OPEN FOR BUSINESS: WHAT EVERY UTAH EMPLOYER
SHOULD KNOW BEFORE RESUMING BUSINESS
Tuesday, May 12, 2020

parsonsbehle.com

Webinar Format
▪ All Lines Muted
▪ Q&A

▪ Webinar Will Be Recorded
▪ Slides Will Be Shared With All Participants
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Legal Disclaimer
Things are changing rapidly. We are working extremely hard to keep
up with all that is happening. This webinar is based on available
information as of May 12, 2020, but everyone must understand that
this webinar is not a substitute for legal advice. If there are questions
about the information contained in the presentation and how it applies
to your business, then you should contact your legal counsel. This
presentation is not intended and will not serve as a substitute for legal
counsel on these issues. Given the complexity and rapidly changing
landscape, you must consult with your legal counsel on these issues.
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Introduction

Introduction
Judy Cullen
Vice President of Partner Development, Visit Salt Lake
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Introduction
▪ Christina Jepson
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o

Liability concerns of re-opening

o

Utah statute/possible federal statute

o

Following CDC, OSHA, state and local directives to limit risk

o

Following industry guidelines to limit risks

Introduction
▪ Seminar will cover
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o

Force Majeure (Tom Beckett)

o

Creating a plan (Susan Motschiedler)

o

Following relevant guidance (Susan Motschiedler)

o

Temperature Testing/Symptom Screening (Christina Jepson)

o

Vulnerable Personnel (Christina Jepson)

o

PPE (Sean Monson)

o

Positive Cases (Sean Monson)

o

Utah Hospitality Industry (Christina Jepson)

Force Majeure
J. Thomas Beckett

What’s the Purpose of Force Majeure Clauses?
In General: Contracts define the parties’ performance.

Problem: Sometimes a party can’t perform under a contract
because of unanticipated circumstances beyond its control;
for example, because of COVID-19 and its economic shock.
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What’s the Purpose of Force Majeure Clauses?
Question: Is the non-performing party liable for damages? In
other words, how did the parties agree to allocate the risk of
loss attributable to disasters out of their control?

Answer: It depends on what the contract says in its “force
majeure” clause.
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A Typical Force Majeure Clause:
The performance of this Agreement is subject to termination
without liability upon the occurrence of any circumstance beyond
the control of either party . . .
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A Typical Force Majeure Clause:
The performance of this Agreement is subject to termination
without liability upon the occurrence of any circumstance beyond
the control of either party . . .
such as acts of God, war, acts of terrorism, government
regulations, disaster, strikes, civil disorder, or curtailment of
transportation facilities . . .
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A Typical Force Majeure Clause:
The performance of this Agreement is subject to termination
without liability upon the occurrence of any circumstance beyond
the control of either party . . .
such as acts of God, war, acts of terrorism, government
regulations, disaster, strikes, civil disorder, or curtailment of
transportation facilities . . .

to the extent that such circumstance makes it illegal or
impossible for the Hotel to provide, or for groups in general to
use, the Hotel facilities.
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Observations
1. Common law doctrines such as “impossibility” have little
or no relevance in contracts that contain force majeure
clauses.
2. There’s no deep hidden meaning in force majeure
clauses; they will be enforced according to their terms.

3. Many have time deadlines for invoking force majeure.
4. Read these clauses very carefully.
14

Thank You

▪ J. Thomas Beckett
801.536.6603
tbeckett@parsonsbehle.com
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Create a Plan
Susan Baird Motschiedler

Create a Plan – Overarching Considerations
▪ Address the 3 P’s:
o

Physical Spaces

o

People

o

Policies

▪ Rely on Resources and Guidance Available
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o

Federal: CDC, OSHA, EEOC

o

State/Local: State, County, City orders, health department
guidance

o

Industry and Trade Guidance

Create a Plan – Overarching Considerations
▪ Documentation and Training
o

Records of when/how decisions made, daily/hourly cleaning, training
attendance, attendance at work

o

Confidentiality concerns – separate confidential employee info

o

Assign documentation to specific employees

▪ Communication
o

Frequency and type (daily/weekly; written, oral, team meetings, policies)

o

To/From Whom (Employees, Customers, Vendors, Landlord, Tenants)

▪ Appoint COVID-19 Workplace Coordinator
▪ Tone from the Top
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Create a Plan – Physical Space
▪ Identify Cleaning and Spacing Concerns
o

Walk through workplace from parking to office

o

Identify high traffic/congregation areas
• Elevator, kitchen, frequently used equipment, hostess stand, breakrooms,
changing rooms, bathroom, secretaries desks, front desks, waiting
areas/lines, order lines, stairwells, copier and supply room, etc.

o

Identify spacing concerns
• Dining rooms spacing; Desk/cubicle spacing; office spacing; work floors;
stairwells; service items
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Create a Plan – Physical Space
▪ Create protocol to address issues
o

Stagger schedules (stagger days in office; arrival time; split shifts)

o

Physical barriers (ordering and checkouts, tables, secretary desks)

o

One person at a time (small areas: bathroom, kitchen, one way aisles)

o

Remove items from the business (furniture, knick-knacks, unused items)

o

Cleaning protocols (Additional cleaners; laminated surfaces; employees
wipe down own work space items and equipment after use; safety items;
adequate garbage cans for disposal of safety items)

o

No open grazing, buffets, candy bowls

▪ Air handling systems

▪ Consult with landlord for common spaces
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Create a Plan – People
▪ Employees/Vendors/Customers
o

Who will come back
• Volunteer-basis; business groups; stagger based on job duties; guidance;
protection of vulnerable groups; etc.
• Discrimination concerns
• Application to Vendors/Customers

o

When
• Job Duty function
• Guidance from authorities

• Installation of safety measures
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Create a Plan – People
▪ Employees/Vendors/Customers
o How

• Staggered schedules – different days, hours, arrival times,
partial remote work, etc.
o What

will be Required

• Testing and/or notification of exposure

• Safety gear – face covering, gloves, cleaning requirements
– Training required

• Physical Distance
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Create a Plan – Policies and Protocols
▪ Policies/Protocols for cleaning
▪ Policies for COVID-19 positive tests (notifying employees, vendors,
customers; contact tracing)
▪ Policies for tracking employees, vendors, customers in the
workplace
▪ Create Additional / Review Existing Policies
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o

COVID-19 paid leave policies

o

Existing sick policies, leave policies, emergency backup plans, remote work
policies, disciplinary policies for failure to follow additional COVID-19 protocols

o

Update employee contacts and emergency contact lists

Create a Plan – Communication/Training
▪ To Whom: Employees, Vendors, Customers, Landlord

▪ Frequent and Regular Training
o

Daily Team/Safety Huddles to discuss safety measures and
issues

o

Policies, regular written communication, signage

▪ Distribution and Documentation: policy receipt; training
completion; daily team/safety huddles topics covered and attendance

▪ Consistent application of policies and discipline of noncompliant employees
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Following Relevant Guidance
Susan Baird Motschiedler

Follow Relevant Guidance
Your reopening plan should account for, and follow, relevant
guidance:

▪ Centers for Disease Control and Prevention (CDC)
o

Social CDC has guidance on social distancing and cleaning
standards, among others

▪ Occupational Safety and Health Administration (OSHA)
o

OSHA has significant and extensive regulations and guidance
regarding safety of workers and the workplace

▪ State and Local Guidance
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CDC Guidance
▪ CDC’s overall guidance:
o

https://www.cdc.gov/coronavirus/2019-ncov/community/guidance-businessresponse.html

o

https://www.cdc.gov/coronavirus/2019-ncov/community/reopen-guidance.html

▪ Identify a workplace coordinator to oversee your COVID-19 plan
▪ Frequent cleaning and disinfecting of workspaces
o

CDC has a list of over 300 approved cleaning products to use

▪ Train your employees on how to store and use disinfectants
▪ Increase physical distance between people
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OSHA Guidance and Regulations
OSHA’s information can be both general and industry specific
▪ Be sure to check whether there are industry-specific guidelines that apply:
https://www.osha.gov/SLTC/covid-19/controlprevention.html#interim
o

Contains overview of OSHA resources and guidance on COVID-19 topics

▪ General standards for all businesses:
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o

Follow existing OSHA standards (including PPE and mixing, storage, labeling and
use of chemicals for cleaning).

o

Develop policies and procedures for prompt identification and isolation of potential
COVID-19 positive individuals.

o

Develop, implement, and communicate about workplace flexibilities and protections.

State and Local Guidance and Regulations
State of Utah
▪ https://coronavirus.utah.gov/utahs-moderate-risk-phase/
o
o
o

Business and Facility specific requirements and guidelines
Signage
Contains overview of OSHA resources and guidance on COVID-19
topics

Salt Lake County
▪ https://slco.org/health/COVID-19/business/
o
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Consistent with State guidelines

Screening for COVID-19
Christina M. Jepson

Screening for COVID-19
▪ Taking temperatures to screen for fever
▪ Asking about symptoms
▪ Asking about potential exposure

31

Screening for COVID-19
▪ Normally these actions would not be allowed at work except
in very unusual circumstances

▪ A pandemic is an unusual circumstance
▪ The CDC recommends screening
▪ The CDC, federal government, and state governments say
employees with symptoms should not come into the
workplace

▪ These are only tools—an employee can have COVID-19
and not have a fever, not have other symptoms, and not
know about exposure
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Taking Temperatures and Screening for Symptoms
▪ Should keep a log of
o

Either all temperatures or all temperatures above the threshold

o

Any COVID-19 symptoms

o

Any exposure

▪ Information must be kept confidential
▪ Separate file
▪ Only shared on a “need to know” basis

33

Taking Temperatures and Screening for Symptoms
▪ Temperature taking and screening must be nondiscriminatory
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o

Can’t just screen people over a certain age

o

Can’t just screen people with underlying conditions

o

Must check everyone’s temperatures

o

Must screen everyone for symptoms and exposure

Taking Temperatures
▪ Set a criteria
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o

The CDC says that anyone with a temperature of 100.4 has a fever

o

Employers have used cutoffs from 100 to 100.4

o

If someone is at or above the cutoff, they should not come to work
until cleared

Screening for Symptoms
▪ Symptoms
o
o

Always changing—stay informed
CDC
• Cough
• Shortness of breath or difficulty breathing
Or at least two of these symptoms:

• Fever
• Chills
• Repeated shaking with chills
• Muscle pain
• Headache
• Sore throat
• New loss of taste or smell
o
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Anyone with symptoms should not come to work until cleared

Screening for Exposure
▪ Exposure
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o

Close contact with someone who tested positive for COVID-19 in
the last two weeks

o

Tested positive for COVID-19

o

Anyone with a positive test or exposure should not come to work
until cleared

o

Travel to a high-risk area—14 day quarantine

Taking Temperatures and Screening
▪ How will temperatures be taken and screening be
conducted
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o

At home before reporting to work

o

At work

Temperature Taking at Home
▪ If employees will take their temperatures and report their
symptoms from home, you need to do training on how it will
work

▪ You need to make sure all employees have access to
working thermometers and equipment for screening
(computers, apps, telephones, etc.)
▪ Procedure for calling in and reporting temperatures and
answering questions
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o

Taking a photo

o

Taking a temperature on Zoom or FaceTime

Temperature Taking at Work
▪ Who will take the temperatures?
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o

Employee take their own temperatures at work

o

Someone at work with medical training

o

Hire people to come on site

o

Someone at work who is trained

o

Provide PPE for those who take and masks for those having their
temperature taken

Temperature Taking at Work
▪ Thermometers
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o

Start early to procure thermometers, supplies for cleaning
thermometers, masks, cones, and other supplies

o

Preferably contact free

o

If not, must sanitize between each use

Temperature Taking at Work
▪ Issues to keep in mind
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o

Maintaining social distancing

o

Minimizing crowds

o

Cleaning equipment

o

Cleaning high touch areas

o

Industry guidelines

o

CDC and other health guidelines

Temperature Taking at Work
▪ Options
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o

Outside of the workplace--CDC recommendation that screenings
be conducted before entry to a workplace. Physical distancing
applies.

o

Drive-thru screening process--traffic controls, signs and markings

o

A trailer or other temporary structure in the parking lot

o

Inside the facility--wash hands, hand sanitizer, physical distancing,
tape, parking cones, set up “lanes” on the floor

Screening – Failure to Pass
▪ Failure to pass
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o

When employee will be allowed to return to work

o

Procedures for returning to work

o

Whether remote work is available

Screening – Failure to Pass
▪ Follow-up
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o

Determine if employee was tested and result

o

Determine if employee obtained medical advice indicating a likely
COVID-19 diagnosis

o

Notify appropriate individuals with whom employee had contact in
accordance with CDC guidance, confidentiality considerations
under the ADA and state law

Screening – Failure to Pass
▪ Return to work procedures
o

Employees with a fever or other symptoms should not return to
work until the following criteria are met:
• The employee certifies in writing that the employee is fever-free and has
been completely symptom free for at least three (3) days; AND
• At least seven (7) days have passed since the later of the onset of symptoms
that led to the employee being sent home or a positive COVID-19 test.

OR
o
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The employee provides documentation from a medical provider
confirming that the employee can return to work, that the employee
had a negative test for COVID-19 (if testing is available), and that
any lingering symptoms, if applicable, are not the result of a
contagious illness.

Screening Procedures
▪ Once you have decided on a plan and procedure
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o

Put a written policy in place---we can help

o

Choose a facilitator to run the program

o

Communicate clearly to employees in advance so there are no
surprises

o

Train facilitators, testers, and employees

o

Do a dry run

Temperature Taking, Symptom
Screening and Exposure Screening
▪ Other issues
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o

Compensation for screening time

o

Refusing to be tested or provide answers

Protecting Vulnerable Persons
Christina M. Jepson

Vulnerable Persons
▪ Vulnerable persons
o

Employees

o

Those who live with employees

▪ Vulnerabilities
o

65 or older

o

Immunosuppressed or compromised

o

Heart disease, lung disease, kidney disease, cancer, diabetes,
asthma, lupus, rheumatoid arthritis, cystic fibrosis, Crohn’s
disease, AIDS/HIV

▪ List is always changing—stay informed
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Vulnerable Persons
▪ The federal and state mandates/recommendations provide
that employers should protect vulnerable employees and
their family members
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o

Utah going from red to orange on May 1. Orange means moderate
risk for everyone and high risk for those who are vulnerable to the
virus.

o

Those who are vulnerable should still practice “extreme caution”

o

“Employees who are considered vulnerable individuals should
continue to self-quarantine. Special accommodations for these
employees should be made in the workplace if they are unable to
work from home.”

Vulnerable Persons
▪ The law limits what you can do
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o

Treating someone 65 or older differently (without a request) could
be age discrimination

o

Treating someone who is pregnant differently (without a request)
could be pregnancy discrimination

o

Treating someone with an underlying condition differently (without
a request) could be disability discrimination

o

Asking someone about their underlying conditions could violate the
ADA

o

So what do you do?

Vulnerable Persons
▪ So how can you protect employees and their family members
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o

Continue teleworking to the extent possible

o

Allow flexibility to the extent possible

o

If possible, use a volunteer program for coming back to work

o

Ask a series of questions about vulnerability with a single yes or no
answer—not required to disclose reason

o

Let employees know that they can request an accommodation under the
ADA or your own policies—teleworking, extra cleaning, extra social
distancing, changing work, changing schedule

o

Consider whether FFCRA (Response Act) coronavirus leave applies

ADA Accommodations
▪ Employees can self-disclose disabilities and request
accommodations
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o

Employers must engage in the interactive

o

Determine if they have a disability under the ADA

o

Accommodate the request if doing so would not create an undue
hardship for the employer’s operations.

o

Employers should also engage in a similar process with vulnerable
employees as the government has requested

o

Examples: designating one-way aisles; using plexiglass, tables, or
other barriers to ensure minimum distances between coworkers
whenever feasible;

Refusing to Work
▪ What if an employee refuses to work?
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o

Proceed cautiously

o

Talk to the employee

o

Listen for potential requests for ADA accommodations

o

If there is no ADA issue and the employee is simply “scared” you
can take action

Personal Protective Equipment
Sean A. Monson

Face Coverings

▪ A loose-fitting mask that is not intended to filter air
(e.g., surgical masks, bandanas, home-made masks)
▪ Subject to the OSHA PPE Standard 29 C.F.R. § 1910.132
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Respirator
▪ Filters the air
o

Close fitted to user’s face with no gaps

o

Examples: n95 masks and above (n99, n100, powered air
purifying, etc.)

▪ Subject to the OSHA PPE Standard.

▪ Subject to the OSHA Respiratory Protection Standard, 29
C.F.R. § 1910.134
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Determining Whether to Require or Permit . . .
and What?
▪ Check local jurisdiction directives and orders to determine if either is
required. If required, use what is required, but comply with the
appropriate OSHA standards (discussed below).
▪ Utah Leads Together 2.0 states that employers should ensure face
coverings are available to employees when distancing is not feasible
(restaurants, manufacturing in close quarters etc.).
▪ If not specified in local directive or order,
make determination based on OSHA
Occupational Risk Pyramid for COVID-19.
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Determining Whether to Require or Permit . . .
and What?
▪ Very High Risk and High Risk:
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o

Employees who work closely with (in contact with or within 6 feet
of) patients known to be, or suspected of being, infected with
SARS-CoV-2 (High Risk) and especially during specific medical,
postmortem, or laboratory procedures that involve aerosol
generation or specimen collection/ handling (Very High Risk)
should be required to wear respirators. (Additional PPE, such as
goggles, gowns, gloves, etc. may also be required.)

o

Other employees should be required to wear face masks (and
other appropriate PPE) and should be allowed to wear respirators.

Determining Whether to Require or Permit . . .
and What?
▪ Medium Risk:
Jobs that require frequent/close contact with people who may be
infected, but who are not known to have or suspected of having
COVID-19. Workers in this category include:
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o

Those who may have frequent contact with travelers who return from
international locations with widespread COVID-19 transmission.

o

Those who may have contact with the general public (e.g., schools,
high-population-density work environments, and some high-volume
retail settings).

Depending on risk of exposure, employees should be potentially
required (and certainly allowed) to wear face masks (and potentially
other PPE).

Determining Whether to Require or Permit . . .
and What?
▪ Low Risk
o

Workers who do not have frequent contact with the general public
or coworkers. Examples:
• Remote workers (i.e., those working from home during the pandemic).
• Office workers who do not have frequent close contact with coworkers,
customers, or the public.
• Manufacturing and industrial facility workers who do not have frequent close
contact with coworkers, customers, or the public.
• Healthcare workers providing only telemedicine services.
• Long-distance truck drivers.

o
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Face masks not required (but should be allowed)

Determining Whether to Require or Permit . . .
and What? . . . Caveats
▪ Check industry guidelines and best practices, if applicable.
▪ Some leeway might need to be given for ADA reasonable accommodations
(e.g., medical restrictions) or religious accommodations (e.g., religious garb).
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Voluntary vs. Required (It Makes a Difference)
▪ If PPE is Required
o

Employer must meet the requirements of the OSHA PPE Standard
(discussed below).

▪ If PPE is Voluntary
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o

No additional requirements, even if employer pays for or provides
the masks.

o

Employer should tell employees, preferably in writing, that the
masks are not required, and that wearing one is voluntary.

Voluntary vs. Required (It Makes a Difference)
▪ If Respirators Are Required
o

Employer must meet the OSHA Respiratory Protection Standard (below).

▪ If Respirators Are Voluntary
o

Employer must meet only the “Voluntary Use Requirements” of the
OSHA Respiratory Protection Standard.
• Must determine that respirator will not cause their own hazards (e.g., snagging in
machinery).
• Must provide employee with “Information for Employees Using Respirators When
Not Required Under the Standard.”
• Must make sure masks that are used are clean and in good repair.
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OSHA PPE Standard
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o

Must perform a hazard assessment (in writing and certified).

o

Must consider alternative options to protect employees (e.g., plastic
barriers between workers or workers and customers).

o

Must identify and provide appropriate PPE for employees.

o

Must train employees in the use and care of PPE.

o

Must clean and replace PPE as needed.

o

Must create a plan that is periodically reviewed.

OSHA Respiratory Protection Standard
o

Must establish and maintain a respiratory protection program:
• Must be in writing
• Must include any worksite-specific procedures and elements for required
respirator use.
• Must be administered by a suitably trained program administrator
• Must include the following elements, as applicable:
– Procedures for selecting respirators for use in the workplace;
– Medical evaluations of employees required to use respirators;
– Fit testing procedures for tight-fitting respirators;
– Procedures for proper use of respirators in routine and reasonably
foreseeable emergency situations;
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Respirator
– Procedures and schedules for cleaning, disinfecting, storing, inspecting,
repairing, discarding, and maintaining respirators;
– Training of employees about hazards faced;
– Training of employees in proper use; and
– Procedures for regularly evaluating the effectiveness of the program.
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Testing, Isolating and Contact Tracing
Sean A. Monson

Testing
o

EEOC Guidance: Employers may take steps to determine if
employees entering the workplace have COVID-19.

o

“[A]n individual with the virus will pose a direct threat to the health
of others.”

o

Employers can require testing before employees return to work.

o

Medical Tests must be:
– Job related
– Consistent with business necessity

o
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Where failure to test poses a direct threat to employees, testing
should be done.

Testing Considerations
▪ Employers should ensure that tests are accurate and
reliable.
 FDA

 Local Health District

 CDC

 Continually check for updates

▪ Recognize testing limits
 False positives
o

 False negatives

Any test provides a snapshot of one moment in time for employee

▪ Not a replacement for other measures
▪ Compensate hourly employees for time spent on testing
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When An Employee Tests Positive*
(Employee Welfare)
▪ Be human; empathize

▪ Follow CDC guidance
o

Isolate employee; send employee home for 14 days or until CDC
guidance says they are safe to return to work

▪ Assure the employee that you will not reveal their identity
within the workplace
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When an Employee Tests Positive (Business
Continuity Planning)
▪ Do you have a plan to quickly test all employees?

▪ Are you already working remotely?
▪ Did you institute staggered shifts so that everyone is not
exposed at once?
▪ Decide whether you need to close for a period of time for
cleaning – individual circumstances may dictate
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When an Employee Tests Positive (Legal)
▪ Is it possible to determine where employee contracted the
virus – if known, was it at work?
o

If yes, check state workers’ compensation law
• notify workers’ compensation carrier
• record the incident in OSHA log

▪ Is the employee eligible for sick leave benefits under
FFCRA, have accrued leave?
▪ Does your short-term disability policy apply?
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Testing, Isolating & Contact Tracing
▪ Execute Plan for Testing All Employees or those with close
contacts

▪ Execute Contact Tracing Plan
o

Did you have a sign in/sign out policy?

o

Did you reduce or eliminate shared or communal workspaces?

▪ Notify other employees; advise them to quarantine/get
tested
▪ Engage Local Authorities

▪ Establish rules for returning to work
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Guidelines for Hospitality

Hospitality Issues
▪ Utah Leads Together 2.0

▪ General guidelines
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o

Face coverings worn at all times in public setting

o

Employees operate remotely unless not possible

o

High-contact businesses can operate under strict protocols

o

Restaurants are open for dine-in services with strict requirements

o

Symptom checking in business interactions

o

Certifications recommended for businesses—must be displayed to
the public

o

Employers evaluate workforce strategy, concerns, and enact
strategies to minimize economic impact

Hospitality Issues
▪ Utah Leads Together 2.0

▪ General guidelines for all businesses

78

o

Employers must exercise extreme caution

o

Employees working remotely if possible

o

Evaluate workforce concerns

o

If on-site work required, should monitor workforce for symptoms
and well-being

o

Provide accommodations to high risk employees

o

Symptom checking

o

Face covering if 6 foot distancing not possible

o

Make face covering available

Hospitality Issues
▪ Utah Leads Together 2.0

▪ Hospitality, Tourism and Accommodations
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o

Hotels and other accommodations take extreme precautions for
both staff and guests

o

Staff and guests wear face coverings

o

Consider plexiglass partitions

Hospitality Issues
▪ Utah Leads Together 2.0

▪ Events and Entertainment
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o

In person operation of this industry is allowable under increased
cleaning regimen and operational protocols in place to ensure safe
distancing restrictions are met

o

10 foot distance must be maintained between individual household
groups at all times

Hospitality Issues
▪ Utah Leads Together 2.0

▪ Guidelines for Dine-in Restaurants Open in
Orange/Moderate
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o

Examples

o

Dine-in services allowable with extreme precaution following strict
guidelines around physical distancing and staff monitoring

Hospitality Issues
▪ Utah Leads Together 2.0

▪ Guidelines for Dine-in Restaurants Open in
Orange/Moderate
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o

Examples

o

Manager checks each employee for symptoms before every shift
with temperatures taken and asks if any member of the employee’s
household has tested positive for COVID-19 in the past 14 days.

o

Logs must be kept and available for inspection by the local health
officer.

o

Staff must wear face coverings at all times and perform hand
hygiene between interactions with each table

Hospitality Issues
▪ Utah Leads Together 2.0

▪ Guidelines for Dine-in Restaurants Open in
Orange/Moderate
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o

Examples

o

Restaurant may not operate if PPE, EPA-approved disinfectants
and sanitizers, soap, and other necessary cleaning supplies are
not available.

o

Stagger workstations so employees are not facing one another and
are 6 feet apart.

o

Employers must provide PPE such as face coverings, hair nets,
gloves, overalls

Q&A

Legal Disclaimer
Things are changing rapidly. We are working extremely hard to keep
up with all that is happening. This webinar is based on available
information as of May 12, 2020, but everyone must understand that
this webinar is not a substitute for legal advice. If there are questions
about the information contained in the presentation and how it applies
to your business, then you should contact your legal counsel. This
presentation is not intended and will not serve as a substitute for legal
counsel on these issues. Given the complexity and rapidly changing
landscape, you must consult with your legal counsel on these issues.
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Presenter Contact Information
Christina M. Jepson
cjepson@parsonsbehle.com
Sean A. Monson
smonson@parsonsbehle.com
Susan Baird Motschiedler
smotschiedler@parsonsbehle.com
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Thank You

