Frequently Asked Questions
Return to Physical Worksite Inclusion Strategies
For many, return to a physical worksite after a period away for telework or furlough can be anything but
straightforward. Consistent with your culture, flexibility, inclusion and accommodation should be top of
mind when looking for solutions. It’s important for leaders to have personal conversations with
employees to truly understand their circumstances. Here are ideas and considerations to get you
started.

1. What if an employee is fearful of returning to the worksite?
If possible, based on the job and business needs, accommodate the employee. Unless the
fear is related to a serious health condition, this would generally not be eligible for
expanded leaves or unemployment insurance. However, specific ideas to accommodate
include:
• Telework or accommodate a staggered or more flexible schedule if possible, especially
for vulnerable populations.
• If not possible, provide more frequent breaks for handwashing and additional PPE.
• Other available leave options (such as PTO/vacation or leave of absence not under the
expanded FMLA or Emergency Paid Sick Leave)
• An employee’s concern for contracting the virus is not an allowable reason for
expanded FMLA or Emergency Paid Sick Leave.
• If their fear is related to a serious health condition, they may be eligible for traditional
FMLA leave. The normal notice and certification procedures would be followed for that
determination. Remember that traditional FMLA leave is unpaid.
Additional information and ideas can be found here (ThinkHR Blog).
2. What if an employee with a serious health condition is fearful of returning to the
worksite?
If their fear is related to a serious health condition, they may be eligible for traditional FMLA
leave. The normal notice and certification procedures would be followed for that
determination. Remember that traditional FMLA leave is unpaid. You can find the
Department of Labor FMLA Certification forms here.
3. What if an employee cannot return to the worksite due to lack of available child care?
If possible, based on the job and business needs, accommodate the employee. Specific
ideas to accommodate include:
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• Telework or flexible schedule if possible
• Emergency paid sick leave or emergency FMLA if available (2/3 pay)
• Other leave or vacation if available
If, as an employer, you are unable to accommodate the employee, they will likely be eligible
for unemployment benefits due to lack of available child care.
4. What if an employee requests not to return and instead continue to collect
unemployment benefits?
This is an opportunity for the employer to educate the employee about the purpose of
unemployment insurance (UI) benefits. Unemployment is to assist those who do not have work
available. If the employee is declining work, let the employee know that it’s your responsibility as
an employer to report this to the state, and it will likely result in UI ineligibility. Also, ask for
documentation of the refusal to support your unemployment protest. Employers can complete the
Notice of Work Recall Refusal found at this link: https://www.in.gov/dwd/2406.htm.
There may be other issues and circumstances resulting in this request, such as fear to return to work
or lack of available child care. Be sure to have a conversation to understand the true situation
driving the request.

5. What if some employees are required to return to the physical worksite and others can
continue to telecommute?
It’s a best practice to allow those who can telecommute to do so for a period while others
may be returning to the physical worksite. This should be based on their job duties,
responsibilities, and business needs. For example, administrative/office staff could
continue to telecommute while line workers need to be in the physical space. Although the
different circumstances may cause some concern among your employee population, clearly
communicating the reason for the different practices and the fact it is in everyone’s best
interest is key.
6. How do I handle employees who are symptomatic, have a COVID-19 diagnosis or have
been exposed to COVID-19?
Organizations should recall employees on a case-by-case basis. For employees who were ill
and have recovered, or are asymptomatic but tested positive for COVID-19, CDC guidelines
and protocols should be followed. Employers should require any employees who become ill
during the workday go home immediately.
For more information, please visit the FirstPerson Resource Hub and/or contact our free
concierge advisory service at covid19@firstpersonadvisors.com or (855) 978-6677.
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