





Figure 9. What kinds of support/resources will your organization offer during this
time? Check all that apply. Note that for purposes of this question, the term
"additional" means resources, support and/or leave that is separate and
greater than something the organization typically provides.? (n=34)

The vast majority will offer mental health/counseling resources (76.5%, or 26 of 34). More than a
third (35.3%, or 12 of 34) will offer a technology stipend and/or additional technology resources.
Nearly 30% (29.4, or 10 of 34) will offer additional paid leave. Nearly a quarter (23.5%, or 8 of 34)
will offer a childcare stipend and/or additional childcare resources. A significant share (14.7%, 5
of 34) will offer an eldercare stipend and/or additional eldercare resources and have an
ombudsperson. A few (5.9%, or 2 of 34) will offer additional unpaid leave. Only 5.9%, 2 of 34, will
provide no resources. Other support/resources mentioned included: flexibility (two organizations);
parking (one organization); and safety/hygiene (one organization).

ALLIANCE GUIDANCE: The Alliance recommends offering and communicating resources/support
available during this time to employees. Carefully consider the types of support and resources that
employees may need now. Leadership should coordinate with the IT department to understand what
worked and what didn’t with technology resources during the pandemic and what additional technology
resources may be necessary moving forward. Leadership should also consider whether employees need
technology allowances or stipends to continue to be as productive as possible. Since many employees
are faced with school and care center closures, think through childcare and eldercare support, such as
providing a paid subscription or stipend for care sourcing platforms (i.e. Care.com, Sittercity.com,
UrbanSitter.com, etc.) to help defray costs. Organizations should also create an ombudsperson (if they
do not have one already) to resolve unconscious bias and employee concerns. It’s also helpful for
human resources, talent development and D&I professionals to discuss existing resources and
organizational support that can be leveraged from Employee Assistance Programs (EAP) and
membership organizations. For further suggestions on maximizing/leveraging your resources, review
our Action Step, Maximizing & Coordinating Existing Resources.
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Figure 10. Is your organization planning on creating/updating its remote work policy
in the future? (n=34)

More than two-thirds (64.7%, or 22 of 34) responded “Yes” (of which 50%, or 17 of 34, have a remote
work policy in place but are planning on updating it, and 14.7%, or 5 of 34, do not have a remote
work policy in place but are planning on creating one). Only 5.9%, or 2 of 34, responded “No” (these
two organizations indicated they have a remote work policy in place and are not planning on
updating it in the future). Nearly one-quarter (23.5%, 8 of 34) responded they are unsure. The
remaining 5.9% (2 of 34) responded “Other” and indicated they may and/or should consider
updating their policy in the future.
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ALLIANCE GUIDANCE: The Alliance recommends that all organizations, whether or not you
currently have a flexible work policy in place, should revisit their flexible work policies after the crisis
ends. We do not recommend creating/revamping flexible work policies during this hybrid stage as
too many exceptions still exist. During this hybrid phase, organizations should provide interim
guidelines regarding remote work, employee conduct, and safety and hygiene, and should also gather
feedback. After the crisis ends, organizations should think through what worked and what didn’t
regarding flexible work in order to create or revamp flexible work policies. When creating/updating
flexible work policies in the future, remember to use your member-exclusive benefits: Resource Library,
Strategy Calls, Policy Reviews, Advisory Hours and Signature Seminars. As a starting point, review the
following Action Steps: Working Outside the Box: Tips for Establishing a Telecommuting Policy,
Formalizing Your Full-Time Flex Program, and Implementation Essentials for Flexibility Program.
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CONCLUSION

The foregoing findings demonstrate promising support structures to help employees succeed during the
reopening phase, but also uncover mixed results in terms of inclusion for all employees and decisiveness
on key reentry practices. We encourage organizations to make and communicate decisions on important
reopening matters as soon as possible. We also urge organizations to make their reopening
policies/practices as inclusive as possible.

Thank you to our members and all participating organizations in this pulse poll. Together, we will make
thoughtful and comprehensive decisions and get through this crisis and shape the future of work.
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