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A few terms will be important to know as you proceed through this document.

Americans with Disabilities Act (ADA)
The Americans with Disabilities Act became law in 1990 and has been amended a few times since then. Its  

purpose is to provide a clear and comprehensive national mandate for the elimination of discrimination against  

individuals with disabilities and to provide enforceable standards to address such discrimination.

Equal Employment Opportunity Commission (EEOC)
The EEOC is responsible for enforcing federal laws that make it illegal to discriminate against a job applicant or  

an employee because of the person's race, color, religion, sex (including pregnancy, transgender status, and  

sexual orientation), national origin, age (40 or older), disability or genetic information. Most employers with at  

least 15 employees are covered by EEOC laws (at least 20 employees in age discrimination cases). Most labor  

unions and employment agencies are also covered. The laws apply to all types of work situations, including  

hiring, firing, promotions, harassment, training, wages, andbenefits.

Liability
In this context, liability is an employer's legal responsibility to pay damages to an employee who has been  

injured or who has contracted an illness because of the work he or she does.

Negligence
A failure to behave with the level of care that someone of ordinary prudence would have exercised under the  

same circumstances. The behavior usually consists of actions or omissions when there is some duty to act.

Occupational Safety and Health Act of 1970 (OSHAct)
A US law that was enacted to govern federal law related to ensuring the safe and healthful working conditions  

for working men and women by authorizing enforcement of the standards developed under the Act; by assisting  

and encouraging the States in their efforts to ensure safe and healthful working conditions; by providing for  

research, information, education, and training in the field of occupational safety and health. The Act established  

the Occupational Safety and Health Administration (OSHA) to oversee the administration and enforcement of  

the Act, along with the National Institute for Occupational Safety and Health (NIOSH) as its research institution.

Occupational Safety and Health Administration(OSHA)
With the Occupational Safety and Health Act of 1970, Congress established OSHA to ensure safe and healthful  

working conditions for working men and women by setting and enforcing standards and by providing training,  

outreach, education, and assistance. The OSH Act covers most private sector employers and their workers, in  

addition to some public sector employers and workers in the 50 states and certain territories and jurisdictions  

under federal authority.

Risk

Uncertainty of outcome whether positive opportunity or negative threat of actions and events.

DEF IN IT IONS
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Introduction

The COVID-19 pandemic has employers in uncharted waters when it comes to  

keeping employees safe and businesses open. Employers must know how to avoid  

various types of risk, including liability, safety measures, work stoppages, and  

others, but that can be extremely challenging when a situation is fluid and  

unpredictable. It seems like things change every day as the pandemic progresses;  

some for the better, some for theworse.

The rules, regulations, and guidelines shared over the past year from various  

government and healthcare sources have been a patchwork of frequently changing  

protocols. The sheer number of instructions, procedures, and mandates that have  

been distributed is overwhelming and sometimes contradicts previous guidance.

Employers are left scrambling, trying to figure out how to protect their employees  

and remain compliant with Occupational Health and Safety Administration (OSHA)  

regulations. Uncertainty reigns supreme as a new administration settles in at the  

White House and Congress has not provided any liability protection for employers  

in workplace-related COVID-19 outbreaks.

Along with our partners from Morris, Manning & Martin and Partners Risk Services,  

HB NEXT has gathered the latest information from the Centers for Disease Control  

and Prevention (CDC), OSHA, and the Biden Administration to help employers  

maximize safety and productivity, while minimizing risk and effort. Compliance with  

new laws, regulations, and guidance, particularly from OSHA, is vital to keeping  

businesses operational. President Biden has mandated a great deal of changes  

through Executive Orders and business owners will need to know what these mean  

for their companies and their workers. We’ll cover compliance, legal, and insurance  

considerations throughout this document and hope that you find this to be a useful  

tool in protecting your business.
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N ew Guidance  

for COVID- 19

We can expect many changes when it comes to the focus and tone of OSHA as  

2021 moves forward. Under the previous administration, OSHA took a more friendly  

stance toward business and industry, declining to release any type of enforceable  

standard around COVID-19. New President Joseph R. Biden took swift action on  

COVID-19, signing a record number of executive orders in his firstdays.

One of these orders was directed at OSHA, requiring the agency to make COVID-

19 workplace safety a top priority and pivoting its focus to worker safety andhealth.  

This directs OSHA to complete a few tasks, each of which could have huge  

repercussions for employers as they are implemented:

1. Issue, within two weeks, revised guidance to employers on  

workplace safety during the COVID-19 pandemic.

2. Consider whether any emergency temporary standards on  

COVID-19 are necessary, and if such standards are determined  

to be necessary, to issue them by March 15, 2021.

3. Review OSHA enforcement efforts related to COVID-19 and  

identify any changes that could be made to better protect  

workers and ensure equity in enforcement.

Executive Order on Protecting Worker Health andSafety,

January 21, 2021
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https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/21/executive-order-protecting-worker-health-and-safety/


While there is no  

OSHA standard  

specific to COVID-19,  

these items all fall  

under the General  

Duty Clause, Section  

5(a)(1) of the OSH  

Act, which references  

an employer’s  

responsibility to  

provide a safe and  

healthful workplace.

On January 29, 2021, OSHA responded to the first request by  

releasing updated guidance for workplaces that included stronger  

language and more industry-specific detail than previous versions.  

The first section outlines additional detail on key measures for  

limiting the spread of COVID-19, specifying that employers can  

follow either a symptom-based strategy for identifying workers who  

may be ill or they can consider a COVID-19 test-basedstrategy.

An overview of these key items is below.

New Guidance for COVID- 19
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ALL companies are governed by OSHA, 

no  matter how many employees they

have.

New Gui dance for Workers



1. Workers who have or likely have COVID-19 should be isolateduntil  

they meet CDC guidelines for exiting isolation.

They may return after 10 days have passed since symptomsfirst

appeared, they have had at least 24 hours with no fever and no fever-

reducing medication, and other symptoms of COVID-19 are improving.

a. Some workers may need to isolate for longer, dependingon  

their doctor’s guidance.

b. Under the Americans with Disabilities Act, employers are  

allowed to require a doctor’s note to verify that a worker is  

healthy and able to return. However, this may be difficult for the  

worker to secure and employers should take this into account.

c. Aworker who has recovered from COVID-19 may continue to

test positive for several months without being contagious, so  

repeated testing is not recommended.

d. The CDC does not recommend using antibody tests to  

determine whether a worker may return, as these tests arenot  

very reliable.

2. Workers should quarantine for 14 days if they have been exposedto  

COVID-19. Exposure means:

a. They were within 6 feet of someone who has COVID-19 for at  

least 15 minutes or more within a 24-hour period.

b. They provided care for someone at home who is sick with  

COVID-19.

c. They had direct physical contact or sharedeating/drinking

utensils with someone who has COVID-19.

3. Workers can use standard practices to protect themselves atwork.  

These include:

a. Social distancing, which means staying at least 6 feet away  

from others.

b. Good personal hygiene, such as handwashing and using  

tissues when you cough or sneeze.

c. Face coverings., made of at least two layers of a tightly woven  

breathable fabric, such as cotton, are recommended.
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Part of the confusion around guidance and best practices for employers revolves  

around on-site workers versus remote employees. Much of the workforce was  

rapidly shifted to remote work when COVID-19 appeared in the US – frequently  

without policies in place or attention to potentially relevant laws. For example,  

employers must be able to monitor employees’ working hours, particularly when it  

comes to non-exempt workers who are eligible for overtime pay, as there are  

penalties for failure to pay overtime via the Fair Labor Standards Act(FLSA).

There are also tax considerations related to where employees are located;  

employers need to know where each employee is when they are working for  

income tax withholding and corporate taxes.

Remot e Workers

In 2000, OSHA released instruction concerning worksites in an employee’s home.  

At that time, OSHA stated that home offices would not be subject to OSHA  

inspections and that employers are not liable for home offices. However, it is  

certainly possible that an employee could experience a recordable injury at home  

that arises from their employment. Documentation is key to discerning whether a  

worker’s injury is work-related or not when it occurs at home. It remains to be seen  

how OSHA will treat a COVID-19 infection in a remote worker. Employers should  

put systems in place to stay connected with remote workers and keep abreast of  

their health status, documenting everything along theway.

Table 1. Employed persons who teleworked at home for pay at any time in the last 4weeks  

because of the coronavirus pandemic [Numbers in thousands]
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Characteristic

JANUARY 2021

Total  

Employed

Persons who teleworked  

because of the coronavirus  

pandemic

Percent distribution

Total
Percent of Total  

Employed
Total  

Employed

Persons who teleworked  

because of the  

coronavirus pandemic

Total, 16 years  

and over 148,383 34,484 23.2 100.0 100.0

Source: US Bureau of Labor Statistics, Labor Force Statistics from the Current Population Survey



New Guid ance for Emplo yers

OSHA’s updated guidance also includes instructions for employers to help  

them create a COVID-19 prevention program. Much of this guidance  

centers around protecting workers from becoming sick but many of the  

considerations also speak to ways an employer can protect their company  

from risk and liability. Implementing an effective safety plan that includes  

the items below can deter what is seen as workplace negligence.

1. Assign a workplace coordinator who will be responsible for COVID-

19 issues on the employer's behalf.

2. Conduct a Hazard Assessment to identify where and howworkers  

might be exposed to COVID-19 at work.

3. Identify a combination of measures that will limit the spread of  

COVID-19 in the workplace; this would include things like social  

distancing, use of PPE, providing supplies for good hygiene,  

barriers, cleaning routines, etc.

4. Consider protections for workers at higher risk for severe illness  

through supportive policies and practices. These individuals include  

older adults and those with serious underlying medical conditions.

5. Establish a system to communicate information to employees  

effectively; educate and train workers on your COVID-19 policies  

and procedures.

6. Instruct workers who become ill with COVID-19, or are potentially

infected, to stay home and isolate. Employers should also isolate

workers who show symptoms at work.

7. Minimize the negative impact of isolation by allowing telework or

using paid sick leave.
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New Guid ance for Emplo yers

8. Perform enhanced cleaning and disinfection after peoplewith  

suspected or confirmed COVID-19 have been in the facility.

9. Provide guidance on screening and testing: Follow state or local  

guidance and priorities for screening and viral testing in workplaces.  

Testing in the workplace may be arranged through a company’s  

occupational health provider or in consultation with the local or state  

health department.

10. Record and report COVID-19 infections and deaths: Employers are  

responsible for recording work-related cases of COVID-19 illness on  

their Form 300 logs if the following requirements are met: (1) the case is  

a confirmed case of COVID-19; (2) the case is work-related (as defined  

by 29 CFR 1904.5); and (3) the case involves one or more relevant  

recording criteria (set forth in 29 CFR 1904.7) (e.g., medical treatment,  

days away from work).

11. Implement protections from retaliation and set up an anonymous  

process for workers to voice concerns about COVID-19-relatedhazards.

12. Make a COVID-19 vaccine or vaccination series available at no cost to

all eligible employees.

13. Do not distinguish between workers who are vaccinated and those who

are not: Workers who are vaccinated must continue to follow protective

measures.

Each of these items include a component to protect the

worker and the employer. And yes, you read that right –

COVID-19 infections and deaths ARE recordable on

your OSHA Form 300.

2/8/2021 13
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OSHA Inspect ions

OSHA has been slowly ramping up its COVID-19 related inspections, with morethan

$4,000,000 in citations issued as of January 14, 2021. Citations can range from a  

few thousand dollars to tens of thousands, depending on the egregiousness of  

discovered violations. With President Biden specifically requesting the review of  

enforcement efforts, we anticipate the frequency and dollar amount of citations to  

increase exponentially in coming months. Fines will likely be reassessed, as they are  

currently somewhat nominal. For example, a meatpacking plant in South Dakota was  

fined just $13,494 when 1,294 workers got sick and four died. That comes out to a  

fine of just over $10 per infected employee – not much of a deterrent.

Inspection Triggers

✓ Employees have the right to file a confidential safety and health complaint 

to request an OSHA inspection at your workplace if they believe there is a serious  

hazard or that their employer is not following OSHA standards.

✓ Whistleblower complaints from employees who feel that they have been  

retaliated against for exercising their employee rights can also trigger OSHA  

inspections.

✓ Employers under OSHA jurisdiction are required to notify OSHA when an  

employee dies or is hospitalized due to something that occurred on the job.

✓ Referrals from federal, state, or local agencies regarding hazard information.

Referrals can also come from the media, emergency responders, or individuals.

✓ Some OSHA inspections are random, or they may be follow-ups from previous  

inspections.

✓ In some industries, inspections are scheduled on a regular basis because of  

the high rate of illnesses, accidents, or injuries.
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OSHA Inspect ions

Source: OSHA, COVID-19 Response Summary
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Table 2. OSHA COVID-19 closed investigation cases.

Table 3. Total number of workers removed by OSHA from COVID-19 hazards in the workplace.



Prep ari ng for an O S H A Insp ec tion

Being proactive and thorough is key to being ready for an OSHA inspection.  

Many employers think that OSHA is just all about forms, check lists, and files;  

having all your required forms completed correctly for documentation purposes  

is just one piece of the puzzle. There are other important preparation tactics  

you should employ before OSHA ever steps foot on your jobsite:

Know the OSHA standards. Section 5(a)(2) of the General Duty Clause states  

that all employers shall comply with OSHA; this means that OSHA expects  

employers to know and comply with all the laws and standards.

Put policies and procedures around safety into place before accidents,  

injuries, or fatalities occur.

Train your employees regularly and frequently on safety, rescue procedures,  

OSHA standards, and their rights as employees. This may mean daily or weekly  

Toolbox Talks, required coursework, or even employee mentoring. OSHA  

inspectors regularly question workers, not just superintendents andforemen.

Ensure that there is an up-to-date, written safety manual on site andthat  

your company is conducting its own safety inspections.

Issue and document written reprimands when necessary; this shows that  

your company is following its own safety rules.

Have all documents, forms, and other information filed correctly and in a  

way that makes them easy to find when you need them.

An extensive course on how to handle OSHA inspections 

is available for free, on-demand from HB NEXT if you  

need more detailed information.
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ADA Regulations Around COVID- 19

The 1990 Americans with Disabilities Act (ADA) is a civil rights  

law that prohibits discrimination against individuals with  

disabilities in all areas of public life.

The law’s purpose is to make sure that people with disabilities  

have the same rights and opportunities as everyone else.

It was amended in 2008 to clarify and widen the definition of  

“disability” and to make it applicable to employers with 15 or  

more employees. The ADA now defines a person with a  

disability as a person who has a physical or mental  

impairment that substantially limits one or more major life  

activity.

This includes people who have a record of such an  

impairment, even if they do not currently have a disability. It  

also includes individuals who do not have a disability but are  

regarded as having a disability.

The Act is enforced by the Equal Employment Opportunity

Commission (EEOC), which covers any type of workplace

anti-discrimination laws.
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ADA Regulations Around COVID- 19

What makes the ADA especially relevant for employers dealing with COVID-19 is  

that it restricts when and how much medical information an employer can obtain  

from an employee. Any medical exams at work must be job-related andconsistent  

with business necessity. This may include actions suchas:

Questioning  

employees 

who  call in 

sick about  

whether their  

symptoms are  

consistent with

the  pandemic

virus

Taking the body  

temperature of  

employees at

work

Requiring a  

doctor’s note 

to  indicate 

fitness to  

return to work

Administratio

n of  a 

COVID-19 

test  at work

Asking  

employees if

they  have 

been  

diagnosed 

with or  tested

for

COVID-19

Asking only 

one  

employee to

take  a 

COVID-19 

test  or have 

their  

temperature  

taken

Questioning 

an  employee 

who is  

coming to the  

office in 

person if  any 

of their family  

members 

have  COVID-

19Remove an 

employee  for 

refusing to have 

their  temperature 

taken or  answer 

questions about  

whether they have  

symptoms of

COVID-19

Allowed  

NotAllowed

Allowed under certain circumstances
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Conf id ent ialit y

The ADA requires employers to keep any medical information they learn about  

an employee confidential. “Medical information” may include test results,  

diagnoses, treatments, or reasonable accommodation requests. Confidentiality  

is essential for employers who do not want to open themselves up to liability or  

litigation. Medical records and information must be kept separate from a  

worker’s personnel file, to limit who all has access to the information. However,  

COVID-19 related information doesn’t have to be kept in its own file; it can go  

into existing employee health files.

Health information related to COVID-19 can come in different forms. Many  

employers are now checking workers’ temperatures as they arrive for theirshift  

on-site or requiring them to complete daily health screenings of somesort.

Keeping a log of readings or screening results is allowed, but the logs must be  

kept confidential as these are considered a medical examination. That means no  

more clipboard at reception with everyone’s temperature written down in public!  

Employers will need to implement a more secure method of conducting health  

screenings, taking and logging temperatures, retaining testing records, and  

monitoring employee health statuses.

Also related to health screening, temperature checking, or COVID-19 testing  

confidentiality, OSHA requires that the employer retain any records or logs for  

the duration of each worker’s employment, plus 30 years. The OSHAAccess to  

Employee Exposure and Medical Records standard (29 CFR 1910.1020)  

reinforces the ADA’s confidentiality requirements.
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Employment litigation related to COVID-19 has been skyrocketing  

throughout the country as employers struggle to deal with theconstantly  

changing landscape of the coronavirus and its effects on the American  

workplace. An estimated 1,600 lawsuits have been filed related to  

employers and COVID-19. While there have been lawsuits filed against  

many different kinds of companies, employers in the healthcare, retail,  

and manufacturing industries have seen a higher number of COVID-19  

employment litigation.

It is anticipated that many more lawsuits related to COVID-19 will  

continue to be filed as employers navigate issues related to employee  

outbreaks. Additionally, employers need to be aware of changing  

guidelines related to the remote workforce. In the event an employer  

opts to transition employees back into the workplace, employers needto  

be aware of any relevant federal or state laws or other guidelines that  

may need to be considered prior to reopening theoffice.

As there is limited legal precedent to guide employers during this time,  

employers are wise to strictly comply with OSHA and other federal  

guidelines related to COVID-19 in order to minimize potential liability that  

may arise from an employee contracting COVID-19. The Biden  

administration is also expected to be more employee-friendly that the  

previous administration, another reason for employers to err on the side  

of caution when it comes to COVID-19. Because the outcome of  

litigation related to COVID-19 is relatively hard to predict, employers are  

highly encouraged to seek guidance in order to avoid greater problems  

down the line.

Legal Cons iderat ions
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I nsurance & Liab ility

COVID-19 continues to present challenges to employers and employees eager to  

return to the workplace, particularly in the insurance and liability realm. Insurance  

claims related to COVID-19 could target a wide range of employment practices.The  

OSHA General Duty Clause is rather unspecific; there may be many ways that a  

claim may be brought, alleging an employer failed to take proper steps to reduce  

health and safety risks for their workforce. In civil courts, we are already starting to  

see claims being filed with allegations of employers discriminating against  

employees with COVID-19 concerns.

Employment Practices Liability (EPLI) policies cover wrongful acts arising from  

the employment process, such as wrongful termination, sexual harassment, and  

retaliation. They may also provide coverage for several types of employment claims  

related to COVID-19. Whether an EPLI policy will respond to a particular claim will  

depend on the specific wording of the policy, the allegations themselves, and the  

damages sought. EPLI policies are not standardized between insurance companies  

so your policy may not provide the coverage or limits you need to protect your  

business.

What can you do? As an employer, one of the best defenses right now is to follow  

the Reasonable and Prudent Doctrine: What would a reasonable person or  

business have done under the same circumstances, knowing what you knew at the  

time? Do some research and work with a company like HB NEXT to implement best  

practices, policies and procedures. If you do this work proactively, it will be much  

more difficult for your company to be demonstrated as Negligent to a regulatory  

body or by a court of law. Now is also an excellent time to review your EPLI policy  

for the appropriate coverages and limits with an insuranceprofessional.
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Too ls & B es t Practices

If all these new standards, interpretations, and procedures seem like a lot… they  

are. Employers must have a complete COVID-19 safety plan in place, or they  

could leave their businesses vulnerable to significant OSHA violations and civil  

litigation. For the best results, safety plans need to include some sort of tracking  

mechanism that documents employees’ health and quarantine status, whether  

they are in the office or remote. There are additional concerns around screening  

contractors, visitors, and vendors who may enter your facility since they can  

easily expose others to the COVID-19 virus.

However, employers are not having to navigate this new COVID-19 workplace  

alone. Since 1999, HB NEXT has been helping companies of all sizes create  

safe workplace environments. We’ve created the following tools to help make  

your job easier

To remain in compliance and prevent any claims of negligence, employers  

need to be able to:

1. Monitor employees’ daily health screenings.

2. Keep employee health information confidential.

3. Produce records and documentation upon request,  

in the case of an OSHA citation or civil litigation.
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Check List : O S H A Best Pract ic es

Assign a COVID-19 workplace coordinator.

Conduct a Hazard Assessment to identify where and how workers might be  

exposed to COVID-19 at work.

Provide supplies for and encourage good hygiene such as anti-bacterial soap,  

hand sanitizer, barriers between workers and others, or personal protective  

equipment like disposable masks and/or gloves.

Create protections for workers at higher risk for severe illness.

Establish a system to communicate information to employees effectively.  

Educate and train workers on your COVID-19 policies and procedures.

Instruct workers who become ill with COVID-19, or are potentially infected, to  

stay home and isolate.

Perform enhanced cleaning and disinfection after people with suspected or  

confirmed COVID-19 have been in the facility.

Provide guidance to employees on COVID-19 screening and testing.

Record and report work-related COVID-19 infections and deaths on OSHA  

Form 300.

Implement protections from retaliation and set up an anonymous process for  

workers to voice concerns about COVID-19-related hazards.

Make a COVID-19 vaccine or vaccination series available at no cost to all  

eligible employees.

Do not distinguish between workers who are vaccinated and those who are  

not: Workers who are vaccinated must continue to follow protective measures.
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Chec k Li st : Key Fact ors f or  

Emp loyee Heal th Screeni ng s

Acknowledgement of CDC Guidelines for preventing the spread  

of COVID-19.

Self temperature check at home.

Check for symptoms of COVID-19 (cough, fever, chills, muscle  

pain, loss of taste/smell, difficulty breathing, etc.)

Confirmation of no known exposure to COVID-19.

Temperature verification on site at the office or project location.

Collected employee data is kept secure and confidential,  

separate from personnel files.

Keep track of which employees are under quarantine.

An alert system to notify supervisors of self-reported exposure  

or symptom information.

Documentation of screenings is easy to access in the case of  

an inspection or litigation proceeding.

All employees are required to complete screenings each  

workday.
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H ow H B N E X T C an H elp

Early in the pandemic, HB NEXT designed, developed, and  

deployed Clear2, a cloud-based COVID-19 compliance solution.  

Clear2 helps our clients mitigate risks associated with COVID-19  

through daily health screening, tracking, and recordkeeping.

Clear2 is an innovative new compliance solution that does all of  

this for you, through a free smartphone app and an Administrative  

Dashboard. Each day, workers are required to complete a health  

screening in the Clear2 app before they leave home. During the  

screening, they agree to follow CDC best practices, confirm that  

they have not had a fever in the last 48 hours, and answer a series  

of questions about any possible symptoms of or exposure to  

COVID-19. All the screening data is captured in cloud-based  

storage, creating a confidential, electronic record that documents  

screening completion and whether the worker has passed or failed.
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The Clear2 Administrative Dashboard generates several reports  

that can be easily exported, should the need arise. In addition to  

OSHA inspections or litigation, this documentation is also useful for  

contact tracing purposes in the event of an outbreak. If an  

employee fails their screening, the designated company contact  

receives an email alert notification. From there, the designated  

contact can work with the employee and their supervisor to  

determine next steps, per company policy. This is when Clear2  

particularly provides tremendous value and return on investment; it  

helps prevent other employees from being exposed to COVID-19  

and mitigates the employer’s risk of liability. The entire Clear2  

strategy can be in place in about 48 hours.

Just like any other compliance measure, Clear2 must be required  

and enforced for all employees once it is implemented. Employers  

are responsible for the health and well-being of the employees,  

contractors, and visitors at their offices and work locations; they are  

also responsible for workers when they go to a client’s jobsite or  

home. COVID-19 has brought many challenges to everyone,  

employers and workers alike. On the positive side, it has also  

encouraged (or forced) innovation and creativity. Clear2 is a  

product of that imposed innovation; it is simple to use, affordable,  

and will help get the American economy roaring again.

To learn more about Clear2, go to www.clear2solution.com.

H ow H B N E X T C an H elp
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https://www.osha.gov/coronavirus/safework 

https://www.dol.gov/agencies/whd/flsa/pandemic

https://www.law.com/newyorklawjournal/2020/10/30/covid-19-calls-for-

increased-monitoring-of-remote-workforce/

https://www.osha.gov/enforcement/directives/cpl-02-00-125

https://www.law.com/corpcounsel/2021/01/28/what-you-need-to-know-about-

bidens-osha-a-quick-conversation/

https://www.osha.gov/OshDoc/data_General_Facts/factsheet-inspections.pdf 

https://www.osha.gov/Publications/OSHA3990.pdf 

https://www.osha.gov/Publications/OSHA4045.pdf 

https://www.osha.gov/laws-regs/oshact/completeoshact 

https://adata.org/learn-about-ada

https://www.eeoc.gov/coronavirus

https://www.bls.gov/cps/effects-of-the-coronavirus-covid-19-pandemic.htm 

https://www.osha.gov/enforcement/covid-19-data
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A B OUT TH E A UTH O R S

About HB NEXT

HB NEXT has been a leader in workplace safety since 1999, creating solutions for the  

nation’s largest commercial and residential contractors, general industry, and others.  

Built on a strong foundation of construction knowledge and technical savvy, HB NEXT is  

known for innovation in the safety and compliance realm. SafetyCloud and StormCloud,  

the company’s main software offerings, protect thousands of workers and businesses  

each day. Clear2 is the latest offering, a complete health screening and compliance  

solution. HB NEXT is the only company in the U.S. providing comprehensive services  

focused on environmental compliance, consulting, field inspections, and an extensive  

catalog of accredited safety training. Visit www.hbnext.com and follow us on LinkedIn,  

Facebook Twitter, and Instagram.

About Morris, Manning & Martin LLP

Morris, Manning & Martin was founded in Atlanta in 1976 and has grown into an Am Law  

200 law firm with more than 180 lawyers. Our clients range from national real estate  

development firms to emerging technology companies to internationalconglomerates.

The firm’s Atlanta office is consistently ranked by Chambers USA and Legal 500 as  

among the leading law firms in Atlanta and Georgia. Visit www.mmmlaw.com formore  

information.

About Partners Risk Services

Partners Risk Services are independent insurance agents, free to choose the best  

carrier for your insurance needs. We do not work for an insurance company; we work for  

you. We work on your side when you have a loss and follow through to see that you get  

fair, prompt payment and service. Partners Risk Services represents a carefullyselected  

group of financially strong, reputable insurance companies, therefore, we are able to  

offer you the best coverage at the most competitive price. Navigate to  

www.partnersrs.com to learn more.
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LET’ S TALK

BE READY FOR

ANYTHING.
HB NEXT can become your company’s best partner, reducing the  

stress and cost of managing safety operations and compliance for  

your business. Schedule some time to chat with us today.
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