Business Continuity in a Crisis:
Practical Steps and Legal Guidance

Hi

Welcome to the Webinar
A copy of the slide deck and recording of the webinar will be emailed to you.
Please send us your questions via the chat window at anytime during the webinar.
Panelists will answer all questions during the Q&A.
Share your comments, feedback, questions at marketing@globalupside.com.
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Speaker Profile
Ragu is an award-winning serial entrepreneur and CEO of
Global Upside, which is part of the Global Upside
Corporation, a conglomerate of brands providing the most
comprehensive range of PEO, human resources,
accounting, payroll, and talent acquisitions services in 150+
countries. Our brands service an expansive customer base,
ranging from startups to the world’s largest enterprises. In
his previous roles, Ragu was the CFO at ActivIdentity (ACTI)
and held leadership positions in several companies
including Deloitte and NetIQ (NTIQ).

Ragu Bhargava

ragu@globalupside.com

+1 408-219-8203

Co-Founder & CEO
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Speaker Profile
Rachael is a UK employment lawyer based in Osborne
Clarke’s San Francisco Bay Area offices. Osborne Clarke is
an international, full service law firm with offices across
Europe and Asia with a simple goal: to help clients and their
people succeed in tomorrow’s world. Rachael works closely
with US and international companies, providing in time-zone
advice on UK employment law, HR, and international
expansion issues. She also works internationally on European
and Asian employment, executive compensation, and
corporate immigration matters and cross-border projects.

Rachael Oakley

rachael.oakley@osborneclarke.com

+1 650-384-5222

Associate, UK Employment, USA
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“If there is disruption,
there will also be
recovery, our actions
now will directly
influence the impact
we make and the
impact we experience
long-term”

Business Continuity
Establishing a Framework. Who and What is Impacted?

People

Operations

Workspace
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Operations
Establish cross-functional business response and continuity team; senior management should
be heavily involved

Institute or re-assess continuity measures for critical staff, functions, and operational hubs

Communicate with Clients: Is there disruption? Can you support them in other ways and are
they aware of this?
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Operations
Is leadership impacted? Decision
rights, accountability, short-term
and long-term operating plans

What is mission critical? What
decisions, activities, plans can
be deferred?

Have you planned for the entire
workforce not just direct employees?
(contractors, vendor workforce/PEO
employees)

Are you prepared for impact on
day-to-day operations in the short
term and long-term (remote work,
data security, cyber attacks, etc.)

Communication is key Do you
have daily/weekly briefing plan?

Cash flow planning, contract
cancellations, etc. Do teams have
clear directions on what to do?
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Workspace
Considerations for essential services and specific industries (e.g. manufacturing)
Prepare for worksite containment and de-contamination – You may need to procure personal
protective equipment, adopt new sanitation regime and update visitor and contractor policies
Record COVID-19 cases and file necessary paperwork
OSHA guidelines mandate reporting of employees infected during business travel or at company site

Update travel and meeting protocol
Manage rumors/fear as recovered employees return to work
Provide point of contact for questions, online guidance, and info to allay employee fears
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People
Set the tone at the top; prioritize
workforce health and safety
Don’t underplay the situation;
downplaying risk often creates worry
Social media policy – give employees
internal channel to voice concerns,
lay clear guidelines on companyrelated social media updates
Open and realistic communication
about business outlook and how
employees can do their part
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People
Engage health and safety partners;
identify high-risk employees; prepare
them for alternative work arrangements
Define guidelines for “staying home” if
certain symptoms develop
Review anti-discrimination policies; ensure
employee reporting is based solely on health.
Plan for economically-vulnerable employees
Get legal advice for increased absenteeism
and refusal to return to work
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People – Managing Labor Costs
Unpaid leave in times of cash flow crisis

If staff reductions or lay-offs are necessary:
•

Understand you may receive claims of constructive dismissal

•

Local employment guidelines will determine when a temporary become a permanent layoffs
and severance entitlements become due

•

Available government financial support to avoid dismissals

Important Note

Prematurely reducing staff often has a negative impact in the long-term
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Legal Guidance - Working Arrangements
Remote vs. essential office working
considerations
Health and safety
Data security
Flexibility
Employee refusal to work
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Employee Illness & Sick Leave
Self-isolation
Sick leave and sick pay
Caring for others with illness
Medical checks
Return to work
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Dismissals & Alternative Options
Career breaks/sabbaticals
Enforced leave/vacation
Reduction in hours
Furloughs
Redundancy
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Legislative Changes of Note
UK
•
•

Coronavirus Job Retention Scheme
Changes to Statutory Sick Pay (SSP) regulations

France
•
•
•

Law on Sanitary emergency situation of 23 March 2020
Decree on partial unemployment scheme of 26 March 2020
Ordinance on working time and paid leave of 25 March 2020

Italy
•
•

Operational protocol between Italian Government and social partners of 14 March 2020
“Cura Italia” Decree of 17 March 2020
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Questions
Q: For employers of essential service companies, what is the best course of action to take if an employee (who
is healthy and able to work) is refusing to come into work due to fears/health precautions related to COVID19?

Q: If we have hourly workers that are working from home during the office closures and mandatory lockdowns,
what are the procedures/regulations for tracking their time worked?

Q: Could you please provide examples of strong disaster response communication?
Q: Considering how this pandemic will take more time settle than anticipated, are there any guidelines for what
will occur if/when employees exhaust all available leave entitlements?

Q: What actions can be taken to terminate an employee based on performance during current circumstances?
Q: What should companies keep in mind when planning for return to business as usual once the all clear is
given?
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Thank You
EMAIL ADDRESS
info@globalupside.com

PHONE NUMBER
+1 (408) 913-9130

www.globalupside.com
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