SHRMLV COVID-19 Survey #4 – 91 responses (Responses received between 4/10 and noon on 4/14)

Q3 How are you recognizing and rewarding your essential employees (those that cannot work from home)?
- We are giving them an item every day. Today 2 tools of toilet paper, 2 rolls of paper towels, chocolate bars,
hand soap, body soap. Every day is something different. We also are buying the lunch/ dinner one a week. Last
week Chick Fillet boxes for everyone.
- We are paying $100/week "appreciation pay" for all frontline workers if they do not call out or miss days of
work each week for 6 weeks
- We are providing lunch once a week and we are giving a weekly $100 bonus
- $500 bonus
- $35 daily bonus for any work outside of your home
- Providing snacks, conduct raffles, select employee of the month, recognize performance at start of shift.
- Additional $2/per hour, pay for their food at break time, etc.
- Gift cards for restaurants, premium pay, lump sum payout at the end of the pandemic, adjusted hours
- Everyone is still getting paid until April 30th even if they have no work they can do from home
- Shout outs on companywide calls, bonuses
- IMPACT rewards program
- Paying them full pay
- Gift cards, lunches
- Gift cards, verbal recognition in meetings. We're public media, they live for this.

- All are essential, and we are rotating staff every third day they come in, to keep the number in the building
under 10. We are paying their days off.
- Lunch provided, executive visits and regular communication and thanks from senior leadership
- Online thank you's
- Hazard pay per day
- lunches, praise, thank you's, extra pay
- Compensation plan in place
- Just verbally thanking them for coming in to work on the days that they must.
- Some have received bonus.
- Additional dollars/hour.
- Paying employee health care premiums at 100%
- Additional weekly pay. based on how many days they must come into the office.
- Free lunches - 1x/week
- Paying all employee health insurance contribution costs. Weekly communications thanking all for their efforts.
- Verbal appreciation
- Mental Heath Days, Reduced hours but paid for full day Lunch
- An extra $1 hour for those who work their full shift on-site.
- Bonus pay
- Food
- Paying them rather than furloughing
- Incentive pay, gift bags, lunch, toilet paper, ice cream
- $500 bonus in next check
- Yes, additional $2 per hour.
- We are celebrating birthdays with mini cakes and gifts sent to their home. And other surprises like this.
- Letting them us all Sick, vacation and personal time balances. We removed the policies and are letting them use
all available PTO
- Gratitude
- Extra pay per full day worked
- Communicating appreciation daily.

Q5 If yes to question #4, what is the maximum reimbursement?
- No max but must be approved by manager
- $50
- $250
- Reimbursing for office supplies only (not furniture or equipment)
- We are discussing but haven't paid anything yet
- Most EEs took office equipment, eg printers, home if they didn't have that at home
- No dollar amount is max, just asking for reasonable requests
- Limited to printer ink for home printers at the moment, we supplied everything else

Key:
Green - Employees who had direct contact with the employee are required to self-isolate for 14 days.

Comments:
- No positive cases yet - 14 responses
- Anyone that said they may have been in contact with someone who tested positive, we had them self-isolate
- Follow proper guidelines and take appropriate precautions, again, while following CDC guidelines and
recommendations.
- Followed the BC Dept of Health recommendations
- Based on the new CDC guidelines, as long as they are asymptomatic, they can remain at work. Prior to this
weekend we required the self-quarantine for 14 days and were paid for those 14 days.
- Instructing other employees to closely monitor for symptoms.
- We are also notifying anyone in the area of the building the employee worked and asking them to self-isolate
for 14 days.
- Employee was working remotely
- Employees have to self-isolate and a response team is enacted to identify exposures and ensure a safe work
environment.
- Waiting for them to present symptoms or else we would lose too much of the workforce
- Following CDC guidelines for essential workers as of 4/8
- Following CDC guidelines related to exposure risk level

Q18 If yes to question #17, how long of a LOA are you allowing while still covering benefits and maintaining
job status?
-

Two weeks – 14 Responses
One Month/30 Days – 11 Responses
60 Days/Two months – 2 Responses
May use PTO only – 6 Responses
12 weeks – 2 Responses
One week
6 Weeks
6 months
Indefinite
Benefits a max of 60 days. Will hold job until end of July.
Until April 24th
No end date determined at this point.
Until 5/31/2020
Up to 12 weeks if high risk

Q20 If yes to #19, how are you planning to provide flexible schedules for workers with school age children?
- Flexible schedules/schedule shifts/ reduction in hours – 17 Responses
- Allowing working from home, working remotely – 11 Responses
- Don’t know/Case by case requests/ Manager’s discretion - 14 Responses
- Those who can work remotely can continue to do so; for whose jobs can't be done remotely, we will work with
them individually to create a flexible schedule option
- Remote work allowed. EE's note unavailability on calendar, flex schedule any way needed.
- Allowing staff to switch shifts provided they can find coverage
- Trying to accommodate schedules as best we can. Warehouse workers is more challenging.
- 24-hour facility, working with the employee to get on a workable schedule
- No, but provide additional time off/LOA
- Retail business, so many hours available at night and weekends
- Employees may use vacation time or work a flexible schedule

Q22 If yes to question #21, please indicate how you believe increases and incentives will be affected?
- None/frozen - 20 responses
- Not sure yet – 15 responses
- Lower – 3 responses
- Bonuses to those who rose to the challenge
- Most of the bonuses have been frozen and annual merit increases for exempt and PNE have been delayed.
-Due to a loss of revenue, we may have to forego merit increases. Our incentive plan goals will not be met and
therefore no bonuses will be paid for this fiscal year.
- As a nonprofit we likely won't have the money for increases when we normally do them in June
- Senior leaders may take a salary cut
- Increased bonus incentives to those who continued to work and increased merit raises.
- People who stepped up at this time will be recognized. Those who did not or who didn't do all they could to help
will also be noticed.
- These are based on sales; if sales are down, then increases and bonuses will also be down.
- Our bonuses are based on financial success of the company, we will see where we land at the end of the year,
but we anticipate we will give smaller bonuses if any for this year.
- Pay incentives have already been cut for 2020, merits will be determined in the fall
- Everything is frozen for management and other employees working from home. Increases are delayed until
further notice.
- I don't know if we'll turn a profit this year. If we don't turn a profit how can we give raises?
- Clients who are unable to pay our invoices at this time will decrease cash flow to the organization leaving less to
provide at the end of the year when this comes out
Q 23 Comments:
No Additional Comments
(Question suggestions noted for next survey)

