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Returning to the Workplace: Administrative and Strategic Considerations 

 

The goal of this two-part series is to provide leaders with resources and information as 

they 1) prepare to bring employees back to the workplace and 2) begin considering their strategy 

for the continuously emerging post-crisis changes. This article will focus on Phase 1, with 

another article on Phase 2 coming soon. 

 

Introduction  

 

Over the last two months, we have all experienced a series of personal and professional changes 

associated with the COVID-19 crisis. According to a March Gallup poll, 81% of full-time 

employees say COVID-19 is disrupting their lives. And, we have at least another several weeks 

to go before stay at home orders are lifted.  

 

Our initial collective responses of denial, shock, and fear may slowly be turning into 

acceptance. An April Gallup poll found Americans are a bit more optimistic than mid-March and 

50% of people feel the situation is getting better. This is not to overshadow the harsh reality 

many are still experiencing: half of respondents feel their financial situation is getting worse and 

14% say they have a few weeks left before experiencing financial hardship.    

 

Aside from the financial burdens, it is possible we are becoming increasingly accustomed to this 

new phase of temporary normal – 61% are working from home, 100% have children home from 

school, facemasks, endless sanitization, travel restrictions, and the abundance of movies and 

books. Settling into this new normal has been difficult, strange, scary, and uncomfortable, but 

it’s easier now than it was at first. In this new relative sense of normalcy, we begin to think about 

the future in all aspects of life. It will soon be time to go back to the workplace. This transition 

will likely bring new challenges as we’ve acclimated to no traffic, time with family, and eating 

from our own kitchen. 

 

From a business perspective, our physical proximity, sanitization requirements, operations, 

financials, customer needs, goals, and strategies have changed out of necessity. Now, business 

leaders are beginning to think about 1) what it will take to get people back to 

the workplace and 2) the long-term changes necessary to survive and thrive in the new world of 

work.  

 

Therefore, the purpose of this two-part series is to help leaders begin answering these questions 

and provide tips and resources for what we’re calling the “two phases of reentry”:  

 

 Phase 1 - Logistics and administration: The short-term and practical return to 

work considerations include: maintaining social distance, sanitizing the 

workplace, implementing policies on face coverings (masks) and temperature 

checks, determining how to phase employees back into the workplace, and deciding how 

to have lunch.  

 

 Phase 2 - Strategic planning: The considerations for long-term sustainable planning 

for leading beyond the crisis include: realigning your vision and priorities, staying agile 

https://www.gallup.com/workplace/297497/covid-employees-need-leaders-right.aspx
https://news.gallup.com/opinion/polling-matters/309179/americans-attitudes-reopening-business.aspx
https://www.gallup.com/workplace/297497/covid-employees-need-leaders-right.aspx
https://www.gallup.com/workplace/297497/covid-employees-need-leaders-right.aspx
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through emerging changes, cross-training employees, acclimating learning and 

development activities, creating a remote work environment, and appealing to the future 

of employee experience expectations.  

 

This article will focus on Phase 1, with another article on Phase 2 coming soon.  

 

Phase 1 – Logistics and Administration 
 

Leaders must exercise cautious optimism in planning for reentry and remain adaptable to the 

constantly changing local and federal recommendations and requirements. The information 

below offers general guidelines as the specific actions taken by any business depend on a myriad 

of factors including industry, size, and finances. Of course, employers with a union workforce 

should also understand their obligations under their collective bargaining agreements before 

making any changes. Hawaii Employers Council has prepared these FAQs for Collective 

Bargaining Issues during COVID-19.  

 

Also, as you begin implementing the strategies below, it is essential to keep your people front 

and center in your planning. In other words, HOW you make these changes is equally important 

as WHAT you change. According to a recent NBC News/Wall Street Journal poll from mid-

April, 58% of respondents would rather slowly reopen the economy to prevent further loss 

of lives. Therefore, although people have a strong desire to get back to work, most do not 

prioritize this over the safety and health of people. Furthermore, Gallup research suggests the 

four primary needs of employees right now are trust, compassion, stability, and hope. These four 

needs should be factored into every decision being made.    

 

Priorities Identified Through a Recent HEC Survey   

 

HEC recently conducted a survey of Hawaii businesses between April 23 and April 29, 2020, 

regarding the impacts of the COVID-19 pandemic on pay, benefits, and the workforce.  

According to the survey, the top five strategies being implemented as businesses prepare to re-

open are:  

 

1. Physical distancing requirements for employees and customers  

2. Mask requirements for employees and customers  

3. Revised sanitation protocols  

4. Phased return to work for employees  

5. Flexible scheduling  

 

The survey also found that the top five workforce strategies that will continue for the long term 

are:  

 

1. Continue to enhance remote work capabilities  

2. Flexible work arrangements  

3. Workforce review/redesign (increase or decrease in staffing levels)  

4. Enhance cross-training between jobs  

5. Review/redesign of jobs (changes to existing jobs)  

https://www.hecouncil.org/clientuploads/COVID-19/COVID-19_Labor_FAQs.pdf
https://www.hecouncil.org/clientuploads/COVID-19/COVID-19_Labor_FAQs.pdf
https://news.gallup.com/opinion/polling-matters/309179/americans-attitudes-reopening-business.aspx
https://www.gallup.com/workplace/297497/covid-employees-need-leaders-right.aspx
https://www.hecouncil.org/news/2020/05/05/main/2020-coronavirus-impacts-on-pay-benefits-and-the-workforce-survey/
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Social Distancing Measures  

 

As we return to work, social distancing measures are one of the main considerations for 

organizations. According to a recent Gallup poll, only half of employees say they “always” 

practice social distancing; a 30% increase since mid-March. Half of employees is not enough as 

social distancing only works if everyone is participating. Employers play a critical role in 

influencing this type of social behavior through their guidelines and policies.  

 

In preparing for the return to the workplace, look at your facilities and determine what changes 

need to be made to accommodate social distancing. If construction is needed, now is the time to 

get it done while most everyone is not at the worksite. Other measures include: 

 

 Reconfiguring Workspaces  

o Can you move office furniture around or remove seats in waiting areas? If you 

cannot increase physical distance, can you install plexiglass or other physical 

barriers to provide the separation?  

o Many businesses have been using tape to delineate 6-foot distances – be creative 

in thinking about more visually appealing, longer-term solutions.  

 

 Meetings  

o You will likely need to limit the number of people in meetings. Be sure to update 

and communicate new meeting room capacities to anyone using the rooms.  

o Encourage virtual, rather than in-person, meetings. Fortunately, most people have 

become quite familiar with virtual meetings. 

 

 Coming and Going - Time Clocks/Elevators  

o Do your employees all congregate to check in and check out at the same time 

clock? Do you need to implement restrictions on the number of people per 

elevator? If so, consider how that will impact workers during the morning rush in, 

the lunch rush, and the afternoon exodus. More people using the stairs wouldn’t 

be a bad thing, but perhaps you will also have to consider staggering start, end, 

and break times.   

 

 Handshake Alternatives  

o While some companies were already prohibiting the “aloha hug and kiss” in the 

wake of the #MeToo movement, some businesses are now contemplating the 

handshake. Will you prohibit or discourage the use of handshakes? Social 

distancing has already led to creative alternatives, from a simple wave 

to the shaka or the Namaste head bow.  

 

Additional Health and Safety Measures  

 

Implementing safety measures are necessary for bringing employees back to the workplace. It is 

essential for leaders and organizations to communicate and clearly demonstrate they care about 

their employees’ health and safety. According to a recent Gallup poll, just under half of 

employees believe their organization cares about their well-being. Clearly, there is room for 

https://www.gallup.com/workplace/297497/covid-employees-need-leaders-right.aspx
https://www.gallup.com/workplace/297497/covid-employees-need-leaders-right.aspx


 

Returning to the Workplace Phase 1  

May 12, 2020  

4  

improvement. Therefore, leaders need to develop a robust plan for physical, social, and 

financial well-being and clearly communicate this plan. Below are some of the key safety 

considerations:   

  

 Face Masks and Sanitizer  

o Stay up to date on the Local Orders applicable to your business that may require 

special signage or have face covering mandates for customers and employees.  

o Even if they are not required by law, determine whether and how you will require 

and provide face coverings and hand sanitizing stations for your employees.   

o Consider welcome back to the office gifts of hand sanitizer, locally made face 

coverings, or EPA-approved sanitizing wipes.  

 

 Worksite Sanitization and Preparation  

o Before everyone returns to work, deep clean the entire worksite. Additionally, 

schedule more frequent periodic cleanings. The Centers for Disease Control and 

Prevention (“CDC”) has recommendations for cleaning and disinfecting. The 

Occupational Safety and Health Administration (“OSHA”) also published 

Guidance on Preparing Workplaces for COVID-19, which discusses workplace 

controls that can be implemented, ranging from replacing face-to-face meetings 

with virtual communications to increasing ventilation rates and installing high-

efficiency air filters.  

o Post signs around the office about hand washing and other tips.  

 

 Temperature Checks and Health Screening  

o Some employers are considering checking the temperatures of employees or 

anyone entering the workplace. Because we are currently in a pandemic, EEOC 

guidance indicates that an employer may take employees’ temperatures. Be sure 

to review HEC’s article on temperature checks before implementing such a plan.  

o What about asking employees to self-report symptoms? The EEOC has stated 

that currently, an employer may ask employees entering the workplace about 

COVID-19 symptoms, keeping in mind that an employer should only ask about 

the symptoms identified by the CDC or other public health authorities.  

o Make sure you have a protocol in place for how to handle an employee with a 

fever or who has COVID-19 symptoms. 

o The CDC currently recommends that persons recovered from COVID-19 should 

remain in isolation for at least 10 days after illness onset (date symptoms began) 

and at least 72 hours after recovery (no fever and progressive improvement of 

other symptoms). More stringent requirements may be used for recovered persons 

who are immunocompromised or who pose a risk of transmitting infection to 

individuals who are vulnerable or who support critical infrastructure. Employers 

should review the latest recommendations from the CDC and update their policies 

as necessary. 

 

 Food  

o Office gatherings and celebrations often center around food, usually buffet-style. 

Think about how you can continue the morale-boosting benefits of food, while 

https://www.hecouncil.org/index.php?src=documents&srctype=download&id=387&category=Public
https://www.epa.gov/pesticide-registration/list-n-disinfectants-use-against-sars-cov-2
https://www.cdc.gov/coronavirus/2019-ncov/community/organizations/cleaning-disinfection.html
https://www.osha.gov/Publications/OSHA3990.pdf
https://hawaiicovid19.com/wp-content/uploads/2020/03/Fact-Sheet-Hand-Washing_031820.pdf
https://hawaiicovid19.com/wp-content/uploads/2020/03/Fact-Sheet-General_031820.pdf
https://www.eeoc.gov/laws/guidance/pandemic-preparedness-workplace-and-americans-disabilities-act
https://www.eeoc.gov/laws/guidance/pandemic-preparedness-workplace-and-americans-disabilities-act
https://www.hecouncil.org/clientuploads/COVID-19/Temperature_Checks_During_COVID-19.pdf
https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
https://www.cdc.gov/coronavirus/2019-ncov/symptoms-testing/symptoms.html
http://r20.rs6.net/tn.jsp?f=001XdV2E5lYQMF6isa4H4xBtJBsdkZ-1N_0BgCjG47_feUnbjXNavtSuYLD7jo6kB5vXQueAvBs_TA5jZ2WQq3NZVrwOnYJxxE_p3-eMuaD87JMIowwfg9Im1X0uYkH2lxbdhtygWmf3mE9aHUOzgbRGioufHSUEJunt59YZG28Tlq-2PRNXwDjDuVf0EkY31G07lCVCrAwtbS-xG4Y4Q95vC-pJcF-eDmkKeYcTTzSTKmH2qIZbXGm78Fn-wow1dEm2oMqoyMr-2g=&c=ZYV6KvyPmp96ZjKmhh2XmFVTLc-HohXRhaQxavpzNwx1vVqJjLA26g==&ch=AzuMjh-n7flTUujHUbm10a-yXb20T2t5J-Z2IAgXiJRNCzPPfiYVuQ==
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discouraging the passing of germs. For example, rather than a buffet, how about 

individual bento-style servings?  

o Many employers provide communal snacks in the break room. If you intend to 

continue doing this, consider individually wrapped snacks.  

 

Think about how these new safety protocols for employees will apply to guests (including 

interviewees), vendors, customers, contractors, or delivery workers when they are in the 

workplace. Be sure to clearly communicate any safety requirements in advance to anyone who 

plans to go to your workplace.  

 

Changes to Compensation and Benefits  

 

According to HEC’s survey on the impacts of the COVID-19 pandemic on pay, benefits, and the 

workforce, 71.9% of respondents have not reduced employees’ salaries and do not have plans to 

do so. Of the respondents who have bonus plans as part of their total rewards programs, 23.3% 

do not intend to make changes to their bonus plans, while the majority are currently undecided. 

Additionally, 73.8% of respondents do not intend to make any changes to company matching 

contributions to employees’ defined contribution plans. The full summary of the survey is 

available here. 

 

If you intend to make any changes to your compensation or benefit plans, be sure to clearly 

communicate the changes, being sensitive to the impact this will have on the morale of 

employees who may already be in stressful financial and personal situations. Also remember that 

a reduction in salary (or change in job duties) could affect an exempt employee’s status under the 

Fair Labor Standards Act (“FLSA”) if the employee’s salary falls below $684 per week or 

$107,432 annually for Highly Compensated Employees. For more information on wage and hour 

laws, see HEC’s Wage & Hour resources. 

 

Form I-9 Compliance 

Multiple temporary policies have been issued because of the COVID-19 pandemic. Employers 

should monitor the websites of the Department of Homeland Security (“DHS”), U.S. 

Immigration and Customs Enforcement (“ICE”), and U.S. Citizenship and Immigration Services 

(“USCIS”) for updates about when the temporary policies will be terminated, and normal 

operations will resume. For example: 

 Employers who, under the temporary policy, remotely inspected employees’ identity and 

employment eligibility documents to complete Section 2 of Form I-9 must remember that 

“once normal operations resume, all employees who were onboarded using remote 

verification, must report to their employer within three business days for in-person 

verification of identity and employment eligibility documentation.” More information is 

available here. 

 

 Employers who, under the temporary policy, accepted an expired identity document for 

List B, must remember that such employees will be required to present a valid unexpired 

https://www.hecouncil.org/news/2020/05/05/main/2020-coronavirus-impacts-on-pay-benefits-and-the-workforce-survey/
https://www.hecouncil.org/employer-resources/resources/wage-hour/131/?back=resources
https://www.uscis.gov/i-9-central/temporary-policies-related-covid-19
https://www.dhs.gov/
https://www.ice.gov/news/releases/dhs-announces-flexibility-requirements-related-form-i-9-compliance
https://www.ice.gov/news/releases/dhs-announces-flexibility-requirements-related-form-i-9-compliance
https://www.uscis.gov/
https://www.uscis.gov/
https://www.ice.gov/news/releases/dhs-announces-flexibility-requirements-related-form-i-9-compliance#wcm-survey-target-id
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document to replace the expired document “within 90 days after DHS’s termination of 

the temporary policy.” More information is available here. 

 

Other Policies and Procedures 

  

Before your employees return to the workplace, spend time reviewing policies and update them 

as necessary. If you have not yet already done so, have a policy in place for how you will 

respond if an employee tests positive for COVID-19 or has been in close contact with a person 

who has tested positive. In addition to the changes to policies discussed above, other policies that 

may need to be updated to reflect the current situation include:   

 

 Remote Work and Flexible Work Schedules: Now that everyone has had a taste of remote 

work and flexible work schedules, some people may want it to continue. You probably 

need to revisit these policies to accommodate the new normal. Updating these policies 

may be out of necessity to ensure social distancing or out of the desire to accommodate 

employees’ new expectations or personal obligations such as caring for an ill family 

member or children out of school. 

 

 Coming to work sick: In addition to strongly encouraging sick employees to stay home 

from work through written policies, consider a lenient paid sick leave benefit so 

employees do not feel financially pressured to show up to work sick. Also, plan how you 

will handle employees who report to work sick. 

 

 Sick and paid leave: In updating your company paid leave policies, be sure you take into 

consideration the requirements of Families First Coronavirus Response Act (“FFCRA”).  

For more information on FFCRA requirements, view the various resources on HEC’s 

COVID-19 Resource Page. 

 

 Business travel policies: Currently, business travel should probably be avoided, but as the 

situation evolves, your travel policies will as well. Base your policies on the latest 

information on travel restrictions and advisories from the CDC, U.S. Department of 

Health, and state and local governments. Also be prepared to handle the situation where 

one employee feels comfortable traveling but another doing the same job does not.  

 

After updating your policies, communicate them to your employees. This may include training 

so that everyone is familiar with the new policies and can implement and enforce them as 

necessary. Be sure to also convey the fact that some policies will evolve as the situation evolves. 

 

Returning to the Workplace  

 

In addition to enhancing sanitization and social distancing and revising policies, make sure 

you spend time thinking through the best plan to bring employees back to the workplace. 

A recent survey conducted by Mercer indicated that even after social distancing guidelines are 

removed, the majority of responding companies will have most of their employees continue 

working virtually. The Mercer survey further indicated that the strategies most prevalently being 

https://www.uscis.gov/i-9-central/temporary-policies-related-covid-19
https://www.hecouncil.org/employer-resources/resources/coronavirus-covid-19/224357/?back=resources
https://www.hecouncil.org/employer-resources/resources/coronavirus-covid-19/224357/?back=resources
https://wwwnc.cdc.gov/travel/notices
https://travel.state.gov/content/travel/en/traveladvisories/traveladvisories.html/
https://travel.state.gov/content/travel/en/traveladvisories/traveladvisories.html/
https://www.hecouncil.org/index.php?src=documents&srctype=download&id=387&category=Public
https://app.keysurvey.com/reportmodule/REPORT2/report/41488264/41196046/59f27889c1eafb1ba976d193e88cb690?Dir=&Enc_Dir=60e929fb&av=IxnIBAm77ac%3D&afterVoting=888b4feadd76&msig=32162cb48db989d5d550fdc13ba64dc0
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considered by companies in their effort to bring employees back to work (in addition to 

following government guidelines) include:   

 

 Staggering return to work to allow greater social distancing. This can include splitting 

employees into shifts based on specific criteria (e.g., by name: A-M and P-Z work 

different days)  

 

 Creating smaller workgroups to limit mixing of employees/groups in the workplace.  

 

If you are like many other employers that are planning a phased or staggered return to work, be 

sure to communicate the return-to-work plan and that it is likely to evolve. The following 

considerations should be explored in deciding upon a return-to-work plan:  

  

 Recalling Employees: Are you bringing back employees who have been laid-off or 

furloughed? How will this be communicated? 

 

 Timeline: When will you start the first phase of bringing back employees and when will 

your next phases begin? 

 

 Deciding Which Employees Belong in Each Phase: Which employees should return to the 

office in the first phase (e.g., receptionist)? Which employees could continue remote 

work and return in later phases? Make sure you have nondiscriminatory criteria for 

determining who is in each phase and clearly communicate the who and the why. 

o You may want to survey employees to determine if they can come back to the 

workplace when you reopen or if they prefer to continue remote work. This will 

help you plan on who to include in each phase. 

o Be careful about excluding employees you believe to be at higher risk (because 

they are over 60 or pregnant or have underlying health conditions) to “protect” 

them. Despite good intentions, this may lead to complaints of discrimination if 

such individuals want to and are able to return to work. The EEOC has advised 

that knowing an employee has a medical condition that places the employee at 

higher risk for severe illness is not alone sufficient to bar the employee from 

returning to work. Rather, individualized assessments must be conducted. 

 

Employees Who Can’t or Don’t Want to Return  

 

Have a plan for how you will handle employees who cannot or do not want to return to work. Be 

conscious of the danger to morale of the divide between those who can return to the office and 

those who can’t or won’t. 

 

 Families First Coronavirus Response Act: Many schools will be closed for the rest of the 

school year and through the summer, so even if you reopen your workplace, parents with 

young children may have difficulty returning. Some employees are taking care of ill 

family members. Keep in mind that some employees may be eligible to use emergency 

family and medical leave or emergency paid sick leave under the FFCRA. More 

information about leave under the FFCRA is available here. 

https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
https://www.hecouncil.org/employer-resources/resources/coronavirus-covid-19/224357/?back=resources
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 Returning From Unemployment: If you are bringing back employees who were 

temporarily laid off, determine how you will handle employees who would prefer to stay 

on unemployment. With the Federal Pandemic Unemployment Compensation of an extra 

$600 per week through July 31, some employees would prefer not to go back to 

work. However, as Director of the Department of Labor and Industrial Relations Scott 

Murakami recently said, “That technically isn’t a choice for them . . . They’re supposed 

to go back to work.” You can remind such individuals that if you offer them work and 

they refuse, they will no longer be eligible for unemployment benefits. 

 

 Fear: Determine how you will address employees who do not want to return to the 

worksite out of fear. While there is no law protecting such employees, be aware of the 

morale issues of forcing employees back into the office if they do not want to be there, 

particularly if they can continue doing work remotely. 

 

 Safety Concerns: If the fear of returning to work is based on legitimate concerns for 

safety, remember that under the Occupational Safety and Health Act, workers have a 

right to refuse to work under conditions that clearly present a risk of death or serious 

physical harm. Be sure you are following the CDC and OSHA/HIOSH guidance 

applicable to your business. 

 

 Other Applicable Laws: If the fear of returning to work is based on an underlying medical 

condition that may make the individual higher risk, the person may be protected by the 

Americans with Disabilities Act (“ADA”), in which case you should engage in the 

interactive process. The EEOC addressed this issue in recently updated guidance. 

Remember that in addition to the ADA, the Family and Medical Leave Act (“FMLA”), 

and the Hawaii Family Leave Law (“HFLL”) still apply. Be cognizant of the 

requirements of those laws as you handle requests from employees for leave or 

accommodations.  

 

Most businesses have had to evolve during this crisis. Think about how these changes will affect 

employees’ job duties when they return to work. This is a good opportunity to start taking stock 

of your employees’ strengths and reconfigure jobs as necessary to meet your new needs and 

align them with employees’ skills. Many considerations go into a return-to-work plan, from the 

legal and logistical to the emotional. As you prepare to bring people back to work and possibly in 

new roles, be sure to refocus on basic engagement elements: clarify expectations, goals, and 

make sure employees have the materials and equipment they need. 

 

Phase 2 – Strategic Planning 
 

As leaders plan for the immediate needs associated with a physical return to work, as outlined 

above, we also recommend they think strategically about what will come afterwards. In the 

words of a recent Harvard Business Review article, what is the vision for a better future after the 

immediate challenges have been overcome?  

 

https://www.staradvertiser.com/2020/05/05/hawaii-news/recalling-workers-presents-challenge-in-unemployment-policy/
https://www.staradvertiser.com/2020/05/05/hawaii-news/recalling-workers-presents-challenge-in-unemployment-policy/
https://www.osha.gov/right-to-refuse.html
https://www.cdc.gov/coronavirus/2019-ncov/community/organizations/businesses-employers.html
https://www.osha.gov/SLTC/covid-19/
https://labor.hawaii.gov/hiosh/standards/
https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
https://hbr.org/2020/04/leaders-do-you-have-a-clear-vision-for-the-post-crisis-future
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Eric J McNulty and Leonard Marcus, in their two decades of researching leadership through 

crisis, found these situations are “most often over-managed and under-led.” Therefore, leaders 

need to intentionally pull back, delegate, and trust their people: “The most effective leaders in 

crises ensure that someone else is managing the present well while focusing their attention on 

leading beyond the crisis toward a more promising future.”  

 

In our next installment, we will provide tips on how to lead beyond the crisis 

through: 1) Realigning your vision to meet the new demands of the economy, 2) 

Developing a new strategy and staying agile along the way, 3) Reimagining critical roles and 

required skill sets, 4) Communicating the new plan and finding how all employees can 

contribute, 5) Cross-training and developing a more matrixed workforce, 6) Adapting to the 

future of learning and development, 7) Creating a remote work strategy, and 8) Appealing to the 

new expectations of work-life balance and the future of employee experience. 

 

 

For more information and resources related to COVID-19, please visit HEC’s Coronavirus 

(COVID-19) Resources page. 

https://hbr-org.cdn.ampproject.org/c/s/hbr.org/amp/2020/03/are-you-leading-through-the-crisis-or-managing-the-response
https://www.hecouncil.org/employer-resources/resources/coronavirus-covid-19/224357/?back=resources
https://www.hecouncil.org/employer-resources/resources/coronavirus-covid-19/224357/?back=resources

