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Recruiting & 
Onboarding

Talent
Management

HR &
Benefits

Payroll

Time &
Attendance Ascentis

Ascentis provides:
• A-la-carte HR technology
• Innovative CarePoint point-of-entry capabilities
• Industry-leading time & attendance
• Easy dashboards for actionable insights
• Unsurpassed support

30+ Years of experience growing with you as an HR 
professional throughout unprecedented change in the 
role of HR and expectations of employees.

How Ascentis Can Help

Reach out to your local reps, Jamie Till (Jamie.till@ascentis.com) and 
Tyler Strohmeyer (Tyler.Strohmeyer@ascentis.com) for more information



Ascentis CarePoint
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Core Functionality:

• Checks the employee’s temperature without the 
need for touching a device or another human 
interaction

• Check temperature without removing mask, hats, 
and/or other protective apparel that could 
compromise employee safety

• Touch-free workflow that allows employees to 
fully interact with all essential clock functions with 
voice

• Connects seamlessly into the already existing 
USB port on all NT8000 clocks

Reach out to your local reps, Jamie Till (Jamie.till@ascentis.com) and 
Tyler Strohmeyer (Tyler.Strohmeyer@ascentis.com) for more information
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Today’s Speaker

Bob Greene currently serves as Senior HR Industry Analyst at Ascentis. 
Bob’s 40 years in the human capital management industry have been spent 
in practitioner, consultant and vendor/partner roles. As practitioner, he 
managed payroll for a 5,000-person bank in New Jersey. As consultant, he 
spent 8 years advising customers in HRMS, and payroll and benefits system 
design as well as acquisition strategies. Bob also built a strategic HCM 
advisory practice for Xcelicor (later acquired by Deloitte Consulting.)

As vendor/partner, he has had prominent roles in sales support, marketing 
and product management at several companies and currently Ascentis. Bob 
has been a Contributing Editor for IHRIM's Workforce Solutions Review 
journal, for the past eight years, and for 2020 is the Co-Managing Editor.
His experience also includes two years as Adjunct Lecturer in HRIS at 
Benedictine University in Lisle, Illinois. In addition to his 40 years of 
experience, Bob also holds a BA in English from Rutgers University.

Bob Greene
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• Part I:  How We’ve Changed
• In Just 90 Days, HR Management Has Turned Upside Down

• Part II:  The Role of HCM in Reopening America (The “Near-Term Normal”)
• A New Way of Working:  Work-from-Home and New Office Configurations
• Employer Liability and Workforce Safety:  Daily Check-Ins, Symptom Checks and Continuous Health 

Education
• Talent Management:  Attraction
• Talent Management:  Retention

• Compensation and Benefits

• Succession Management

• Talent Management:  Engagement
• Employee Outreach and Constant Communication:  Employee Self-Service Enhancements

• Performance Management

• Data Management and Records Retention

• Steps Every Employer Can Take NOW!

• How Ascentis Can Help



Organize. Humanize. Maximize.6

Disclaimer

• Legal advice

• A political opinion

This presentation is NOT:

Before Taking Any Actions

Before taking any actions on the information contained in 
this or any other Ascentis presentation, employers should 
review this material with their professional advisors.

This presentation is based on the latest published information available up to 24 hours
prior to its broadcast.  This information is changing and being reinterpreted frequently.
Please check for updates before relying on this content.



Part I – How We’ve Changed

Organize. Humanize. Maximize.7

“This virus is essentially malware aimed at the source code of humanity…”
-- Amy Webb, Quantitative Futurist



The Impact of the COVID-19 Health Crisis on HR
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“It Feels Like Two Different Americas…”

Metric March 1, 2020 June 1, 2020

US Unemployment Rate 3.6% > 16% (est)

Number of Unemployed 5.9 million > 46 million (est)

Job Openings 6.9 million 6.9 million (???)

Number of Employees Losing
Employer Health Insurance Since Start 
of Pandemic

0 26.8 million
(per Kaiser Family Foundation)

Number of Employees
Regularly Working from Home ~ 3.4% > 50%

Percentage of Children Schooling from 
Home ~ 4.4% 97.35%

States with Stay-at-Home Orders 
(within Past 90 Days) 0 45



Part II – The Role of HCM in Reopening America
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“Failing to Plan … is Planning to Fail”
-- quote attributed to Benjamin Franklin



Talent Management in “Reopening” America
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Definition of “Talent Management,” Pre-COVID-19:

• EMPLOYEE SAFETY

• Employee Attraction

• Employee Retention

• Employee Engagement

POST



“Reopening America:”  The Basics
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“Reopening America:”  The Basics
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The HCM Implications The HCM Implications

Employee Portal
Learning Management System

HRIS:  Employee Data Management

Learning Management System

Workforce Management

Employee Portal
Learning Management System

Succession Planning/
Contingent Labor Management

Workforce Management
Point-of-Entry Device



“Reopening America:”  The Basics
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The HCM Implications The HCM Implications

Workforce Management
Point-of-Entry Device

Succession Planning/
Contingent Labor Management

Employee Portal
Learning Management System

Workforce Management

Employee Portal
Learning Management System

HRIS:  Employee Data Management

Learning Management System



Flexible Workspace – Post-COVID Office Design

Organize. Humanize. Maximize.14

1. Mudroom:  The new welcome space is a little more like home. 
Change your shoes, wash your hands, say hello to coworkers 
and start your day.

2. Baristas:  Want to limit the spread of germs? Avoid self-service 
coffee stations and hire a barista.  Win-win!

3. Collaborative corridors:  The hallway takes on a new purpose.  
No longer going from point A to point B, corridors are dynamic.  
They can also be made subject to one-way pedestrian traffic.

4. Workstation configurations:  With a little more elbow room and 
intimate scale; designed to avoid employees facing each other.

5. Neighborhood configurations:  Small scale neighborhoods 
promote multiple work postures…

6. Open collaboration:  Provisioned with large screen media 
displays since some employees will be off-site.

7. “Officles:” not quite an office, not quite a cubicle, they provide 
privacy and support focus work.

8. Reconfigured conferencing: open, corner configuration.  Better 
than piling too many people into a closed room.

9. Virtual collab space:  with or without green screen background.

10. Community kitchen:  self-serve area; remember to clean up; 
“your mother doesn’t work here!”

Courtesy:  Fast Company.
https://www.fastcompany.com/90498002/from-officles-to-giant-
sneeze-guards-how-covid-19-will-change-your-open-office



Flexible Workforce – Who Should Work Where?
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Source:  CDC.  https://www.cdc.gov/coronavirus/2019-ncov/need-extra-precautions/evidence-table.html

On June 25, 2020, the CDC significantly revised the list of COVID-19 comorbidities

Level of Evidence Condition Notes

Strongest and Most Consistent 
Evidence

Serious heart conditions, such 
as heart failure, coronary artery 
disease or cardiomyopathies

On previous version of list, but without the example 
conditions

Chronic kidney disease
[with or without dialysis]

On previous version of list but specifying “…requiring 
dialysis”

COPD On previous version of list

Obesity (BMI ≥ 30)
[adding an estimated 30% of 
adult workers to this category]

On previous version of list as “Severe obesity (BMI ≥ 40)
[For reference maximum weight for an average employee 
to have a BMI under 30:  5’4” – 175 lbs; 5’9” – 203 lbs]

Sickle cell disease On previous version of list

Solid organ transplantation NEW TO UPDATED LIST ON JUNE 25, 2020

Type 2 diabetes mellitus On previous version of list



Flexible Workforce – Who Should Work Where?
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Source:  CDC.  https://www.cdc.gov/coronavirus/2019-ncov/need-extra-precautions/evidence-table.html

On June 25, 2020, the CDC significantly revised the list of COVID-19 comorbidities

Level of Evidence Condition Notes

Mixed Evidence

Asthma On previous version of list

Cerebrovascular disease
(e.g., stroke)

NEW TO UPDATED LIST ON JUNE 25, 2020

Hypertension NEW TO UPDATED LIST ON JUNE 25, 2020

Pregnancy

Smoking On previous version of list

Use of corticosteroids or other 
immunosuppressive 
medications

On previous version of list



Flexible Workforce – Who Should Work Where?
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Source:  CDC.  https://www.cdc.gov/coronavirus/2019-ncov/need-extra-precautions/evidence-table.html

On June 25, 2020, the CDC significantly revised the list of COVID-19 comorbidities

Level of Evidence Condition Notes

Limited Evidence

Bone marrow transplantation On previous version of list

HIV On previous version of list

Immune deficiencies On previous version of list

Inherited metabolic disorders NEW TO UPDATED LIST ON JUNE 25, 2020
but limited to the pediatric population at this time

Neurologic conditions NEW TO UPDATED LIST ON JUNE 25, 2020
but limited to the pediatric population at this time

Other chronic lung diseases On previous version of list

Liver disease On previous version of list

Type 1 diabetes mellitus On previous version of list

Thalassemia On previous version of list



Flexible Workforce – Who Should Work Where?
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Source:  Kaiser Family Foundation: https://www.kff.org/coronavirus-covid-19/issue-brief/almost-one-in-four-adult-workers-is-vulnerable-to-severe-illness-from-covid-19/

Kaiser Family Foundation (kff.org) offers some crucial guidance for employers

In an important update to employers entitled, “Almost One in Four Adult Workers is 
Vulnerable to Severe Illness from COVID-19”:

• The researchers at Kaiser found that fully 24% of all adult workers are at heightened 
risk for adverse outcomes from COVID-19 infection:
• 19.5% of adults age 65 or older are still working full or

part-time.  This amounts to 10 million workers.
• An additional 27.7 million adult workers age 18-64 are

at higher risk due to CDC-recognized comorbidities
(pre-existing conditions).

• These adult worker statistics are from 2018, the latest
year for which the data is available.

• These numbers will likely increase; KFF published this
analysis June 15, 2020, just before the CDC expanded
their definition of COVID comorbidity categories.



Employee Health Information Collection
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Global Pandemics Change Things…

• Prior to the pandemic, employers had to navigate multiple laws and regulations pertaining to collection and 
retention of confidential employee health information, including:  the Americans with Disabilities Act (“ADA”), the 
Occupational Safety and Health Act (“OSHA”), the Health Insurance Portability and Accountability Act (“HIPAA”) 
and the Genetic Information Non-Discrimination Act (“GINA”).  State laws and workers’ comp rules also apply to 
this data.

• As part of our nationwide reaction to the shutdown and ongoing reopening, multiple federal and state authorities 
have issued orders easing these restrictions where they would conflict with an employer’s pandemic-fighting 
needs:

• On March 27, the EEOC issued guidelines expressly exempting employee temperature screening from the ADA/Rehabilitation 
Act’s employee protections against “unnecessary” physical exams.  Immediately thereafter, California’s Department of Fair 
Employment & Housing followed suit, issuing a “limited purpose” order.

• Additional advice from federal guidance which employers should consider:
• Employers are encouraged to take employee temperature in the least invasive way possible (temperature “guns” or forehead strips)

• Asking employees about other symptoms of Coronavirus exposure (e.g., loss of sense of taste and/or smell) IS permitted

• Asking employees to document their reasons for unexplained absences IS permitted

• Requiring employees to wear masks and/or PPE IS permitted

• Employees returning to work after any absence related to illness MAY be required by the employer to provide a doctor’s note

• Care MUST be exercised by employers in revealing to coworkers that one or more cases of COVID have been confirmed – the most conservative 
approach would be to reveal the existence of the case(s) but not the affected employee(s.)



Employer Liability – Navigating Very “Choppy Waters”
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With No Federal Standards Yet, Will OSHA and State Worker Comp Laws Suffice?
• Any federal legislation limiting employer liability for contraction of COVID-19 in the workplace is stuck in 

negotiation between the parties on Capitol Hill. There is credible speculation that Congress will address 
this legislatively before they adjourn for their August, 2020 “District Work Break.”

• Lacking federal action, employers are left with the OSHA “General Duty” and “Imminent Danger” clauses:
• The OSHA general duty clause requires employers to provide each worker “employment and a place of employment, which are free from 

recognized hazards that are causing or are likely to cause death or serious physical harm.”  Given recent statements from CDC, COVID-19 
now likely qualifies as a “recognized hazard.”

• On the other hand, OSHA also allows employees to refuse to work if they believe they are in “imminent danger” because death or serious 
injury can result from working in the dangerous environment.  So far, and to our knowledge, no court has ruled that an employee can 
refuse to report to work because of a general fear of contracting COVID-19, even if that employee is at heightened risk due to age or 
comorbidities.

• Certain industries will be covered by separate standards or directives.  For example, the meat and poultry 
processing industry is covered, specifically, by Executive Order 13917 (4/28/2020) which designates the 
food supply chain an essential service, and wields the Defense Production Act to ensure that these plants 
remain open.  A lawsuit seeking a preliminary injunction to close a plant in Milan, Mo., (Rural 
Communities Workers Alliance v Smithfield Foods) was dismissed on May 5, 2020, with the court 
indicating that OSHA had jurisdiction and must be given time to issue further guidelines.

• Meanwhile, in California, Gov. Gavin Newsom issued an Executive Order (N-62-20, signed May 6, 2020) 
granting all employees working outside their homes, who contract COVID-19, a rebuttable presumption 
that the disease was acquired at work, and therefore qualifies for workers’ compensation benefits.



Employer Liability – Navigating Very “Choppy Waters”
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What Does OSHA Require?
• Most companies with more than 10 employees must maintain internal records of COVID-19 infections 

among their employees, but only if:
• They are confirmed by healthcare practitioner diagnosis, and

• They are deemed “work-related”.

• OSHA requires employers to make a “good-faith inquiry” to determine how a worker contracted the virus.

• From OSHA’s bulletin* on this:
• In determining whether an employer has complied with this obligation and made a reasonable determination of work-relatedness, 

Compliance Safety and Health Officers should apply the following considerations:

• The reasonableness of the employer's investigation into work-relatedness.  It is sufficient in most circumstances for the employer, when it learns 
of an employee's COVID-19 illness, (1) to ask the employee how he believes he contracted the COVID-19 illness; (2) while respecting employee 
privacy, discuss with the employee his work and out-of-work activities that may have led to the COVID-19 illness; and (3) review the employee's 
work environment for potential SARS-CoV-2 exposure. The review in (3) should be informed by any other instances of workers in that environment 
contracting COVID-19 illness.

• The evidence available to the employer.

• The evidence that a COVID-19 illness was contracted at work. For instance, COVID-19 illnesses are likely work-related when several cases develop 
among workers who work closely together and there is no alternative explanation.

• If, after the reasonable and good faith inquiry described above, the employer cannot determine whether it 
is more likely than not that exposure in the workplace played a causal role with respect to a particular 
case of COVID-19, the employer does not need to record that COVID-19 illness.

See:  OSHA Website https://www.osha.gov/memos/2020-05-19/revised-enforcement-guidance-recording-cases-coronavirus-disease-2019-covid-19



The States Step Up…
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• On June 24, 2020, Virginia became the first state in the USA to establish state-wide COVID-19 safety 
mandates which must be met for employers to reopen their workplaces.

• Unless intervening actions take place, the new regulations are set to take effect on July 15, 2020 (with 
some training requirements delayed to take effect 30 or 60 days later).

• Mandatory requirements include:
• Designation of industries and jobs within industries as “very high,” “high,” “medium” and “lower” risk of exposure to the virus, with 

differing responsibilities attaching based on those designations,

• Exposure assessment, notification requirements, and (limited) employee access to exposure and medical records,

• Mandated exclusion of known or suspected COVID-19 employees from the workspace

• Mandated policy development and dissemination for employee self-evaluation for COVID symptoms, policies for known or suspected 
cases of COVID in the workplace, and policies for return to work for recovered COVID employees,

• Mandated development of sick and time-off policies (in harmony with the FFCRA, where applicable) to encourage employees with known 
or suspected cases of COVID not to come in to work

• Mandated employee training on specified and enumerated topics, which vary based on the exposure risk levels of their jobs

• The state of Virginia has published a 38-page draft set of regulations, available at the link below.

• It is likely that 49 other states are watching Virginia very carefully, poised to make their own 
determinations of whether they need to publish their own regulations, and if so, how detailed they will be.

See:  Virginia Dept of Labor & Industry Website https://www.doli.virginia.gov/wp-content/uploads/2020/06/COVID-19-ETS-Emg-Reg-Infectious-Disease-Prevention-SARS-CoV-2-and-COVID-19-
REVISED-FINAL-6.23.2020-WTC.pdf

With OSHA Guidance Like That, States Step Up to “Self-Help:”



Employer Liability – HCM Suite Solutions
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Employee Check-Ins and Streamlined Temperature Checks



Avoiding Liability – Learning Management Systems

Organize. Humanize. Maximize.24

LMSs That Are SCORM Compliant Are Essential to Minimizing Liability

SCORM is an LMS content design standard:

• Ensures plug-and-play compatibility between 
design software, content and player.

• Includes standard features like course pacing, 
bookmarks, and prerequisite enforcement.

• Most important, SCORM can include required 
quizzes or tests of knowledge, recording both 
the students’ answers and their unitary and 
overall score.

• Bottom line:  while an employee handbook 
and published policies are important to have, 
and an employee signature may “signify” 
they’ve received and read the policy, you just 
can’t replace recorded test administration and 
question by question results to prove that the 
employee understood the policy when they read 
it.



Avoiding Liability – Learning Management Systems
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Avoiding Liability – Learning Management Systems
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Talent Management - Attraction
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Reminder:  What’s Changed?

:
0.85 applicants to each open job

:
6.67 applicants to each open job



Talent Management - Attraction
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Recruiting in the Age of Coronavirus
Unemployment has risen from 3.5% (Jan, 2020) to a projected 16%+ (May).  How does that 
change our approach to Recruiting?

• For many companies, the answer may be “surprisingly little.”
• Even when we were dealing with a talent “inversion” (excess of jobs over candidates), technological advances in job 

applications, e.g., one-click apply, apply through linkedin, etc. meant recruiters were receiving hundreds of 
applications per opening.

• The new massive excess of candidates over jobs will only exacerbate that problem.
• Employers will need operationally superior, detailed pre-screening and ranking capabilities and candidate relationship 

management (CRM) capabilities to continue to sift through too many applications to find the best of the best.
• Additionally,

• Continue to comply with applicable processing restrictions, like those on automated decision-making (particularly the stringent 
requirements of the GDPR), and privacy disclosures (“coming to a state near you…California!”)

• Focus on branding to attract the best.

• Use any return-to-normal staff-up as an opportunity to improve workforce quality.

• Know, and take control of, your social media profile (linkedin, Glass Door, Facebook) and recognize that how you’ve treated 
employees whom you had to furlough or terminate, and the steps you are taking to keep your workforce safe, are two issues that 
have taken on new importance for that profile.



Talent Management – Attraction (Foreign Guest Workers)
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Executive Order:   All New H1-B, H2-B, H-4, J-1 and L-1 Visas Are Canceled

On Monday, June 22, 2020, the President signed an Executive Order suspending the 
issuance of all new nonimmigrant work visas in several classes of guest worker:

• H1-B:  temporary workers in specialty occupations   (188,100 issued in fiscal 2019)

• H2-B:  temporary workers on a one-time, seasonal or occasional basis  (83,600 issued in fiscal 2017)

• H-4:  immediate family members of H visa holders  (136,393 issued in fiscal 2017)

• J-1:  the cultural exchange program  (353,300 issued in fiscal 2019)

• L-1:  foreign employees of US corporations  (77,000 issued in fiscal 2019)

• The order is effective from June 24, 2020 through December 31, 2020 and applies only to new visas pending 
issuance, NOT to visas already granted or guest workers already in the United States.

• The order also denies re-admission to the United States to legal permanent residents (so-called “green card 
holders”) who may have been caught outside the US borders when the Coronavirus inbound travel ban was 
implemented, also through December 31, 2020.

• While the Administration’s intentions, as articulated within the proclamation, are to prevent persons infected with 
Coronavirus from re-entering the US, and to promote re-employment of US citizens given the spike in 
unemployment filings since the pandemic began, critics of the move have ranged from the US Chamber of 
Commerce to a normally reliable ally of the President: Sen. Lindsey Graham (R-SC).

See:  Fortune Magazine Online https://fortune.com/2020/06/23/trump-h1b-visa-executive-order-india/
Actual Exec Order:  https://www.whitehouse.gov/presidential-actions/proclamation-suspending-entry-aliens-present-risk-u-s-labor-market-following-coronavirus-outbreak/



Hiring Changes (Foreign Student Workers)
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SEVP Announcement:  Some F-1 and M-1 Visa Holders May Not Remain in the U.S.

On July 6, 2020, the Student and Exchange Visitor Program (SEVP) announced modified 
rules for nonimmigrant student visa holders in the following categories:

• F-1:  nonimmigrant foreign students pursuing academic course work in the US  (~388,000 F visas issued in fiscal 2019)

• M-1:  nonimmigrant foreign students pursuing vocational course work in the US  (~9,500 M visas issued in fiscal 2019)

• The order is effective for the fall, 2020, semester, unless further extended.
• Nonimmigrant F-1 and M-1 students attending schools operating entirely online may not take a full online course 

load and remain in the United States.
• The U.S. Department of State will not issue visas to students enrolled in schools and/or programs that are fully online for the 

fall semester nor will U.S. Customs and Border Protection permit these students to enter the United States.

• Active students currently in the United States enrolled in such programs must depart the country or take other measures, such
as transferring to a school with in-person instruction to remain in lawful status.

• If not, they may face immigration consequences including, but not limited to, the initiation of removal proceedings.

• Since, under limited circumstances, F-1 and M-1 students are permitted to work (in some cases only on-campus; in 
other cases anywhere), if employers employ one or more such visa holders and the academic institution the worker 
attends has announced a 100% on-line class schedule due to the pandemic (as, for example, Harvard did on July 
6, 2020), then the employer should be prepared to possibly lose the student worker due to return or removal.

See:  Immigration and Customs Enforcement (ICE) website:   https://www.ice.gov/news/releases/sevp-modifies-temporary-exemptions-nonimmigrant-students-taking-online-courses-during



Onboarding and I-9 Changes
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Hiring Processes in the New Normal

• On March 19, 2020, the Department of Homeland Security (DHS) and US Immigrations and Customs 
Enforcement (ICE) announced new flexibility in the requirements related to Form I-9 compliance.

• This guidance was originally for a period of 60 days and was set to expire on May 19.

• On May 14 and June 16, the agencies extended the guidance an additional 30 days each time, now expiring July 19, 2020.

• This flexibility included:
• Employers with employees taking physical proximity precautions due to COVID-19 will not be required to review the employee’s 

identity and employment authorization (“Section 2”) documents in the employee’s physical presence.

• Rather, employers must inspect the Section 2 documents remotely (e.g., over video link, fax or email, etc.) and obtain, inspect, and 
retain copies of the documents, within three business days for purposes of completing Section 2.

• Employers also should enter “COVID-19” as the reason for the physical inspection delay in the Section 2 Additional Information field 
once physical inspection takes place after normal operations resume.

• Once the documents have been physically inspected, the employer should add “documents physically examined” with the date of 
inspection to the Section 2 additional information field on the Form I-9, or to section 3 as appropriate.

• Any audit of subsequent Forms I-9 would use the “in-person completed date” as a starting point for these employees only.

• Additionally, any employers who were served Notices of Inspection by DHS during the month of March 2020 and have not already 
responded will be granted an automatic extension for 60 days from the effective date.  This provision had also been extended to 
June 18, 2020.

Source:  US Citizen and Immigration Services website. https://www.uscis.gov/i-9-central/temporary-policies-related-covid-19



Talent Management - Attraction

Organize. Humanize. Maximize.32

Employee “Recycling” – Welcome Back!

Employers who have had to layoff, furlough or terminate significant portions of their population 
will usually want to look to those people first for restoring the employee base.

Key to doing this?  An “alumni portal:”
• Pandemic-related employee reductions have made the idea of continuing to allow employee self-service for 

ex-employees, dependents of ex-employees, and retirees, a new imperative.
• A basic requirement for successful design of an alumni portal is the ability to set up security to restrict access 

for this group to only those ESS functions relevant to ex-employees.
• Not only does this save time and money when alumni update their information with you, but your employment 

brand can be boosted through social media outreach.
• Sample “widgets” can include:

• “Keep in Touch with Us!” (Change of Address, Phone)

• “Health Plan Information Center” (Web Service Integration with COBRA TPA)

• “Get Your Tax Forms Here” (W-2, 1095-c Forms)

• “Friend Us” or “Tweet About Us” (Generalized Social Media)

• “Join our Alumni Network” (Specific Social Media)



Talent Management – Retention
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What is an “Essential” Worker?

The pandemic has changed our views.
• There is no single definition of “essential worker” – it is a very personal judgment to each employer.
• Many organizations, in the past, may have made the understandable assumption that, because 

management and corporate governance is key to success, as one climbs the organizational chart, 
they naturally become more essential.

• The pandemic has exposed the flaw in that logic:  many organizations found that workers throughout 
the org chart could be “essential,” if that definition is appropriately expanded to include:

• Employees directly producing revenue,

• Employees involved in a multi-level process or project, essential to the company’s performance, whose work cannot be 
delayed or replicated by others,

• Employees with highly unique training and/or skillsets, and/or

• Even in some cases, employees willing to do work that the majority of others are not (perhaps because of the job’s working 
conditions).

• What are the implications of this realization for corporate workforce management, and 
particularly succession planning?



Talent Management – Retention
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How Do We Pay Our “Essential” Workers?
Compensation implications of new essential worker definitions:

• Stipends awarded by some employers to lower-paid workers in direct contact/risky positions (e.g., grocery 
workers, baristas, quick-serve restaurant employees and the like) have been called “hazard pay,” “hero pay,” 
“thank you pay” and “service pay”.

• The one thing many of these differentials have in common:  a large majority of them ended over the last 10 days 
of May, as the return-to-work got underway in all 50 states.

• In a “normal” economy, and particularly the one we saw until 12 weeks ago with 3-4% unemployment, continuing these differentials would be 
necessary to keep essential workers on the job.

• But with unemployment expected to top 20% in the May report (due out June 5), essential workers in higher-likelihood direct virus contact roles 
have few options for changing jobs at will.

• Employers last attempted to address the issue of equalizing pay where working conditions take on outsized 
importance in a job’s responsibilities with the concept of “comparable worth” in the 1970s – and largely went 
nowhere in those discussions.

• Employers will have to continually evolve pay policies around pay equity based on the kinds of virus exposure 
that their various job incumbents experience.

Source:  NPR. https://www.npr.org/2020/05/30/864477016/as-hero-pay-ends-essential-workers-wonder-what-they-are-worth



Talent Management – Retention
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Succession Planning

“Promotion 
Ready”

“Feeder
Pools”“Up or 

Out”



Talent Management – Retention
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Succession Planning



Talent Management - Engagement
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Employee Engagement Begins with Keeping Employees Informed!

Office/Facility
Closures and 
Updates

Employee Pandemic
“Headlines” and Education
What You Need to Know
(with links to LMS?)First Things First:

Need Medical Help?
Here are the links to
our telemedicine
provider, by plan…

ESS “Top Headline”
Tile or “Widget”
(“PUSH-TO-ALL”)
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Employee Engagement Begins with Keeping Employees Informed!

ESS “Top Headline”
Tile or “Widget”
(“PUSH-TO-ALL”)

First Things First:
Need Medical Help?
Here are the links to
our telemedicine
provider, by plan…

Employee Pandemic
“Headlines” and Education
What You Need to Know
(with links to LMS?)

Office/Facility
Closures and 
Updates
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Performance Management Implications

How does “management-by-walking-around” work when 50% of your workforce works remotely?

• Consider the story of three salaried exempt individual contributors:

Amber Barry Cynthia

“Logistical” work status:

Job title

Family status:

Primary responsibilities:

Work Routine:

Performance Impressions:

Migration to MBO?
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Performance Management Implications

How does “management-by-walking-around” work when 50% of your workforce works remotely?

• Consider the story of three salaried exempt individual contributors:

Amber Barry Cynthia

“Logistical” work status: Works from home

Job title Staff accountant

Family status: Married, three kids

Primary responsibilities: Reconciliations, account postings, financial 
breakdowns

Work Routine: Works independently

Performance Impressions: Because of family demands, works 
mostly off hours, (e-mails from her at 2 

am not unusual), work is stellar!

Migration to MBO? Brings more objectivity to process, 
employee thrives
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Performance Management Implications

How does “management-by-walking-around” work when 50% of your workforce works remotely?

• Consider the story of three salaried exempt individual contributors:

Amber Barry Cynthia

“Logistical” work status: Works from home Works from home

Job title Staff accountant Systems project lead

Family status: Married, three kids Single

Primary responsibilities: Reconciliations, account postings, financial 
breakdowns

Software implementations, systems 
design, internal customer consultation

Work Routine: Works independently At least 50% of work is collaborative, 
ZOOM!

Performance Impressions: Because of family demands, works 
mostly off hours, (e-mails from her at 2 

am not unusual), work is stellar!

Mixes “daylight meetings” with some off 
hours work, work is stellar!

Migration to MBO? Brings more objectivity to process, 
employee thrives

Brings more objectivity to process, 
employee thrives
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Performance Management Implications

How does “management-by-walking-around” work when 50% of your workforce works remotely?

• Consider the story of three salaried exempt individual contributors:

Amber Barry Cynthia

“Logistical” work status: Works from home Works from home Commutes to office

Job title Staff accountant Systems project lead Sales account executive

Family status: Married, three kids Single Married, no kids

Primary responsibilities: Reconciliations, account postings, financial 
breakdowns

Software implementations, systems 
design, internal customer consultation

Sales to new or existing customers

Work Routine: Works independently At least 50% of work is collaborative, 
ZOOM!

Critical that she can meet with 
customers virtually as needed

Performance Impressions: Because of family demands, works 
mostly off hours, (e-mails from her at 2 

am not unusual), work is stellar!

Mixes “daylight meetings” with some off 
hours work, work is stellar!

Spends two hours each day commuting 
to/from work, exceeded quota for year!

Migration to MBO? Brings more objectivity to process, 
employee thrives

Brings more objectivity to process, 
employee thrives

“So what else is new?  I have a 
quota; I exceed my quota!”
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New HRIS Record-Keeping Demands

New historical data views:

• The need for maintaining records around types of leave taken is obvious.  (See Appendix.)
• Not only must employers prove they’ve complied with the law around EPSL and EFMLEA eligibility; but supporting 

forms and employee documentation (doctor’s notes, return to work letters) must be maintained as well.
• Further, this information may be needed to support future tax audits for credits taken by the employer.
• Consider also, your traveling employees.  Do they travel around the country?  By air?

• A history of cities visited, and even specific hotels/motels used could become essential if future “outbreaks” occur, and employees must be isolated 
or seek treatment.

• Do you plan to take temperatures?  Ask a short series of symptom related questions? Have daily check-in alerts and 
require responses?

• All of these data types, maintained historically, could become essential in future defense, whether an OSHA, workers’ compensation, or private 
litigation inquiry.

• However, be very careful about protecting the privacy of this data.  For example, for employee temperature, consider keeping history only on a 
“Pass/Fail” basis (above or below 100.4º F.) rather than specific temperature.

• Records Retention: So far, DOL has indicated a need to keep FFCRA leave-related records for 4 years.
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There’s Trouble Brewing This Summer…

If a significant percentage of your employee population will continue to work from home for 
the next several months, do you know what the biggest threat to their productivity is going 
to be?

• We’ll give you a hint:  it’s 4’7”, 8 years old, usually has sticky hands and calls your employee “Mommy” or “Daddy.”
• We can hope for a miracle to occur, like day camps re-opening en masse, or a school district to decide to hold 

make-up classes all summer, but the reality is that most kids will be home, your employees may not have the ability 
to secure in-home day care for them, and that dreaded “school’s out for summer” tune is bouncing around in their 
heads!

So….:
How do we help our employees  turn

this into this?
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There’s Trouble Brewing This Summer…

Have you previously considered on-site day care at your office and rejected the concept?

• About 7% of employers offered on-site day care pre-pandemic shutdown.
• For the other 93%, if they considered and rejected it, it was probably due to one of these reasons:

On-Site Day Care Virtual Day Care
Dedicated Real Estate (“Daycare Facility”)

Expensive
Cost -Free

(Computer- Based)
Staffing Ratio 1:10?  1:15?  1:20? 1: as many as you like

Staffing Background and 

Credentials

Must be:  Degreed?

Background Checked?

Must:  love kids

be good with technology

(Perhaps a college intern in an 

education track?)

Lavatories Frequent cleanup None

Lunch Preparation and Provision Required None

Liability Insurance Requirements High Low to Non - existent

Level of Employee Appreciation, 

Improved Employment Branding? Off the Charts Off the Charts
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Don’t Want to Be on the “Bleeding Edge?”

A little company called “Twitter” did it!

Source:  HR Executive Online:  https://hrexecutive.com/twitter-launches-virtual-camp-for-employees-and-their-children/
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Policy Revision
• Develop post-shutdown re-opening handbook.

• Determine facility access criteria (temperature taking, symptom inquiries, referrals to HR)
• Modify Employee Handbook.  Pay particular attention to “Daily Check-In” procedures, work-from-home, etc.
• Determine which, if any, retirement plan/401(k), tuition/§127, and health/cafeteria plan/§125 permitted exceptions 

will be adopted by the organization and develop communications for each
• Develop new guidelines for domestic/international traveling employees, including recordkeeping

“The Online Home Base”
• Develop, or modify, your employee portal to be the place employees look to and trust, for information about the 

ongoing pandemic:  local closures and openings, company policy changes, even “public service announcements” 
like a dedicated area consolidating government benefit information (e.g., stimulus payments)

• Make required LMS course links easy to find, and ensure that training reminders pop up as needed
• Remember that, like the doctor’s office “if this is an emergency, hang up and dial 911” that starts every IVR 

recording, your portal should prominently feature links where employees can easily get help, such as telemedicine 
options.
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Recruiting
• Develop or refine existing pre-screening and knockout questions.  If scoring and auto-ranking were “a bridge too 

far previously, the expected new applicant volume may require it.
• Know your Social Media Quotient!  Now is not the time to allow employment brand to flag, simply because the 

candidate pool has been flooded.  (We want THE BEST candidates, not just the easiest to attract.)
• Workforce flexibility is the key: if you’ve never used third-party contingent worker services, now may be the time to 

line one up.

Succession Planning
• If you don’t have a program, now’s the time to put one in place, focusing on an honest assessment of what is an 

“essential worker” for your organization.  If you have one, re-evaluate it from top to bottom in light of what the 
shutdown revealed.

Learning Management
• The shutdown has made clear to all of us that employee safety cannot be left to chance or to employees’ own 

willingness to learn.  A well-developed and well-documented LMS, with top-notch content, evaluations, and 
historical records, may be key to future defense.
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Questions?
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Contact Us

bob.greene@ascentis.com
info@ascentis.com
www.ascentis.com

800.229.2713


