S

ummer is upon us and it seems we are in store for
a hot one! The pandemic appears to have slowed
down and hopefully we will return to some semblance of normalcy very soon. We are anticipating
some things to be different; how different remains
to be seen. We will keep a close watch and keep
you informed as information unfolds.

H E AT I L L N E S S P O L I C Y

E

mployers who have employees that are subject to weather
conditions (working outside, in a
factory, or other environment subject to heat) are required to have
a what OSHA refers to as a Heat
Illness Policy.
A Heat Illness Policy requires employers to provide employees with
breaks and hydration so that they
do not suffer from heat exhaustion.
The signs and symptoms of heat
exhaustion are headache, nausea,
dizziness, weakness, irritability,
confusion, thirst, heavy sweating,
and a body temperature greater
than 100.4°F. Workers with heat
exhaustion should be removed
from the hot area and given liquids
to drink.
OSHA
provides
a
sample prevention program click
here:
https://bit.ly/2T7DTNV
A sample handbook policy that
should be included in your employee handbook often reads like
the following:
“The Company is concerned
with employee health and safety.

Employees who work outside may
be exposed to extreme temperatures or adverse working conditions, particularly in the summer
months. All supervisors are trained
in the recognition and prevention
of heat illness. Employees who
work outside are encouraged to
frequently drink water. Employees
who work outside are also allowed
and encouraged to take a cooldown rest in the shade of at least
five minutes (in addition to the
time needed to access the shade)

when needed to protect themselves from overheating. These
preventative cool-down rests are
paid time.”
If you have such working conditions and do not have such a policy in place, please take the time to
add the policy to your handbook
and communicate it to your employees. You may also want to establish formal procedures following the OSHA link provided above.

EEOC RULES ON MANDATORY VACCINATIONS

O

n Friday May 28, the Equal
Employment
Opportunity
Commission (EEOC) released longawaited guidance greenlighting
coronavirus vaccine requirements
and incentives. The technical assistance outlined some limits, however. For instance: Title VII of the
Civil Rights Act of 1964 and the
Americans with Disabilities Act require employers to provide reasonable accommodations for workers
who do not get vaccinated for COVID-19. And, while employers got
the OK to incentivize vaccines, the
agency set up some limits for employers that are offering the shots.
Here are the key points:
n Federal equal employment opportunity laws do not prohibit policies requiring that all employees
who physically enter a workplace
receive a COVID-19 vaccination, so
long as such policies comply with
the reasonable accommodation
provisions of the Americans with
Disabilities Act and Title VII of the
Civil Rights Act as well as other applicable laws.
n Title VII and the ADA require employers to provide reasonable accommodations for employees who,
because of a disability or a sincerely
held religious belief, practice, or
observance, do not get vaccinated
for COVID-19, unless providing an
accommodation would pose an
undue hardship on the operation of
the employer’s business. Employers

with such a requirement also may
need to respond to allegations that
the requirement has a disparate
impact on, or disproportionately
excludes, an employee based on
protected characteristics including
age, race, color, religion, sex, and
national origin.
n Employers also may offer incentives to employees to voluntarily
show documentation or confirmation that they have received a
COVID-19 vaccine, but the agency
outlined some limits in the event
that employers are incentivizing
employees to voluntarily receive
a vaccine administered by an employer or its agent. An employer
may offer an incentive to employees to provide documentation or
other confirmation from a third
party not acting on the employer’s behalf, such as a pharmacy or
health department, that employees or their family members have
been vaccinated.
EEOC’s guidance does not address concerns about the fact that
currently available COVID-19 vaccinations have been made available
under the Food and Drug Administration’s Emergency Use Authorization, which is notable because
some organizations have argued
against requiring the vaccine “because it’s only been issued under
the Emergency Use Authorization.
Vaccine mandates are not a
consideration for 83% of employ-

ers responding to a recent survey.
That figure is up from January,
when 64% of respondents said
they would not impose a vaccine
requirement. At that time, 27% of
employers said they had yet to decide if they would mandate vaccinations.
Most employers — 75% — said
they are encouraging workers to
get their vaccines, the May 25 survey results revealed.
Of the employers that aren’t
mandating vaccines, 32% said
they’re making that choice to avoid
running afoul of anti-discrimination
laws and 54% said they believe the
employees that are willing to get
vaccinated have already done so.
Employers appear to prefer encouraging vaccines than requiring them. It’s also apparent that,
for a third of the more than 600
respondents, fears of infringing on
anti-discrimination laws hold them
back from making a mandate.

FIVE HR CHALLENGES FACE SMALL BUSINESSES TODAY

U

nfortunately, there are no
shortcuts when it comes to
effective HR management. So, if
you are an entrepreneur or small
business owner who plans to hire
employees, do yourself a favor.
Consider these five HR challenges
in making sure you are compliant
in all aspects of your business.
1. Staying up to date on all current laws and regulations
The legal landscape of the workforce is constantly changing. If
your small business isn’t keeping
up with laws surrounding wages,
taxation, medical leave, and safety
regulations, you could find yourself in a world of trouble. Not only
would governing authorities have
grounds to impose fines, but employees may file lawsuits.
Unfortunately, small business
owners often find themselves out
of compliance because they fail to
understand the difference between
an “employee” and an “independent contractor.” The Department
of Labor provides facts on the misclassification of employees and
independent contractors to help
clear this up. Make sure you also
understand this important distinction.
To ensure you are keeping up-todate with these issues, we will provide newsletters and updates on a
periodic basis. In addition, regularly check in with local, state, and

federal regulations for any changes that may affect your business.
Consult with your HR consultant or
an attorney who can give you advice on areas you need to improve
on. They will help you avoid costly
fees and reduce your likelihood for
employee lawsuits.

What kind of experience should
the candidate have? Ask questions
to get to know their personality
and character. Getting along with
your coworkers is just as important
as their expertise. Competitive
wages and benefits packages will
also go a long way.

2. Having a solid plan for employee hiring and retention
Employee hiring and retention is
a vital part of any business. However, with limited funds, small
business owners (quite literally)
can’t afford to bleed employees.
When looking at the cost of hiring vs training, it’s estimated to
cost $4,000 to hire an employee,
and nearly $1,000 for training. To
keep employees, this means you
not only have to find the right talent but give them a reason to stick
around.
Before interviewing, make sure
you know what you are looking for.

3. Having a vision for your company’s culture
You probably have a specific vision for your business. But how
much thought have you given to
your company’s culture? When
joining a company, people want to
know what to expect. What are the
company’s values, standards and
expectations? Is this a place where
new ideas and cultural diversity are
welcome? Even if you set clear expectations for your employees, it is
likely that you will still occasionally
encounter someone who refuses
to comply with company culture.

5 HR Challenges, from previous page

Whether they let intolerance or
their own personal beliefs get in
the way, it is important you have a
plan in place to handle these situations in an appropriate, professional manner.
Maintaining a current employee
handbook is a great place to start.
This provides a tangible reference
for everyone to have access to the
same set of standards. By updating the handbook annually with
the most current labor and wage
laws, you will also make sure your
business is staying transparent and
compliant.
4. Neglecting conflict resolution
At some point, the people in your
business will not get along. To protect your employees and your business, you must know how to handle
conflicts. Without proper conflict
resolution, employees won’t feel
supported, and the results could be
disastrous. Not only is this another
area that could lead to lawsuits,
but countless small businesses face
defamation from disgruntled employees. To protect your reputation
as a company, consider an online
reputation management service.
If your reputation takes a hit online due to a misleading negative
review, they will help you recover
what was lost.
Neglecting this critical compo-

nent of your business can prove
costly. As part of further development, consider a management
training program for all members
of management over conflict resolution. This will help give you the
necessary skills you need to develop communication guidelines and
handle problems as they come.
5. Having a clear understanding
of the cost of benefits
One important deciding factor
when people search for jobs is the
benefits package. This is a vital part
of employee retention that you
don’t want to overlook. However,
it can be one of the most expensive aspects of your business. Most
people will expect your basic medical, dental and vision package. But
many also want retirement options
and vacation time, too. Thankfully,

there are options for small business
owners.
As a business leader, you already
have a great demand for your attention. Making sure you address
these Human Resource challenges
properly could be one of the best
decisions you make for your business and we are here to help!

Key HR is committed to supporting our clients with all their
HR, safety, and risk management needs. We are your partner in the strategic and tactical
management of your workforce.
We are here to help you manage your most valuable assets,
your people.
At Key HR, we are here for
you;

whatever

is

needed,

whenever you need it.
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