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Employee Hesitance to Return to Work Due to Unemployment Bonus from CARES Act
The Federal Pandemic Unemployment Compensa on’s
(FPUC) weekly unemployment compensa on boost is
now being paid to eligible individuals in all 50 states
and the District of Columbia. FPUC is authorized under
Sec on 2104 of the Coronavirus Aid, Relief and Economic
Security (CARES) Act, and provides an addi onal $600
weekly payment to certain eligible individuals who are
receiving other beneﬁts.
FPUC allows states to provide an addi onal $600 per
week beneﬁt to individuals who are collec ng regular
Unemployment Compensa on. States are also ac vely
working to make these payments on top of the other
CARES Act programs as they are implemented including
Pandemic Emergency Unemployment Compensa on
(PEUC) and Pandemic Unemployment Assistance (PUA).
FPUC beneﬁt payments are fully federally funded.
This extra money means—for the me being —some
employees are earning more from unemployment than
Continued - Next Column

WHAT’S INSIDE?
Employee Hesitance to Return to Work

1

From the President

2

CARES Act - Employee Reten on Credit

2

FMCSA COVID-19 Drug & Alcohol Tes ng Guidance

3

OSHA COVID-19 and the Manufacturing Workforce

4

Form 7200 - Common Errors

4

OSHA: Interim Enforcement to Protect Workers

5

Long-Time TPM Member Announces Closure

5

OSHA - Good Faith Eﬀorts Considered During Pandemic

5

DOL - Enforcement Guidance for Recordkeeping

6

OR-OSHA: Beginning COVID-19 Spot Checks

6

ID - Weekly Unemployment Higher than Total of 2019

7

WA - Walking Working Surfaces Update

7

SBA Programs - Scams and Fraud Alert

7

Family First Coronavirus Response Act FAQs

8

Fatal Facts

9

Featured Member: Seneca Sawmill Company

10

Frontline: Plan, Prepare & Respond to Coronavirus

12

Counsel’s Corner: Law Regarding Payment on Termina on

15

TPM U Webinar Series

17

5-Minute Safety Talk: Floor and Wall Openings

18

Healthy Mail: Coping with Compassion Fa gue

19

TPM Annual Golf Tournament CHANGE OF DATE

20

Timber Products Manufacturers Associa on

Human Resources

V

Safety

V

A orney Services

they earned from their
jobs, which causes
employees to not want
to return to work when
they can earn more on
unemployment.
What to do if an
employee doesn’t
want to return to
work and give up the
unemployment beneﬁts?
Employers can inform staﬀ that the company will be
straigh orward with the state labor agency in repor ng
that a request to return to-work has been made. This
will let employees know that, if they don’t have a good
explana on for not returning to work, their beneﬁts will
be in jeopardy.
You can also inform employees that don’t have a
qualifying reason for not returning to work when called
back, that the company will likely protest unemployment
beneﬁts and the employee may be disqualiﬁed and even
required to pay back any beneﬁts improperly received.
If employees don’t qualify under any of the laws
providing leave, they can be required to return to work.
If they don’t, the employer can protest unemployment
beneﬁts, provide a COBRA no ce, and terminate
employment. But employers must take care to treat
similarly situated employees the same, and they must
be sure they don’t retaliate against employees for any
protected ac vity.
During this me, please also be aware that employers
s ll need to evaluate an employee’s reason as to why
they cannot return to work on a case-by-case basis in
order to determine whether or not they may be eligible
for federal, state, and/or local leave laws, including paid
sick, family, or school closure leave.
Another factor to keep in mind is that some states have
laws prohibi ng penalizing employees for reques ng
or taking me oﬀ because of COVID-19 – be careful not
to engage in illegal discrimina on by not ge ng all the
details of an employee’s refusal to return to work.
V

Employee Beneﬁts

V

Educa on & Training
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CARES ACT - Employee Reten on Credit

From the President ...
During this period when schools are doing
virtual learning and all ac vi es including gradua on have been cancelled or
postponed, TPM s ll wanted to make sure
our member company students have an
opportunity to go to college with the help
of a TPM Scholarship.

On April 30, 2020, the IRS posted updated Frequently
Asked Ques ons (FAQs) to IRS.gov. The Employee
Reten on Credit under the CARES Act encourages
businesses to keep employees on their payroll. The
refundable tax credit is 50% of up to $10,000 in wages
paid by an eligible employer whose business has been
ﬁnancially impacted by COVID-19.

With so many great applicants again this
year it was diﬃcult for the TPM Board of
Adam Molenda
Directors to make the decision on who
President
should receive the award. We are proud
to announce the following TPM 2020 Scholarship winners:

Most Requested FAQs
1. What deposits and payments of employment taxes
are employers en tled to defer?

1.

Shaelynn Bice

Eastern Oregon University
Ochoco Lumber Company

2.

Margot Bradley Creighton University
Yost Gallagher Construc on

3.

Kyla Harper

4.

Lauren Johnson Western Oregon University
Seneca Sawmill Company

5.

Megan McFate

6.

Jackson McFaul California Polytechnic State University
Yost Gallagher Construc on

7.

Connor Torgesen Brigham Young University
Manson Growers

8.

Travis Whitaker Boise State University
Restora on 1 of Spokane

Walla Walla Community College
Woodpecker Truck and Equipment, Inc.

University of Wyoming
Cowboy Truss, Inc., dba Laramie Trusses

In the past, scholarship award winners were invited to the TPM
Social and Dinner at our June Annual mee ng to receive their
checks. We will be holding our Annual mee ng in September
this year, so the Scholarship checks will be mailed out. We at
TPM want to wish each student all the best of luck as they take
on this new adventure in life.

The Newsle er is not intended nor designed to
oﬀer legal advice. For addi onal informa on about
Newsle er topics, please contact TPM. Annual
subscrip on price $195.
© 2020 TPM - Timber Products Manufacturers
Associa on
951 East Third Avenue,
Spokane, WA 99202
Phone: (509) 535-4646
Toll Free: (877) 535-4646
E-mail: tpm@tpmrs.com
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Sec on 2302 of the CARES Act provides that employers
may defer the deposit and payment of the employer’s
por on of Social Security taxes and certain railroad
re rement taxes. These are the taxes imposed under
sec on 3111(a) of the Internal Revenue Code (the
“Code”) and, for Railroad employers, so much of the
taxes imposed under sec on 3221(a) of the Code as are
a ributable to the rate in eﬀect under sec on 3111(a)
of the Code (collec vely referred to as the “employer’s
share of Social Security tax”). Employers that received
a Paycheck Protec on Program loan may not defer the
deposit and payment of the employer’s share of Social
Security tax that is otherwise due a er the employer
receives a decision from the lender that the loan was
forgiven.
2.

When can employers begin deferring deposit and
payment of the employer’s share of Social Security
tax without incurring failure to deposit and failure
to pay penal es?

The deferral applies to deposits and payments of the
employer’s share of Social Security tax that would
otherwise be required to be made during the period
beginning on March 27, 2020, and ending December 31,
2020. (Sec on 2302 of the CARES Act calls this period the
“payroll tax deferral period.”)
The Form 941, Employer’s QUARTERLY Federal Tax
Return, will be revised for the second calendar quarter
of 2020 (April - June, 2020). Informa on will be provided
in the near future to instruct employers how to reﬂect
the deferred deposits and payments otherwise due on
or a er March 27, 2020 for the ﬁrst quarter of 2020
(January – March 2020). In no case will Employers be
required to make a special elec on to be able to defer
deposits and payments of these employment taxes.
For in depth details about the credit and access
to the FAQs visit: h ps://www.irs.gov/newsroom/
faqs-employee-reten on-credit-under-the-cares-act
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FMCSA COVID-19 Drug & Alcohol Tes ng Guidance
To help ensure the safety
and well-being of everyone,
while also ensuring that The
Federal Motor Carrier Safety
Administra on (FMCSA)
con nues to meet their mission,
they are providing the following
guidance in eﬀect un l June 30,
2020.

V
Pre-Employment Tes ng
– If you are unable to conduct
a pre-employment controlled
substances test, in accordance
with 49 CFR 382.301(a), you
cannot allow a prospec ve
employee to perform DOT
safety sensi ve func ons
un l you receive a nega ve
pre-employment test result,
unless the excep on in 49 CFR
382.301(b) applies.

FMCSA regula ons provide
reasonable ﬂexibility to motor
carrier employers and their
drivers subject to tes ng under 49 CFR part 382 to
address the COVID-19 na onal emergency. FMCSA is
aware that, as described in Oﬃce of Drug and Alcohol
Policy and Compliance’s (ODAPC) guidance, disrup ons
caused by the COVID-19 na onal emergency are
interfering with, and in some cases, may be preven ng,
employer and driver compliance with current drug and
alcohol tes ng requirements. In addi on to the guidance
provided by ODAPC, see below for further informa on
speciﬁcally related to FMCSA’s tes ng requirements.
Please visit h ps://www.transporta on.gov/odapc/
compliance-with-dot-drug-and-alcohol-tes ng-regula ons

to
access informa on, provided by the Department of
Transporta on’s ODAPC, about the impact of the
COVID-19 na onal emergency on DOT drug and alcohol
tes ng requirements for employers, employees, and
service agents.

V
Post-Accident Tes ng
– You are required to test each driver for alcohol
and controlled substances as soon as prac cable
following an accident as required by 49 CFR 382.303.
However, if you are unable to administer an alcohol
test within 8 hours following the accident, or a
controlled substance test within 32 hours following
the accident, due to disrup ons caused by the
COVID-19 na onal emergency, you must document
in wri ng the speciﬁc reasons why the test could not
be conducted, as currently required.
V

Reasonable Suspicion Tes ng – You should
document in wri ng the speciﬁc reasons why the
test could not be conducted as required; include
any eﬀorts you made to mi gate the eﬀect of the
disrup on, such as trying to locate an alterna ve
collec on site. This documenta on should be
provided in addi on to the documenta on of the
observa ons leading to a test, as required by 49 CFR
382.307(f). Follow current regula ons addressing
situa ons in which reasonable suspicion tes ng is
not conducted, set forth in 49 CFR 382.307(e)(1), (2).

V

Return-to-Duty (RTD) Tes ng – In accordance with
49 CFR 40.305(a), you must not allow the driver to
perform any safety-sensi ve func ons, as deﬁned in
49 CFR 382.107, un l the RTD test is conducted and
there is a nega ve result.

V

Follow-up tes ng – If tes ng cannot be completed,
you should document in wri ng the speciﬁc reasons
why the tes ng could not be conducted as in
accordance with the follow-up tes ng plan; you
should include any eﬀorts you made to mi gate the
eﬀect of the disrup on, such as trying to locate an
alterna ve collec on site. You should conduct the
test as soon as prac cable.

Recommended ac ons for FMCSA-regulated employers
unable to conduct:
V

Random Tes ng – You are required by 49 CFR
382.305(k) to ensure that the dates for administering
random alcohol and controlled substances tests are
spread reasonably throughout the calendar year.
DOT guidance further recommends that you perform
random selec ons and tests at least quarterly.
If, due to disrup ons caused by the COVID-19
na onal emergency, you are unable to perform
random selec ons and tests suﬃcient to meet the
random tes ng rate for a given tes ng period in
order to achieve the required 50% rate for drug
tes ng, and 10% for alcohol tes ng, you should
make up the tests by the end of the year. You should
document in wri ng the speciﬁc reasons why you
were unable to conduct tests on drivers randomly
selected, and any ac ons taken to locate an
alterna ve collec on site or other tes ng resources.
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OSHA: COVID-19 and the Manufacturing Workforce
For the manufacturing industry: the following ps can
help reduce the risk of exposure to the Coronavirus:
V

Encourage workers to stay home if they are sick.

V

Establish ﬂexible work hours (e.g., staggered shi s),
if feasible.

V

Prac ce sensible social distancing and maintain six
feet between co-workers, where possible.

V

For work ac vi es where social distancing is
a challenge, consider limi ng the dura on of
these ac vi es and/or implemen ng innova ve
approaches, such as temporarily moving or
reposi oning worksta ons to create more distance
or installing barriers (e.g., plexiglass shields) between
worksta ons.

V

Monitor public health communica ons about
COVID-19 recommenda ons for the workplace and
ensure that workers have access to and understand
that informa on.

V

V
V
V
V

V

V

Form 7200 - Common Errors
The IRS reminds taxpayers
who are ﬁling Form 7200
about how to reduce
common mistakes and
improve eﬃciency in order
to receive an advance
employer credit.
Using a reputable tax
preparer – including
cer ﬁed public accountants,
enrolled agents or other
knowledgeable tax
professionals – can also help avoid errors. Mistakes can
result in a processing delay, which can mean it takes
more me to get the credit.
Avoid these common errors when preparing Form 7200:
V

Missing or inaccurate Employer Iden ﬁca on
Number (EIN). Each EIN on a tax return should be
exact. Taxpayers are reminded to complete this box.

V

Allow workers to wear masks over their nose and
mouth to prevent spread of the virus.

Check only one box for applicable calendar quarter.
Only one box should be checked for the correct
quarter.

V

Encourage respiratory e que e, including covering
coughs and sneezes.

Check only one box for Part 1, Line A. Likewise, only
one box should be checked in Part 1, Line A.

V

Discourage workers from using other workers’ tools
and equipment.

Make sure to complete Part 1, Line B. In Part 1, Line B
check either “Yes” or “No”.

V

Comple ng Part II. Taxpayers should make sure they
complete all the lines in Part II.

V

Part II, Lines 1-8. Part II should be completed
using dollar amounts, not the number of eligible
employees. All lines in Part II should be completed
with an actual dollar amount.

V

Check the math. Taxpayers should make sure they
check the math on lines 4, 7 and 8.

V

Sign the form. Taxpayers should remember to sign
the form. Failure to sign the form will result in an
automa c rejec on.

Train workers on how to properly put on, use/
wear, take-oﬀ, and maintain protec ve clothing and
equipment.

Use Environmental Protec on Agency-approved
cleaning chemicals from List N or that have label
claims against the Coronavirus.
Promote personal hygiene. If workers do not
have access to
soap and water for
handwashing, provide
alcohol-based hand
rubs containing at
least 60 percent
alcohol. Provide
disinfectants and
disposable towels
workers can use to
clean work surfaces.
Encourage workers to
report any safety and
health concerns.
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For FAQs on the Form: h ps://www.irs.gov/newsroom/covid19-related-tax-credits-for-required-paid-leave-provided-by-small-andmidsize-businesses-faqs
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OSHA - Good Faith Eﬀorts Considered During
Pandemic

OSHA: Interim Enforcement to Protect Workers
The Occupa onal Safety and Health Administra on (OSHA)
recently announced an interim enforcement response plan
for the Coronavirus Pandemic. The response plan provides
instruc ons and guidance to OSHA Area Oﬃces and compliance
safety and health oﬃcers (CSHOs) for handling Coronavirusrelated complaints, referrals, and severe illness reports.
During the Coronavirus outbreak, OSHA Area Oﬃces will u lize
their inspec on resources to fulﬁll mission essen al func ons
and protect workers exposed to the disease. The response plan
contains interim procedures that allow ﬂexibility and discre on
for ﬁeld oﬃces to maximize OSHA’s impact in securing safe
workplaces in this evolving environment.
The response plan outlines procedures for addressing reports
of workplace hazards related to the Coronavirus. Fatali es and
imminent danger exposures related to the Coronavirus will be
priori zed for on-site inspec ons. The response plan contains
procedures and sample documenta on for CSHOs to use during
Coronavirus-related inspec ons. Workers reques ng inspec ons,
complaining of Coronavirus exposure, or repor ng illnesses may
be protected under one or more whistleblower statutes and will
be informed of their protec ons from retalia on.
This memorandum will take eﬀect immediately and remain in
eﬀect un l further no ce. It is intended to be me-limited to the
current public health crisis.

The Occupa onal Safety and Health Administra on
(OSHA) has issued interim guidance to advise
compliance safety and health oﬃcers to evaluate
an employer’s good faith eﬀorts to comply with
safety and health standards during the Coronavirus
Pandemic.
Current infec on control prac ces may limit the
availability of employees, consultants or contractors
who normally provide training, audi ng, equipment
inspec ons, tes ng, and other essen al safety and
industrial hygiene services. Business closures and
other restric ons may also preclude employee
par cipa on in training if trainers are unavailable
and access to medical tes ng facili es may be
limited or suspended.
During an inspec on, compliance safety and
health oﬃcers should assess an employer’s eﬀorts
to comply with standards that require annual or
recurring audits, reviews, training or assessments.
Oﬃcers should evaluate if the employer:
V

Explored all op ons to comply with applicable
standards (e.g., use of virtual training or remote
communica on strategies);

V

Implemented interim alterna ve protec ons,
such as engineering or administra ve controls;
and

V

Rescheduled required annual ac vity as soon as
possible.

For full enforcement memo visit:
h ps://www.osha.gov/memos/2020-04-13/
interim-enforcement-response-plan-coronavirus-disease-2019-covid-19

Long-Time TPM Member Announces Closure
In 1953, Idaho Veneer Company plunked-down a slicer in the
middle of a ﬁeld in northern Idaho and began slicing Kno y
Idaho White Pine and other species from the Paciﬁc Northwest.
Sixty-seven years later, the manufacturing site that started in a
farm ﬁeld is now in the middle of “downtown” Post Falls, and
the Malloy family has decided to sell it to someone that will
convert it to its highest and best use.

Employers unable to comply with OSHA
requirements because local authori es required the
workplace to close should demonstrate a good faith
a empt to meet applicable requirements as soon as
possible following the re-opening of the workplace.

Being a “going concern” up un l the papers were signed, means
they s ll have veneer inventory on hand and even a few logs to
slice. Produc on will cease some me over the next 90 days, and
sales will con nue un l there’s nothing le to sell. Idaho Veneer
welcomes any inquiries that would help its customers ﬁll-in their
short term needs, be they for veneer or equipment.

OSHA will take employers’ a empts to comply
in good faith into strong considera on when
determining whether it cites a viola on. The
agency may issue a cita on if it ﬁnds an employer
cannot demonstrate any eﬀorts to comply. To
ensure correc ve ac ons employers have taken
once normal ac vi es resume, OSHA will develop
a program to conduct monitoring inspec ons from
a randomized sampling of cases where the agency
noted, but did not cite, viola ons.

“Of course, we value the friendship and camaraderie we share
with so many of you in the Plywood Industry, the Furniture
Industry, the Window & Door Industry, and Lumber.” stated Dan
Malloy, President, Idaho Veneer.

This guidance takes eﬀect immediately, and remains
in eﬀect un l further no ce. It is me-limited
interim guidance in eﬀect due to the current public
health crisis.

Timber Products Manufacturers Associa on
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DOL - Enforcement Guidance for Recordkeeping
The U.S. Department of Labor’s Occupa onal
Safety and Health Administra on (OSHA) has issued
interim guidance for enforcing OSHA’s recordkeeping
requirements (29 CFR Part 1904) as it relates to recording
cases of COVID-19.
Under OSHA’s recordkeeping requirements, COVID-19 is
a recordable illness, and employers are responsible for
recording cases of COVID-19, if the case:
V

Is conﬁrmed as a COVID-19 illness;

V

Is work-related as deﬁned by 29 CFR 1904.5; and

V

Involves one or more of the general recording
criteria in 29 CFR 1904.7, such as medical treatment
beyond ﬁrst aid or days away from work.

In areas where there is ongoing community transmission,
employers other than those in the healthcare industry,
emergency response organiza ons (e.g., emergency
medical, ﬁreﬁgh ng and law enforcement services),

and correc onal ins tu ons may have diﬃculty making
determina ons about whether workers who contracted
COVID-19 did so due to exposures at work.
Accordingly, un l further no ce, OSHA will not enforce
its recordkeeping requirements to require these
employers to make work-relatedness determina ons
for COVID-19 cases, except where: (1) There is objec ve
evidence that a COVID-19 case may be work-related;
and (2) The evidence was reasonably available to the
employer. Employers of workers in the healthcare industry,
emergency response organiza ons and correc onal
ins tu ons must con nue to make work-relatedness
determina ons pursuant to 29 CFR Part 1904.
OSHA’s enforcement policy provides certainty to the
regulated community and employers to focus their
response eﬀorts on implemen ng good hygiene prac ces
in the workplaces and otherwise mi ga ng COVID-19’s
eﬀects.

OR-OSHA: Beginning COVID-19 Spot Checks
Ramping up its enforcement ac vity,
Oregon OSHA will begin systema cally
conduc ng spot checks to verify
that employers are complying with
requirements – including closures
to the public – aimed at curbing the
Coronavirus Pandemic.

From March 2 through April 12, the division received
2,887 complaints related to the Coronavirus. More than
1,200 of those came during the week of March 23, when
the governor’s execu ve order was issued. Since April
6, the number of complaints has no ceably tapered oﬀ.
The division typically receives just over 2,000 complaints
per year.

The spot checks – which are in addi on to more meintensive, on-site inspec ons ini ated by the division –
are intended to conﬁrm whether employers are actually
doing what they are telling the division they are doing in
response to complaints.

In screening complaints, Oregon OSHA’s work has
included clarifying employers’ responsibili es under the
governor’s order and asking employers to speciﬁcally
respond to the allega ons outlined in complaints.

Those complaints include allega ons of failures to
heed the requirements included in Gov. Kate Brown’s
execu ve order, including certain businesses that must
close to the public and others that are required to
implement proper social-distancing prac ces.
As it moves forward, Oregon OSHA will also focus its
enforcement ac vity on more recent complaints, and
on those that provide speciﬁc allega ons, as well as
include contact informa on for the complainant. The
division can protect a complainant’s conﬁden ality on
request – a legal shield against an employer obtaining a
complainant’s iden ty – while s ll being able to engage
with the complainant.
Tasked with enforcing the order with respect to
employers and worker exposure, Oregon OSHA con nues
to screen complaints, ini ate inspec ons, and consider
addi onal inspec on candidates.
Timber Products Manufacturers Associa on

So far, the division has opened a dozen on-site
inspec ons. The opening and closing of an inspec on
– and a decision whether to issue a cita on – can take
several weeks, depending on the speciﬁcs of a case. The
division is working to accelerate that process.
The division may conduct on-site inspec ons for a
variety of reasons, including whether it determines
an employer’s response to the complaints may not be
credible. Responses include phone calls and wri en
documenta on. The formal introduc on of systema c
spot checks – about two dozen of which have been
conducted previously on a less formal basis – is aimed at
verifying what employers are telling the division about
their ac ons without requiring the more resourceintensive formal inspec on process.
For Oregon OSHA workplace guidance and resources
related to the Coronavirus outbreak, visit h ps://osha.
oregon.gov/Pages/re/covid-19.aspx
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ID - Weekly Unemployment Higher than Total of 2019
Idahoans ﬁled more
ini al claims for
unemployment
beneﬁts in the four
weeks since the state
of emergency was
declared – 95,961 –
than the total ﬁled during all 2019 by 60 percent.
Ini al claims for the week of April 11 ﬁled from job
losses due to the Coronavirus slowed to 18,531 – down
40 percent from the week prior – but s ll a record for
any week since 2013.
COVID-19 layoﬀs are aﬀec ng people of all ages, with
young people ages 25 to 34 ﬁling 26 percent of all
claims. Women ﬁled 53 percent of all ini al claims last
week. Ini al claims from laid-oﬀ employees for the
accommoda ons and food services, health care and
social assistance and retail trade represented nearly half
– 46 percent – of the week’s total.
The share of total claims for the manufacturing sector
increased to almost 11 percent last week, steadily
climbing over the past three weeks from 3.8 percent.

SBA Programs - Scams and Fraud Alert
The Oﬃce of Inspector General is aler ng the public
about poten al fraud schemes related to economic
s mulus programs oﬀered by the U.S. Small Business
Administra on in response to the Novel Coronavirus
Pandemic (COVID-19). The Coronavirus Aid, Relief, and
Economic Security Act (CARES Act), the largest ﬁnancial
assistance bill to date, includes provisions to help small
businesses. Fraudsters have already begun targe ng
small business owners during these economically diﬃcult
mes. Be on the lookout for grant fraud, loan fraud,
and phishing.
SCAMS AND FRAUD SCHEMES
Grants
V SBA does not ini ate contact on either 7a or Disaster
loans or grants. If you are proac vely contacted by
someone claiming to be from the SBA, suspect fraud.
Loans
V If you are contacted by someone promising to get
approval of an SBA loan, but requires any payment
up front or oﬀers a high interest bridge loan in the
interim, suspect fraud.
V

SBA limits the fees a broker can charge a borrower
to 3% for loans $50,000 or less and 2% for loans
$50,000 to $1,000,000 with an addi onal ¼% on
amounts over $1,000,000. Any a empt to charge
more than these fees is inappropriate.

V

If you have a ques on about ge ng an SBA
disaster loan, call 800-659-2955 or send an email to
disastercustomerservice@sba.gov.

V

If you have ques ons about other SBA lending
products, call SBA’s Answer Desk at 800-827-5722 or
send an email to answerdesk@sba.gov.

Approximately $17.5 million has been paid out in
beneﬁts between the weeks of March 8 and April 11.
Payouts for the most recent week of April 5 – 11
reached $9.2 million, 63 percent higher than the
previous week, and ﬁve mes higher than for the same
week in 2019.
WA - Walking Working Surfaces Update
On April 21, 2020, the WA L&I adopted a ﬁnal rules
that update chapter 296-24 WAC, General safety and
health standard and chapter 296-876 WAC, Ladders,
portable, and ﬁxed. In January of 2017, OSHA issued a
ﬁnal rule update to General Industry Walking-Working
Surfaces and Fall Protec on Standards, speciﬁcally
1910.21 through 1910.30. Consequently, the Division
of Occupa onal Safety and Health (DOSH) updated
its rules to make it at least as eﬀec ve as OSHA, as
required by the Washington State Plan.

Phishing
V If you are in the process of applying for an SBA loan
and receive email correspondence asking for PII,
ensure that the referenced applica on number is
consistent with the actual applica on number.
V

Look out for phishing a acks/scams u lizing the
SBA logo. These may be a empts to obtain your
personally iden ﬁable informa on (PII), to obtain
personal banking access, or to install ransomware/
malware on your computer.

This update will reduce employee exposures to slips,
trips and falls and will be eﬀec ve October 1, 2020.

V

Any email communica on from SBA will come from
accounts ending with sba.gov.

The links below provide addi onal informa on about
this rulemaking: h ps://lni.wa.gov/safety-health/safety-rules/

V

The presence of an SBA logo on a webpage does not
guaranty the informa on is accurate or endorsed
by SBA. Please cross-reference any informa on you
receive with informa on available at www.sba.gov.

rulemaking-stakeholder-informa on/sh-rules-stakeholder-fallprotec on#walking-working-surfaces and h ps://www.lni.wa.gov/
rulemaking-ac vity/?query=walking
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Family First Coronavirus Response Act (FFCRA) FAQs - Small Business Exemp on
Currently, there is no formal method for seeking an
exemp on. Keep records as to which employees are
aﬀected, their job du es and the impact an employee’s
absence would have on the business. Gather any other
suppor ng documenta on or informa on you relied
upon for your staﬃng decisions.
Be advised things may change as more federal guidance
becomes available.
When does the small business exemp on apply/exclude
a small business from the provisions of the Emergency
Paid Sick Leave Act and Emergency Family and Medical
Leave Expansion Act?
An employer, including a religious or nonproﬁt
organiza on, with fewer than 50 employees (small
business) is exempt from providing
a. paid sick leave due to school or place of care closures

or child care provider unavailability for COVID-19
related reasons and
b. expanded family and medical leave due to school

or place of care closures or child care provider
unavailability for COVID-19 related reasons when
doing so would jeopardize the viability of the small
business as a going concern. A small business may
claim this exemp on if an authorized oﬃcer of the
business has determined that:
1.

2.

3.

The provision of paid sick leave or expanded
family and medical leave would result in
the small business’s expenses and ﬁnancial
obliga ons exceeding available business
revenues and cause the small business to cease
opera ng at a minimal capacity;
The absence of the employee or employees
reques ng paid sick leave or expanded family
and medical leave would entail a substan al
risk to the ﬁnancial health or opera onal
capabili es of the small business because of their
specialized skills, knowledge of the business, or
responsibili es; or
There are not suﬃcient workers who are able,
willing, and qualiﬁed, and who will be available
at the me and place needed, to perform the
labor or services provided by the employee
or employees reques ng paid sick leave or
expanded family and medical leave, and these
labor or services are needed for the small
business to operate at a minimal capacity.

Timber Products Manufacturers Associa on

If I am a small business with fewer than 50 employees,
am I exempt from the requirements to provide paid sick
leave or expanded family and medical leave?
A small business is exempt from certain paid sick leave
and expanded family and medical leave requirements if
providing an employee such leave would jeopardize the
viability of the business as a going concern. This means a
small business is exempt from mandated paid sick leave
or expanded family and medical leave requirements only
if the:
V

employer employs fewer than 50 employees;

V

leave is requested because the child’s school or place
of care is closed, or child care provider is unavailable,
due to COVID-19 related reasons; and

V

an authorized oﬃcer of the business has determined
that at least one of the three condi ons described in
previous ques on is sa sﬁed.

The Department encourages employers and employees
to collaborate to reach the best solu on for maintaining
the business and ensuring employee safety.
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FATAL FACTS
Uncontrolled Kine c Energy
Case 1: 25-year-old male worker at a concrete pipe manufacturing facility
died from injuries he received while cleaning a ribbon-type concrete mixer.
The vic m’s daily tasks included cleaning out the concrete mixer at the end
of the shi . The clean-out procedure was to shut oﬀ the power at the breaker
panel (approximately 35 feet from the mixer), push the toggle switch by the
mixer to make sure that the power was oﬀ, and then enter the mixer to clean it.

Kine c energy is the energy of mo on,
observable as the movement of an
object, par cle, or set of par cles. Any
object in mo on is using kine c energy:
a person walking, a thrown baseball,

No one witnessed the event, but inves gators concluded that the mixer
operator had shut oﬀ the main breaker and then made a telephone call
instead of following the normal procedure for checking the mixer before any
one entered it. The vic m did not know that the operator had de-energized
the mixer at the breaker. Thinking he was turning the mixer oﬀ, he ac vated
the breaker switch and energized the mixer.

DEVELOP A LOCKOUT PROGRAM
1.

Comply with OSHA regula ons.

2.

Implement a hazardous energy
control program.

3.

Iden fy and label all hazardous
energy sources.

4.

De-energize, isolate, block, and/
or dissipate all forms of hazardous
energy.

5.

Establish lock out/tagout
programs requiring individually
assigned locks and keys to secure
energy control devices.

6.

Verify that all energy sources are
de-energized before work begins.

7.

Inspect repair work before reenergizing the equipment.

8.

Make sure that all persons are
clear of danger points before reenergizing the system.

9.

Train workers in the basic
concepts of hazardous energy
control.

a crumb falling from a table, and a
charged par cle in an electric ﬁeld are
all examples of kine c energy at work.

The vic m then entered the mixer and began cleaning without ﬁrst pushing
the toggle switch to make sure that the equipment was de-energized. The
mixer operator returned from making his telephone call and pushed the toggle
switch to check that the mixer was de-energized. The mixer started, and the
operator heard the vic m scream. He went immediately to the main breaker
panel and shut oﬀ the mixer.
Within 30 minutes, the emergency medical service (EMS) transported
the vic m to a local hospital and then to a local trauma center. He died
approximately 4 hours later.
Case 2: A 38-year-old worker at a county sanitary landﬁll died a er falling into
a large trash compactor used to bale card board for recycling. The card board
was li ed 20 feet by a belt conveyor and fed through a 20 X 44-inch opening
into a hopper. The hopper had automa c controls that ac vated the baler when
enough material collected in the baling chamber. When the baler was ac vated,
material in the chamber was compressed by a ram that entered the chamber
from the side. Excess material above the chamber was trimmed by a shearer.
On the day of the incident, card board jammed at the conveyor discharge
opening. Without stopping, de-energizing, or locking out the equipment, the
vic m rode the conveyor up to the discharge opening to clear the jam. He fell
into the hopper and the baling cycle was automa cally ac vated, amputa ng
his legs. The vic m bled to death before he could be removed from the
machine.
Review of the NIOSH FACE data indicates that three related factors contribute
to injuries and deaths that occur when workers perform installa on,
maintenance, service, or repair work near hazardous energy sources:
•

Failure to completely de-energize, isolate, block, and/or dissipate the
hazardous energy source

control program with any
conﬁned-space entry program.

•

Failure to lockout and tagout energy control devices and isola on points
a er the hazardous energy source has been de-energized

11. Design machines and systems that

•

Failure to verify that the hazardous energy source was de-energized
before beginning work

10. Include a hazardous energy

make it easy to control hazardous
energy.

Timber Products Manufacturers Associa on

These fatali es could have been prevented if comprehensive hazardous energy
control procedures had been implemented and followed.
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Seneca Sawmill Company
Located in Eugene, Oregon
Submi ed by: Casey Roscoe, SR. VP - Public Rela ons

TPM Member Since April 2013

At Seneca, we are thankful for the
opportunity this pandemic has given us to
show our employees how important they
are to us through our ac ons, as opposed
to our words.
Our company was founded by Aaron Jones
in 1953 as Seneca Sawmill Company. We
are now owned by his three daughters. We
are a female-owned family company and
we have grown over the years to now have
168,000 acres of mberlands that we manage sustainably, four world-class sawmills, and a biomass facility where we use
our scraps from the milling process as fuel to create enough green sustainable energy to power 13,000 local homes.
We have not only grown in scope, but also in the size of our workforce. Whereas we had 25 employees our ﬁrst year, we
now have 470 employees. Regardless of our size, Seneca has been opera ng with the same core values for more than
60 years. Our employees are “NUMBER ONE,” and we protect and take care of them in bad mes and thrive together in
good mes.
Our owners have said me and me again that our employees are our
most valuable assets. Without them, all we’ve got is a big bucket of
bolts and a whole lot of trees. It is that spark of magic that they bring
to work every day that breathes life into Seneca and makes it hum with
energy and produc vity.
The fear of this pandemic really hit home in late February when we
had our ﬁrst recorded case of Coronavirus in Oregon. We knew our
employees were feeling anxious. There was a run on canned goods,
dry goods, and paper products in the grocery stores. Businesses
closed. School was canceled. There was an overall feeling of fear and
uncertainty.
At Seneca, we were worried about the lumber market and our business, but our primary focus was on our employees.
We wanted to let them know we were going to take care of them.
Seneca decided to pay all of the employees’ health insurance (the part we usually pay and the part they usually pay) for
the upcoming months. We knew it would cost us quite a bit, but it would
give them peace of mind.
Demand for lumber dropped quickly and we had to curtail hours of
produc on in our mills for a while so our Sales Team could have some
me to sell the inventory we had on hand. But even then, we brought
employees in to do non-produc on tasks like power washing our buildings
and apllying a fresh coat of paint in order to keep them working.
We thought about our tradi on of giving all of our employees turkeys
at Thanksgiving and hams at Christmas. Although this situa on was
anything but tradi onal, with that same care in our hearts, we wanted to
make sure they had the provisions they needed in their homes to keep
their households running and food on their tables even as things were
scarce in grocery stores.
Continued on Next Page
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We went to work procuring food and paper goods. This was not an
easy task, and we had to use mul ple sources including reaching
out to restaurant food wholesalers, butcher shops, and even going
to mul ple loca ons of big box stores to get whatever they had le
on their shelves. Rice proved to be diﬃcult since it could only be
bought in 50 lb bags, so we purchased the huge bags and assembled
a team of employees to scoop it into gallon sized containers for easier
distribu on. When we had all of the provisions gathered, we made the
announcement to our employees.
We communicated a number of ways internally and posted about it on
Facebook as well so spouses would be informed.
We let them know that in this crazy me, we wanted to make sure they had some hard-to-secure basics at home, so we
were giving bags of provisions to every one of them. The bags had toilet paper, a frozen chicken, frozen ground beef, rice,
tor llas, pasta, and a couple cans of food like tuna, soup, chicken or chili. We reminded them that we are family, and
we’d get through the situa on together. We thanked them for being as incredible as they are and showing the tenacity
and grit that they had displayed. We assured them we’d come through as a team, even closer and stronger.
The day of the handouts, cars lined up and our execu ves, managers,
and HR personnel placed the bags in cars of our grateful and resilient
employees.
Then, an unexpected thing happened. Employees and their spouses
started thanking us. Some thanked us publicly on social media,
while others wrote notes, le ers, and emails of gra tude. Employees
who are normally quiet and reserved sent beau ful and hear elt
communica ons, and spouses wrote to describe what it was like to
sit at their dinner table with their family and the food we gave them,
and then raise a glass to Seneca feeling thankful and secure in the
knowledge we will take care of them.
As the communica ons started coming in, we started a ﬁle to keep
all of them. Each of these communica ons is a treasure to us.
There is a saying that life is 10% what happens, and 90% how you react to it. We are happy to report that although we
can’t control hardly anything in rela on to the current pandemic, we can live out our values through our ac ons. We
value our employees and they know it. Not because we told them, but because we showed them.

Seneca Sawmill Company can be reached at: Phone 541.689.1011
PO Box 851, 90201 Hwy 99 N, Eugene, Oregon 97440
h ps://senecasawmill.com/
Timber Products Manufacturers Associa on
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Prac cal Informa on for Managers & Supervisors
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Plan, Prepare & Respond to Coronavirus

Guidance from the Centers for Disease Control & Preven on

This guidance is based on what is currently
known about the coronavirus disease 2019
(COVID-19). COVID-19 is a respiratory
illness that can spread from person to
person.
To prevent s gma and discrimina on in
the workplace, use only the guidance
described below to determine risk
of COVID-19 infec on. Do not make
determina ons of risk based on race or
country of origin and be sure to maintain
conﬁden ality of people with conﬁrmed
coronavirus infec on. There is much
more to learn about the transmissibility,
severity, and other features of COVID-19
and inves ga ons are ongoing.
PREPARING WORKPLACES FOR A
COVID 19 OUTBREAK
Businesses and employers can prevent
and slow the spread of COVID-19. Employers should plan
to respond in a ﬂexible way to varying levels of disease
transmission in the community and be prepared to reﬁne
their business response plans as needed. According
to the Occupa onal Safety and Health Administra on
(OSHA), most American workers will likely experience low
(cau on) or medium exposure risk levels at their job or
place of employment.
All employers need to consider how best to decrease
the spread of COVID-19 and lower the impact in their
workplace. This may include ac vi es in one or more of
the following areas:
a.

reduce transmission among employees,

b.

maintain healthy business opera ons, and

c.

maintain a healthy work environment.

should not return to work un l the criteria to
discon nue home isola on are met, in consulta on
with healthcare providers and state and local health
departments.
V

Iden fy where and how workers might be exposed to
COVID-19 at work:
V

See the OSHA.gov webpage for more informa on on
how to protect workers from poten al exposures and
guidance for employers, including steps to take for
jobs according to exposure risk.

V

Be aware that some employees may be at higher risk
for serious illness, such as older adults and those
with chronic medical condi ons. Consider minimizing
face-to-face contact between these employees or
assign work tasks that allow them to maintain a
distance of six feet from other workers, customers
and visitors, or to telework if possible.

Reduce Transmission Among Employees
Ac vely encourage sick employees to stay home:
V Employees who have symptoms (i.e., fever, cough, or
shortness of breath) should no fy their supervisor
and stay home.
V

Sick employees should follow CDC-recommended
steps (h ps://www.cdc.gov/coronavirus/2019-ncov/
if-you-are-sick/steps-when-sick.html). Employees

Employees who are well but who have a sick family
member at home with COVID-19 should no fy
their supervisor and follow CDC recommended
precau ons.

Separate sick employees:
V

Employees who appear to have symptoms (i.e.,
fever, cough, or shortness of breath) upon arrival
Continued on Next Page

Timber Products Manufacturers Associa on

May 2020
Continued From page 12

13
V

Ensure that sick leave policies are ﬂexible and
consistent with public health guidance and that
employees are aware of and understand these
policies.

V

Maintain ﬂexible policies that permit employees to
stay home to care for a sick family member or take
care of children due to school and childcare closures.
Addi onal ﬂexibili es might include giving advances
on future sick leave and allowing employees to
donate sick leave to each other.

V

Employers should not require a posi ve COVID-19
test result or a healthcare provider’s note for
employees who are sick to validate their illness,
qualify for sick leave, or to return to work.

V

Review human resources policies to make sure that
policies and prac ces are consistent with public
health recommenda ons as well as exis ng state and
federal workplace laws.

V

Connect employees to employee assistance program
(EAP) resources (if available) and community
resources as needed. Employees may need addi onal
social, behavioral, and other services, for example, to
cope with the death of a loved one.

at work or who become sick during the day should
immediately be sent home.
V

If an employee is conﬁrmed to have COVID-19
infec on, employers should inform fellow employees
of their possible exposure to COVID-19 in the
workplace but maintain conﬁden ality as required
by the Americans with Disabili es Act (ADA). The
employer should instruct fellow employees about
how to proceed based on the CDC Public Health
Recommenda ons for Community-Related Exposure.

Educate employees about how they can reduce the
spread of COVID-19:
V

Follow the policies and procedures of your employer
related to illness, cleaning and disinfec ng, and work
mee ngs and travel.

V

Stay home if you are sick, except to get medical care.

V

Inform your supervisor if you have a sick family
member at home with COVID-19.

V

Wash your hands o en with soap and water for at
least 20 seconds. Use hand sani zer with at least
60% alcohol if soap and water are not available.

V

Avoid touching your eyes, nose, and mouth with
unwashed hands.

V

Cover your mouth and nose with a ssue when you
cough or sneeze or use the inside of your elbow.
Throw used ssues in the trash and immediately
wash hands with soap and water for at least 20
seconds. If soap and water are not available, use
hand sani zer containing at least 60% alcohol.

V

V

V

Clean AND disinfect frequently touched objects
and surfaces such as worksta ons, keyboards,
telephones, handrails, and doorknobs. Dirty surfaces
can be cleaned with soap and water prior to
disinfec on.
Avoid using other employees’ phones, desks, oﬃces,
or other work tools and equipment, when possible. If
necessary, clean and disinfect them before and a er
use.
Prac ce social distancing by avoiding large gatherings
and maintaining distance (approximately 6 feet or 2
meters) from others when possible.

MAINTAIN HEALTHY BUSINESS OPERATIONS
Iden fy a workplace coordinator who will be responsible
for COVID-19 issues and their impact at the workplace.
Implement ﬂexible sick leave and suppor ve policies
and prac ces.

Assess your essen al func ons and the reliance that
others and the community have on your services or
products.
V

Be prepared to change your business prac ces if
needed to maintain cri cal opera ons (e.g., iden fy
alterna ve suppliers, priori ze exis ng customers,
or temporarily suspend some of your opera ons if
needed).

V

Iden fy alternate supply chains for cri cal goods and
services.

V

Talk with companies that provide your business
with contract or temporary employees about the
importance of sick employees staying home.

V

Talk with business partners about your response
plans.

Determine how you will operate if absenteeism spikes
from increases in sick employees, those who stay home
to care for sick family members, and those who must stay
home to watch their children if dismissed from childcare
programs and K-12 schools.
V

Plan to monitor and respond to absenteeism at the
workplace.

V

Implement plans to con nue your essen al business
func ons in case you experience higher than usual
absenteeism.
Continued on Next Page

Timber Products Manufacturers Associa on

14

May 2020

Continued From page 13

V

Cross-train employees to perform essen al func ons
so the workplace can operate even if key employees
are absent.

Consider establishing policies and prac ces for social
distancing. Social distancing should be implemented
if recommended by state and local health authori es.
Social distancing means avoiding large gatherings and
maintaining distance (approximately 6 feet or 2 meters)
from others when possible (e.g., breakrooms and
cafeterias). Strategies that business could use include:

Perform rou ne environmental cleaning and
disinfec on:
V

Rou nely clean and disinfect all frequently touched
surfaces in the workplace, such as worksta ons,
keyboards, telephones, handrails, and doorknobs.

V

Provide disposable wipes so that commonly used
surfaces (for example, doorknobs, keyboards, remote
controls, desks, other work tools and equipment) can
be wiped down by employees before each use.

Take care when a ending mee ngs and gatherings:

V

Implemen ng ﬂexible worksites (e.g., telework)

V

Carefully consider whether travel is necessary.

V

Implemen ng ﬂexible work hours (e.g., staggered
shi s)

V

V

Increasing physical space between employees at the
worksite

Consider using videoconferencing or
teleconferencing when possible for work-related
mee ngs and gatherings.

V

Consider canceling, adjus ng, or postponing large
work-related mee ngs or gatherings that can only
occur in-person.

V

When videoconferencing or teleconferencing is not
possible, hold mee ngs in open, well-ven lated
spaces.

V

Implemen ng ﬂexible mee ng and travel op ons
(e.g., postpone non-essen al mee ngs or events)

V

Downsizing opera ons

V

Delivering services remotely (e.g. phone, video, or
web)

V

Delivering products through curbside pick-up or
delivery

MAINTAIN A HEALTHY WORK ENVIRONMENT
Support respiratory e que e and hand hygiene for
employees, customers, and worksite visitors:
V

Provide ssues and no-touch disposal receptacles.

V

Provide soap and water in the workplace. If soap and
water are not readily available, use alcohol-based
hand sani zer that is at least 60% alcohol. If hands
are visibly dirty, soap and water should be chosen
over hand sani zer. Ensure that adequate supplies
are maintained.

V

Place hand sani zers in mul ple loca ons to
encourage hand hygiene.

V

Place posters that encourage hand hygiene to help
stop the spread at the entrance to your workplace
and in other workplace areas where they are likely to
be seen.

V

Discourage handshaking – encourage the use of
other noncontact methods of gree ng.
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COUNSEL’S CORNER
Law Regarding Payment on Termina on

Disclaimer: This document and any discussions set forth herein are for informa onal purposes only, and should not be construed as legal advice, which has to be addressed to par cular facts
and circumstances involved in any given situa on. Review or use of the document and any discussions does not create an a orney-client rela onship with the author or publisher. To the
extent that this document may contain suggested provisions, they will require modiﬁca on to suit a par cular transac on, jurisdic on or situa on.

The current circumstances caused by COVID-19 have
promulgated many employers to make tangible
employment decisions –– like termina ons –– and
therefore it is important to ensure compliance with the
laws surrounding employee payment and termina on.
WASHINGTON
Coverage
All employers are covered. This summary is restricted to
coverage of private employers.
Payment on Discharge
Employers must pay ﬁnal wages on the next regularly
scheduled payday to discharged employees.
Washington’s Department of Labor and Industries has
established this policy for ﬁnal wage payments. NOTE:
Washington’s Revised Code Sec on 49.48.010, under
Title 49, says that employers must pay ﬁnal wages to
employees at the “end of the established pay period.”
However, Washington’s Department of Labor and
Industries does not use that sec on for ﬁnal wage
payment guidance to employers. Please see the summary
under Related Informa on for further discussion. The
date to pay discharged employees changes when workers
are engaged in employment that normally involves
working for several employers in the same industry
interchangeably and the several employers cooperate
to establish a plan for weekly wage payment at a central
place according with a uniﬁed payday schedule providing
for at least one weekly payday. In such cases, wagepayment requirements do not apply to the plan un l 10
days a er the no ce of the intent to set up such a plan
has been given to director of labor and industries. Sales
commissions: All earned commissions due employees
must be paid within 30 days a er their employers
receive payment for the products or goods sold upon
termina on of sales contracts.
Payment on Voluntary Termina on
Employers must pay ﬁnal wages on the next regularly
scheduled payday to employees who quit. Washington’s
Department of Labor and Industries has established this
policy for ﬁnal wage payments. NOTE: Washington’s
Revised Code Sec on 49.48.010, under Title 49, says that
employers must pay ﬁnal wages to employees at the end
of the “established pay period.” However, Washington’s
Timber Products Manufacturers Associa on

Department of Labor and Industries does not use that
sec on for ﬁnal wage payment guidance to employers.
Please see the summary under Related Informa on for
further discussion.
Vaca on Pay on Termina on
There is no provision in Washington law concerning
vaca on pay on termina on.
Deduc ons from Final Wages
Employers may deduct the following from ﬁnal wages
even if the deduc ons reduce ﬁnal gross wages below
the state minimum wage:
amounts required by state or federal law;
amounts for medical, surgical, or hospital care or
service; or
iii. amounts to sa sfy a court order, judgment, wage
a achment, trustee process, bankruptcy proceeding
or payroll deduc on no ce for child support
payments.
i.
ii.

Employers must obtain an oral or wri en agreement
from employees before making deduc ons from ﬁnal
wages for pension, medical, dental or other beneﬁt
plans, or for payments to creditors or third par es
(employers can be the creditors). These deduc ons
also can reduce ﬁnal gross wages below the state
minimum wage. Employers are responsible for proving
the existence of any agreement. Therefore, the
Department of Labor and Industries recommends that all
agreements be in wri ng and signed by employees. The
aforemen oned deduc ons only may be made from ﬁnal
wages if they occurred in the ﬁnal pay period. Employers
may not make these deduc ons from ﬁnal wages if
they occurred in previous pay periods. Employers must
iden fy and record all wage deduc ons openly and
clearly in employee payroll records. Prohibited and
permi ed deduc ons from general wage payments are
covered in the Washington Deduc ons From Wages
summary.
No ﬁca on Requirements
There is no provision in Washington law concerning
no ﬁca on requirements rela ng to ﬁnal wage
payments.
Con nued on Next Page
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IDAHO
Coverage
All employers are covered. This summary is
restricted to coverage of private employers.
Payment on Discharge
Employers must pay or make available at the usual
place of payment all wages owed by the earlier
of the next regularly scheduled payday or within
10 days of termina on, excluding weekends and
holidays. Employers that receive a wri en request
from an employee for earlier payment of wages
must pay the employee all wages owed within 48
hours of having receive such request, weekends
and holidays excluded. All employees who are not
paid on an hourly or salary basis must be paid at least
the applicable minimum wage for all hours worked in
the pay period immediately preceding the termina on of
employment. Any addi onal wages owed to an employee
must be paid by the next regularly scheduled pay day.
The labor department director may, upon showing good
and suﬃcient reasons, grant an employer a temporary
extension to any me limits. Wages means compensa on
for labor or services rendered by an employee, whether
the amount is determined on a me, task, piece or
commission basis.
Payment on Voluntary Termina on
Employers must pay or make available at the usual
place of payment all wages owed by the earlier of the
next regularly scheduled payday or within 10 days
of termina on, excluding weekends and holidays.
Employers that receive a wri en request from an
employee for earlier payment of wages must pay
the employee all wages owed within 48 hours of
having receive such request, weekends and holidays
excluded. All employees who are not paid on an hourly
or salary basis must be paid at least the applicable
minimum wage for all hours worked in the pay period
immediately preceding the termina on of employment.
Any addi onal wages owed to an employee must be
paid by the next regularly scheduled pay day. The
labor department director may, upon showing good
and suﬃcient reasons, grant an employer a temporary
extension to any me limits.
Vaca on Pay on Termina on
There is no provision in Idaho law concerning vaca on
pay on termina on.
Deduc ons from Final Wages
There is no provision in Idaho law concerning deduc ons
from ﬁnal wage payments. Generally, employers may
Timber Products Manufacturers Associa on

not withhold or divert any por on of employees’ wages
unless the required by state or federal law to do so
or unless employees have given the employer wri en
authoriza on for deduc ons for a lawful purpose.
Employers must provide to employees a statement of
deduc ons made from the employees’ wages for each
pay period when such deduc ons are made. Prohibited
and permi ed deduc ons from general wage payments
are covered in the Idaho Deduc ons From Wages
summary.
No ﬁca on Requirements
Employers must no fy employees at the me of hiring
of the pay rate and the usual payment date and must
provide such informa on in wri ng to the employee
upon the employee’s request. Employers must give
no ce to employees of any wage reduc ons before the
work is performed and must provide such informa on in
wri ng to the employee on request.

MONTANA
Coverage
All employers are covered. This summary is restricted to
coverage of private employers.
Payment on Discharge
Employers must pay wages to discharged employees
within four hours or by the end of the business day,
whichever occurs ﬁrst. However, an employer’s wri en
personnel policies may extend the me for ﬁnal wage
payment to the next regular payday. Wages may be paid
on that date if it is within 15 days of separa on. Wages
may be paid through the regular pay channels or by mail
if requested by employees.
Con nued on Next Page
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Payment on Voluntary Termina on
Employers must pay wages, owed to employees who
quit, on the next regular payday or 15 days from the date
of separa on, whichever occurs ﬁrst. Wages may be paid
through the regular pay channels or by mail if requested
by employees.
Vaca on Pay on Termina on
Private sector employers are not required by state or
federal law to provide vaca on pay on termina on.
However, if provided, once vaca on has been earned
according to the employer’s policy, it is considered wages
and is due and payable in the same manner as regular
wages. The state does not allow use-it-or-lose-it policies,
but maximum amount restric ons may be implemented
to prevent addi onal vaca on me accrual un l exis ng
me is used.
Vaca on pay that is earned and is owing is considered
to be wages and is collec ble in the same manner and
under the same statutes as any other kind of wages
according to the A orney General’s Opinion No. 56.
Deduc ons from Final Wages
There is no provision in Montana law concerning
deduc ons from ﬁnal wages for payment on termina on.
Prohibited and permi ed deduc ons from general
wage payments are covered in the Montana Deduc ons
From Wages summary. When an employee is separated
because of an allega on of the of property or funds
connected to employment, the employer may withhold
from the ﬁnal paycheck an amount suﬃcient to cover the
value of the the if the employee agrees in wri ng to the
withholding. The employer also may ﬁle a report of the
the with the local law enforcement agency within seven
business days of separa on, provided:
i.

ii.

no charges are ﬁled in court against the employee for
the alleged the within 30 days of the ﬁling of the
report, wages are due and payable at the end of the
30-day period.
charges are ﬁled against the employee for the , the
court may order the withheld wages to be oﬀset
by the value of the the . If the employee is found
not guilty, or if the employer withholds more than
the amount of the the , the court may order the
employer to pay the employee the withheld amount
plus interest.

No ﬁca on Requirements
There is no provision in Montana law concerning
no ﬁca on requirements for payment on termina on.

Timber Products Manufacturers Associa on

TPM U is an educa onal series provided to TPM members free of
charge. For more informa on or to register for one of these classes,
please go to the TPM website’s “Membership” Tab (h p://www.
mberassocia on.com) or call (877) 535-4646. Registra on is limited
to 50 computers per webinar.

Naviga ng the Interac ons Between FMLA &
ADA
Wednesday, May 20, 2020
3:00 PM (PDT)
This webinar will address the intersec on of the
Family Medical Leave Act (FMLA) and the Americans
with Disabili es Act (ADA); speciﬁcally, when certain
condi ons invoke rights under both Acts and how to
manage employee leave or accommoda ons when
the two Acts provide for simultaneous or concurrent
employee protec on.

Slips. Trips. Falls.
Wednesday, May 27, 2020
1:30 PM (PDT)
Same-level slips, trips, and falls are the third leading
cause of workers’ compensa on claims. This webinar
will give some tangible ways to solve your slip, trip, and
fall problems and reduce future claims. This webinar
will address the training needs of your employees.

Employment Case Scenarios Regarding Job
Performance and Disciplinary Ac on
Wednesday, June 17 , 2020
2:00 PM (PDT)
Colt Catlin will explore case scenarios regarding:
(a) discipline of employees of protected classes;
(b) Misconduct vs. Poor Performance;
(c) and Common Mistakes that turn into li ga on.

Lock Out, Machine Guarding & Amputa on
Preven on
Wednesday, June 24, 2020
1:30 PM (PDT)
Crushed hands and arms, severed ﬁngers and limbs,
lacera ons and abrasions – you’d be surprised at
how dangerous your workplace truly is. Safeguarding
machines and Lock Out Tag Out are vital strategies
to help keep everyone safe. This webinar will discuss
OSHA compliance and basic concepts from opera ons,
maintenance and responding to emergency situa ons.
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5 MINUTE SAFETY TALK
Floor and Wall Openings
K^,ŚĂƐǀĞƌǇƐƉĞĐŝĨŝĐƌƵůĞƐŽŶŐƵĂƌĚŝŶŐĨůŽŽƌĂŶĚǁĂůůŽƉĞŶŝŶŐƐ
ĂŶĚŚŽůĞƐ͕ƚŽƉƌŽƚĞĐƚĞŵƉůŽǇĞĞƐĨƌŽŵĨĂůůŝŶŐĂŶĚďĞŝŶŐŝŶũƵƌĞĚ͘
ůƐŽ͕ƚŽƉƌĞǀĞŶƚĂĐĐŝĚĞŶƚĂůĚƌŽƉƐŽĨƚŽŽůƐŽƌĞƋƵŝƉŵĞŶƚƚŚĂƚ
ŵŝŐŚƚŝŶũƵƌĞǁŽƌŬĞƌƐďĞůŽǁ͘
Types of Openings
K^,ĂĚĚƌĞƐƐĞƐƚŚĞĨŽůůŽǁŝŶŐƚǇƉĞƐŽĨŽƉĞŶŝŶŐƐĂŶĚŚŽůĞƐ͗
Floor Holes - &ůŽŽƌŚŽůĞƐĂƌĞŽƉĞŶŝŶŐƐƚŚĂƚŵĞĂƐƵƌĞůĞƐƐ
ƚŚĂŶϭϮŝŶĐŚĞƐ͕ďƵƚŵŽƌĞƚŚĂŶŽŶĞŝŶĐŚŝŶŝƚƐůĞĂƐƚ
ĚŝŵĞŶƐŝŽŶͶŝŶĂŶǇĨůŽŽƌ͕ƉůĂƚĨŽƌŵ͕ƉĂǀĞŵĞŶƚŽƌǇĂƌĚ͕
ƚŚƌŽƵŐŚǁŚŝĐŚŵĂƚĞƌŝĂůƐ;ďƵƚŶŽƚƉĞƌƐŽŶƐͿŵĂǇĨĂůů͘

Aholeabout8inchesby12inchescanbeaserioushazard.
Afootoratool...eithercouldbeadevastatingproblem.

Floor Openings - &ůŽŽƌŽƉĞŶŝŶŐƐŵĞĂƐƵƌĞϭϮŝŶĐŚĞƐŽƌŵŽƌĞ
ĂƚŝƚƐůĞĂƐƚĚŝŵĞŶƐŝŽŶͶŝŶĂŶǇĨůŽŽƌ͕ƉůĂƚĨŽƌŵ͕ƉĂǀĞŵĞŶƚŽƌǇĂƌĚ͕ƚŚƌŽƵŐŚǁŚŝĐŚƉĞƌƐŽŶƐŵĂǇĨĂůů͘
Platforms - WůĂƚĨŽƌŵƐĂƌĞǁŽƌŬƐƉĂĐĞƐĨŽƌƉĞƌƐŽŶƐƚŚĂƚĂƌĞĞůĞǀĂƚĞĚĂďŽǀĞƚŚĞƐƵƌƌŽƵŶĚŝŶŐĨůŽŽƌŽƌŐƌŽƵŶĚ͘
Wall Holes - tĂůůŚŽůĞƐĂƌĞŽƉĞŶŝŶŐƐůĞƐƐƚŚĂŶϯϬŝŶĐŚĞƐďƵƚŵŽƌĞƚŚĂŶŽŶĞŝŶĐŚŚŝŐŚ͕ŽĨƵŶƌĞƐƚƌŝĐƚĞĚ
ǁŝĚƚŚ͕ŝŶĂŶǇǁĂůůŽƌƉĂƌƚŝƚŝŽŶ͘
Wall Openings - tĂůůŽƉĞŶŝŶŐƐĂƌĞĂƚůĞĂƐƚϯϬŝŶĐŚĞƐŚŝŐŚĂŶĚϭϴŝŶĐŚĞƐǁŝĚĞ͕ŝŶĂŶǇǁĂůůŽƌƉĂƌƚŝƚŝŽŶ͕
ƚŚƌŽƵŐŚǁŚŝĐŚƉĞƌƐŽŶƐŵĂǇĨĂůů͘
^ƚĂŶĚĂƌĚƌĂŝůŝŶŐƐĨŽƌĨůŽŽƌŽƉĞŶŝŶŐƐŵƵƐƚĐŽŶƐŝƐƚŽĨĂƚŽƉ
ƌĂŝů͕ŵŝĚͲƌĂŝůĂŶĚƉŽƐƚƐŚĂǀŝŶŐĂǀĞƌƚŝĐĂůŚĞŝŐŚƚŽĨϰϮ
ŝŶĐŚĞƐĨƌŽŵƚŚĞƵƉƉĞƌƐƵƌĨĂĐĞŽĨƚŚĞƉůĂƚĨŽƌŵ͕ƌƵŶǁĂǇ
ŽƌƌĂŵƉ͘DŝĚͲƌĂŝůŚĞŝŐŚƚŝƐϮϭŝŶĐŚĞƐ͘
ƐƚĂŶĚĂƌĚƚŽĞďŽĂƌĚŝƐϰŝŶĐŚĞƐŶŽŵŝŶĂůŝŶǀĞƌƚŝĐĂů
ŚĞŝŐŚƚ͕ǁŝƚŚŶŽƚŵŽƌĞƚŚĂŶЬŝŶĐŚĐůĞĂƌĂŶĐĞĂďŽǀĞƚŚĞ
ĨůŽŽƌůĞǀĞů͘
KƉĞŶƐŝĚĞĚĨůŽŽƌƐ͕ƉůĂƚĨŽƌŵƐ͕ůŽĂĚŝŶŐĚŽĐŬƐĂŶĚƌƵŶǁĂǇƐ
;ŵŽƌĞƚŚĂŶϰĨĞĞƚĂďŽǀĞƚŚĞĨůŽŽƌŽƌŐƌŽƵŶĚůĞǀĞůͿĂƌĞƚŽ
ďĞƉƌŽƚĞĐƚĞĚŽŶŽƉĞŶƐŝĚĞƐďǇĂƐƚĂŶĚĂƌĚƌĂŝůŝŶŐ͘
AmissingmidǦrailmakesthisadangeroussituation.

OSHA Standard 1910.23(e)(1) deﬁnes the standard railing:
A standard railing shall consist of top rail, intermediate rail, and posts,
and shall have a ver cal height of 42 inches nominal from upper surface
of top rail to ﬂoor, pla orm, runway, or ramp level.
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COPING WITH COMPASSION FATIGUE
For many on the front lines of health
care, caregiving and emergency
response, it is normal to experience
compassion fa gue. Compassion
fa gue is characterized as feeling
physically and emo onally exhausted,
and a decreased ability to empathize.
While this condi on is typically
associated with those in the health
care ﬁeld, it can impact anyone
assuming a caregiver role.
Taking steps early on to address
compassion fa gue can help prevent
burnout and improve mental and
physical health.
Recognize the signs.

While speciﬁc experiences will vary, common
symptoms include chronic physical and emo onal
exhaus on, reduced ability to empathize, anger and
irritability, diminished sense of joy or fulﬁlment in
career, and diﬃculty with decision-making.
Conduct a self-assessment.

There are some helpful self-assessment tools for
life stress, work-life balance, and professional
quality of life (ProQOL) that can provide insight
and awareness. A mental health professional can
provide referrals for speciﬁc tests and tools to help
with your situa on.

Iden fy a daily prac ce for recharging.

Create me and space for quiet, rest, rejuvena on
and mindfulness each day. A few minutes of
breathing medita on exercises in the morning, a
midday yoga break, or a ernoon walk while listening
to music are examples of simple daily prac ces for
recharging.
Talk to a professional.

Speaking with a licensed mental health professional
can help provide clarity and tools to address and
manage compassion fa gue.

Priori ze sleep and self care.

A combina on of quality sleep, nutri ous ea ng,
and moderate physical ac vity each day can make
a signiﬁcant impact on total well-being. So many
caregivers take care of everyone else, yet put their
own needs on the back-burner. Prac cing self-care
improves the ability to con nue providing care to
others.

If you have been considering the addi on
of an Employee Assistance Program
(EAP) to your employee beneﬁts package,
contact the TPM Oﬃce to learn about the
TPM EAP and how easy it is to enroll.

877-535-4646
Timber Products Manufacturers Associa on

16th Annual

GOLF TOURNAMENT
2020

THURSDAY
SEP 17, 2020

Golf Tournament
Shot-Gun Start

Awards Banquet,
Social & Dinner

1:00 pm

6:00 pm

Hangman Valley Golf Course
2210 E Hangman Valley Road, Spokane, Washington 99223

REGISTRATION

SPONSORSHIP
Each Sponsorship
will receive one free round of golf at the event.

I/We will a end the TPM Annual Golf Tournament
Thursday, September 17, 2020.
1:00 pm to 6:00 pm - $85 per Individual or $300 per 4-some
(Includes Social, Dinner, Raﬄe & Silent Auc on)
1._____________________________________________________

I would like to sponsor
TPM’s 16th Annual Golf Tournament

2.__________________________________________________

T Prizes (Company Logo Items/Cash Dona

3._____________________________________________________

T Silent Auc on Item

4.___________________________________________________

T Hole Sponsorship $325

ons)

T Contest Sponsorship $325

I/We will not a end the Golf Tournament but would like to a end
the Awards Banquet. 6:00 pm to 9:00 pm $35 per person (Includes
Social, Dinner, Raﬄe, & Silent Auc on)

T Dinner/Social Sponsorship $275

1._____________________________________________________

T Hole-In-One Sponsorship $550
T Golf Ball Sponsorship $1000

2.__________________________________________________
TPM will invoice you. Please complete and return the informa on below.

Company_____________________________________________

Contact______________________________________________________

Address______________________________________________

City/State/Zip_________________________________________________

Email________________________________________________

Phone_______________________________________________________

For SPONSORSHIP or REGISTRATION
Fax to TPM (509)

534-6106

Call TPM (509)

535-4646

Or Email sjeﬀers@tpmrs.com

THURSDAY
SEPTEMBER 17, 2020
Golf Tournament
Shot-Gun Start

Awards Banquet,
Social & Dinner

1:00 pm

6:00 pm

Hangman Valley Golf Course
Timber Products Manufacturers Associa on

