnerability because of their own health

conditions.

The employer should inform the employee of the proactive measures the business is taking to create

satisfactory working conditions.  

All of the above and anything else that occurs should be well documented by the employer to defend against

eligibility for unemployment compensation benefits and to show that it has adequately investigated.

Both employers and employees have concerns regarding eligibility for unemployment benefits of employees

whose employment is terminated during the pandemic. Employers generally wish to avoid unemployment claims

while employees, of course, wish to secure benefits. Whether an employee will be eligible for unemployment

benefits turns on the unique facts and circumstances of each case. Generally, employees who voluntarily resign

or refuse to perform their jobs are not eligible for benefits. Conversely, employees who are discharged through

no fault of their own are eligible. The pandemic, however, presents potential, unique twists to these issues.  Some

of these potential twists are discussed below.

Refusal or termination over concern of unsafe
working conditions. 

Employees generally will not be eligible for unemployment compensation/jobless benefits unless they show that

there was imminent danger of death or serious physical harm that would make any average worker quit or

refuse to return to the workplace.

Eligible for unemployment benefits?

Communicate with the employee to hear their concerns.

Reassure them that the business is following public health guidelines of the CDC and OSHA and any state

requirements and describe the specifics of what the business has done.

Talk to the employee about the implications for them with respect to unemployment if they do not return.

Document all of the above.

It would be advisable to do a written recall notice.

Report to DEED.

Make sure to remain up to date on OSHA regulations and rules with regard to employee concerted activity

and anti-retaliation.

Employee refuses to return or quits based on
generalized fears about being back in the
workplace.

Generally speaking a fear of returning to work is not enough to be eligible for unemployment compensation benefits.  

Tips for Employers:
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The types of risks identified in the CDC guidelines include being over age 65, having chronic lung disease,

having a serious heart condition, obesity, diabetes, chronic kidney or liver disease, or being

immunocompromised.  

Employer may have to give consideration for continued leave or other reasonable accommodations.

Employer should tell employee that it will report the employment offer made and refused to DEED and

document.

Send a written recall notice.

Employee may be high-risk.
Generally, unless the employee shows she/he fits one of the listed risks, and/or the employer does not offer

accommodation, the employee will not be eligible for benefits.

Employee refuses or is reluctant to return
because they want the unemployment
compensation benefits.

b. S

Employee claims they can’t return to work

because of childcare responsibilities.

Check whether they may qualify for Families First Coronavirus Response Act (FFCRA or Act) benefits, either

because they have not used all of the available benefits or if they meet the eligibility criteria. The FFCRA

requires certain employers to provide their employees with paid sick leave and expanded family and medical

leave for specified reasons related to COVID-19.  For more information click here and see page 18 of this guide. 
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Paid leave under the Families First Coronavirus
Response Act.

Emergency Family and Medical Leave (“EFML”)

Emergency Paid Sick Leave ("EPSL").  

During the COVID-19 pandemic, most employers with fewer than 500 employees (other than health care

providers) must remember the paid leave of absence rights granted to employees under the Families First

Coronavirus Response Act (“FFCRA”).  

There are generally two categories of paid leave under the FFCRA:   

1.

2.

Emergency Family and Medical Leave 

An employee “is unable to work (or telework)” due to a need to care for his or her children, under age 18, if

the children’s school or place of care has been closed; or

The children’s child care provider is unavailable due to an emergency with respect to COVID-19 declared by

federal, state and/or local government.

The position held by the employee when the leave commenced no longer exists due to economic

conditions or other changes in the employer’s operating conditions that affect employment, and are caused

by a public health emergency during the period of leave.

The employer makes “reasonable efforts” to reinstate the employee to an equivalent position.

If the employer’s “reasonable efforts” fail, the employer makes “reasonable efforts” to contact the employee

if an equivalent position becomes available during the following year.

This leave applies to all employees who have been employed for 30 calendar days and includes businesses

with fewer than 50 employees who are not otherwise covered by the existing FMLA.

Employees are entitled to up to 12 weeks of EFML for a “qualifying need related to a public health emergency.”

This is a temporary addition to the existing Family and Medical Leave Act (“FMLA”) which is scheduled to end

December 31, 2020.

A qualified need related to a public health emergency exists when:

The first 10 days of this leave can be unpaid. Employers can require employees to substitute any of their

accrued vacation or sick time during the unpaid portion of their leave, but employees cannot be required to use

such paid time during the remainder of the emergency leave.  After the first 10 days, employees will be paid 2/3

of the employee’s usual pay with a cap of $200 per day and a cap of $10,000 in total.

Employers must reinstate employees who take EFML to their previous position or an equivalent position upon

their return from leave. There is a relaxation of this requirement in certain circumstances for employers who

employ fewer than 25 employees. These smaller employers do not need to reinstate an employee to his or her

job following EFML if:
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Emergency Paid Sick Leave

The employee is subject to a quarantine or isolation order related to COVID-19.

The employee has been advised by a health care provider to self-quarantine due to COVID-19 .

The employee is experiencing symptoms of COVID-19 and seeking a medical diagnosis.

The employee is caring for an individual who is subject to an order as described in subparagraph 1 or has

been advised as described in subparagraph 2.

The employee is caring for a child if child’s school or child care has been closed or the child care provider is

unavailable due to COVID-19 precautions.

The employee is experiencing any other substantially similar conditions specified by the Secretary of Health

and Human.

Covered employers must also provide eligible employees with two weeks of emergency paid sick leave

(“EPSL”), paid at the employee’s regular rate of pay, under the FFCRA.  Eligible employees are those who are

unable to work or telework as a result of a need for leave arising due to ANY of the following:

1.

2.

3.

4.

5.

6.

Full-time employees are entitled up to 80 hours of EPSL.  Part-time employees are entitled to an amount of

emergency paid sick leave based on the average number of hours they work over a two-week period.  All

employees are covered regardless of how long they have been employed.  The total amount that must be paid

for employees who are taking EPSL for quarantine, advised quarantine or symptoms can be capped at $511 per

day and $5,110 in the aggregate.  Every employee who takes EPSL because of caring for individual, closure of

child care or other is to be paid at a rate of compensation no less than 2/3 of their regular rate of pay, up to a

cap of $200 per day and $2,000 in the aggregate.

The EPSL is in addition to any other paid time off the employer may already offer to their employees.  Employers

cannot require employees to exhaust any of their employer-provided leave time before taking EPSL under the

FFCRA.  Also, employers cannot require employees to find a replacement employee during their absence.

Covered employers must post and keep posted, in conspicuous places, a notice to be provided by the

Department of Labor discussing these leave requirements.
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The U.S. Department of Labor guidance discusses the application of the FFCRA’s Expanded FMLA leave to

parents who must remain at home because their children’s school is not in session every day. Many, if not most,

schools are operating on a hybrid schedule, where students spend some days attending class in person and the

remaining days of the week to remain at home doing distance learning. This scenario allows for social

distancing when students are attending in person classes.  The DOL has stated that on a day when the hybrid

schedule requires a child to be home for distance learning, the school is “closed” for that student that day.

Therefore, the child’s parent would be eligible for expanded FMLA leave under the FFCRA, if the parent is

needed to care for the child and there is no other suitable person to do so.

 

What if the school allows parents to choose whether their child will attend school at all? Although the child can

attend school, the parents decide that the child will distance learn the entire week, even though their child could

attend school all or a portion of the week.  The DOL guidance states that in these circumstances, the parent is

not eligible for Expanded FMLA leave.  The school is not “closed” and the parent does not have to stay home to

care for the child.  The parent’s decision to stay at home is their own and is not due to the closure of the school.  

Thus, if in person classes are available the entire week, or several days a week, the parent is not entitled to

Expanded FMLA on the days the child could attend school.
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When considering transitioning back to the workplace (either bringing them back to the office after allowing

them to telework or reinstating them after being laid off), employers not only need to remember leave rights

under the FFCRA, which are outlined above, but also disability laws such as the Americans with Disabilities Act

(“ADA”) and state equivalents. In addition, since so much remains unknown about COVID-19, guidelines from the

Centers for Disease Control (“CDC”) must be consulted and employed.

Under the ADA, most employers are aware that reasonable accommodations of employees with disabilities are

required.  Employers should engage in an “interactive process” with such employees to learn their needs and

work with them to provide reasonable accommodations which do not impose an undue burden on the employer

but allow the employees to perform their essential job functions.  This fundamental legal obligation must be

kept in mind when dealing with employees who, for example, assert that they have underlying health conditions

that make it to risky to return to the office.  Allowing such employees to work from home may be a required,

reasonable accommodation in some cases.  If the employee’s job does not allow them to work from home, be

sure to provide any required leave under the FFCRA and FMLA.  An unpaid leave of absence may also be a

required accommodation under the ADA.

Working during the pandemic: ADA and other
issues.

The ADA generally prohibits employers from conducting medical examinations or health screenings of

employees except when “job-related and consistent with business necessity.” That standard is only met when

employees pose a direct threat to themselves or others due to their medical condition. The Equal Employment

Opportunity Commission (“EEOC”) has confirmed that COVID-19 constitutes a “direct threat” and, accordingly,

employers may conduct such health screenings as temperature checks, asking questions about symptoms

employees are experiencing, and COVID-19 tests.  It is important to remember, however, that while the ADA

allows these types of health screenings, it strictly regulates the information employers can share with other

employees. Generally, the results of such screenings cannot be shared in a way which identifies the employee

involved.  If an employee tests positive for the virus, other employees can generally be informed but the identity

of the employee cannot be divulged.  

Guidelines issued by the CDC are extensive.  For example, those guidelines set forth criteria for returning

employees to work if they have tested positive for COVID-19 or are merely experiencing symptoms that might

be caused by the virus.  For employees who have tested positive, the CDC guidelines generally provide the

employee can return to work after their fever has subsided (meaning below 100.4 degrees), respiratory

symptoms have improved, and the employee has received a negative test.  For employees who have symptoms

but have not been tested, the guidelines state the employee can return after fever has subsided for at least 72

hours, respiratory symptoms have improved and at least seven days have lapsed since the symptoms first

appeared. The CDC guidelines are often updated and revised and employers must consult them when trouble-

shooting such issues with employees.  
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Evaluate your COVID-19 workplace requirements
and seek professional advice when needed.

Employers have faced many new challenges arising from COVID-19 making it more important today than ever

before that thoughtful, comprehensive planning and policies are in place to ensure we keep our communities

healthy while also protecting against potential litigation.  Larkin Hoffman’s attorneys are available to help

organizations transition back to the workplace and navigate the many challenges caused by the pandemic. We

put together this guide to help answer some of the many questions your organization may be encountering

and to help you avoid potential pitfalls and unwanted outcomes. 

Our attorneys have been working hard throughout the pandemic to disseminate information as new rules and

regulations are announced.  Please visit our COVID-19 Resource Center for additional information and

subscribe to our Employment Blog to keep up-to-date as new information is released.   

This guide is based on regulations, rules and guidance in existence at the time the guide was prepared.  All

such regulations, rules and guidance are subject to change.  This guide is not intended to constitute legal

advice.  Employers should consult with their attorneys when implementing policies and making employment

decisions related to COVID-19.

Thank you,

Dan Ballintine

Phyllis Karasov

Dayle Nolan
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We advise clients on a wide variety of employment matters relating to the

pandemic.  We hope this information has been helpful and urge you to call

any of our Larkin Hoffman employment attorneys should you require further

guidance.
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