Results of COVID-19 Survey #3 – Member submitted questions – 116 Responses

Q3 If yes to #2, what is the amount of the bonus pay that you are offering?
- Amount yet to be determined
- Not yet determined. Increase in pay to hourly. Monthly stipend to salary
- Hourly rate increased for non-exempt employees
- 25% diff on all hours worked
- two times regular rate
- Variable and TBD - we have committed to employees that we will take care of them fairly during this situation.
- An additional $2/hour
- 600 per month for employees who are deemed essential, cannot work remotely and must report to the
physical state on a regular basis
- $2.00/hr. for every hour worked.
- Overtime for the scheduled time or actual time worked. Whichever is greater
- $2 per hour for hourly employees, $3 per hour for department managers.
- Special paid leave offered if employees need it due to childcare, health risks
- In our distribution centers we are reducing schedules to 6-hour days and paying for 8.
- $5.00 more per hour for hours worked.
- $2/hr. more

If YES, you are setting a cap on Full Time PTO, what is the amount of the cap?
- Negative 24 hours of PTO
- We are requiring all employees to take 40% of their annual allotment of PTO by May 31st, includes any time taken since
January 1.
- Only accrued to date
- Only what they have accrued (not allowing negative balances) we earn and take in the same year
- 2 weeks
- Essential personnel are not being given PTO

If YES, you are setting a cap on Part Time PTO, what is the amount of the cap?
-negative 24 hours PTO

Q13 What policy changes are you making in response to the Families First Coronavirus Response Act?
- Allowing for paid time spent to quarantine, childcare, essential services.
- Per the FFCRA, extending sick time and Changing requirements for FML.
- 2 weeks of additional PTO for those who are exposed/positive test, extenuating circumstances (positive test,
family member w/ COVID-19, school/childcare)
- We will be offering FMLA to parents who are unable to work or telework as well as 80 hours of paid sick leave.
- Donated Leave Policy, FMLA policy and Sick Time Policies have all been expanded to allow more flexibility for
staff.

- Following the FFCRA Guidelines and SHRM Policy recommendations
- Return to work requirements
- Providing 2 weeks of paid leave in addition to existing vacation benefit
- None, other than figuring out how to implement new federal statutes.
- Attendance policy put in abeyance. Employees can take time off as paid or unpaid if they are afraid to come
into work.
- Practice health and safety procedures
- None, we have more than 500 employees. We are already more generous than the FFCRA.
- Working Remotely Policy
- FMLA policy changes to comply with new law
- Just adherence to the FFCRA - nothing additional has been discussed.
- Not applicable to my business, it is too small.
- None at this time; still awaiting clarification on FMLA and Sick Leave Rules as they relate to each other.
- Allowing vacation hours payout sooner than end of our fiscal year June 30th
- We are part of the forced state shut down; we will discuss as part of the return to operations discussions.
- Updated emergency management plan.
- We have set up our own policies that are more generous than the Families First Coronavirus Response Act
- We are eliminating attendance points for callouts
- More telecommuting approved employees
- Complying with the requirements of sick pay etc.
- Writing a FFCRA leave policy for our org.
- Flexibility with attendance policy
- According to the law
- Making sure we adhere to the new law.
- Health insurance co. has waived the hourly threshold for employees to work. We are maintaining health
insurance for employees working below threshold.
- Any travel will be restricted and if they do travel, must report to HR or face termination.
- We are working but no more than 10 employees in the office. We are rotating employees to work every third
day and will pay for three weeks. After that time must use Personal or Vacation Days.
- Following the guidelines of the new policy
- Not making employees who feel uncomfortable come to work
- FMLA - updating policy.
- None –11 Responses
- Under Review/Still working on it – 5 Responses
- n/a - we are larger than 500 Employees -5 Responses
- We're working remotely - 6 Responses

Q 17 For those employees who are sent home symptomatic or diagnosed, what fitness for duty
certification are you requiring for them to return to work?
- Note from their doctor – 49 Responses
- Occupational Health - 3 Responses
- CDC Guidelines – 2 Responses
- None, as most physicians are not seeing patients unless they need to be tested or are struggling with their illness.
They must wait 14 days to return.
- Negative test result or doctor RTW clearance.
- Doctor's note or COVID test results
- None. just need to self-quarantine for 14 days
- Doctor Note or 14 Days without symptoms If mild symptoms, 24 hours without fever or symptoms
- None- it is recommended to not require it because doctors may not have time to create them.
- We are requiring a doctor's note stating they are fit for duty and the date they can return. Others maybe in 2-week
quarantine.
- Minimum 14-day self-quarantine, proof of negative testing result, and return to duty fitness note from doctor
- No temp for 24 hours prior to returning. To be out 2 weeks.
- Just 36 hours without fever.
- No Not going to clog up the health system. 14-day quarantine and 72 hours no symptoms then return
- Dr. Note or 14 days quarantine
- 72 hours symptom free without the use of masking medications (e.g. Tylenol, cough suppressant); no formal notes
- Require documentation to prove the employee is clear of the virus or tested negative
- None. Most employees cannot see a doctor so unless they are showing symptoms, we allow them to come back
after being symptom free for 24 hours
- Telemedicine or physician note.
- None required to date if symptoms are gone.

Additional Comments/Best Practices
- More call-in meetings to see if other departments are having any issues or suggestions.
- We are paying all employees throughout state-mandated shutdown period or until April 30, if we remain
closed for that long. State law now says all public ed employees will be paid for the entire shutdown.
- Proceed with caution one step at a time
- New concerns arise each day so this process needs to have flexibility to consider those challenges.
Communication is very important
- We are considering paying out the hourly floater holiday (which is the EE's birthday) early to help with pay
- Having an employee website devoted to COVID-19 and posting updates regularly.
- We are cleaning door handles, etc. daily, keeping our distance from one another, following the basic
guidelines.
- We have committed to being transparent with our team members to communicate when/if someone in the
facility is positively diagnosed with COVID-19. Be prudent, don't panic!

