DEALING WITH THE ECONOMIC
IMPACT OF THE CORONAVIRUS

RESOURCES AVAILABLE
The East Village Association has created this guide for small business owners & employees dealing with
hardship due to the Coronavirus Pandemic. Please read to learn how you can proactively to deal with
potential layoffs, closures, and unemployment.
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Financial Assistance is Available from The Small
Business Administration
SBA’s Economic Injury Disaster Loans offer up to $2 million in assistance for a small business.
These loans can provide vital economic support to small businesses to help overcome the
temporary loss of revenue they are experiencing.
Process for Accessing SBA’s Coronavirus (COVID-19) Disaster Relief Lending
The U.S. Small Business Administration is offering designated states and territories low-interest federal
disaster loans for working capital to small businesses suffering substantial economic injury as a result of the
Coronavirus (COVID-19). Upon a request received from a state’s or territory’s Governor, SBA will issue under
its own authority, as provided by the Coronavirus Preparedness and Response Supplemental Appropriations
Act that was recently signed by the President, an Economic Injury Disaster Loan declaration.
Any such Economic Injury Disaster Loan assistance declaration issued by the SBA makes loans available to
small businesses and private, non-profit organizations in designated areas of a state or territory to help
alleviate economic injury caused by the Coronavirus (COVID-19).
SBA’s Office of Disaster Assistance will coordinate with the state’s or territory’s Governor to submit the
request for Economic Injury Disaster Loan assistance.
Once a declaration is made for designated areas within a state, the information on the application process for
Economic Injury Disaster Loan assistance will be made available to all affected communities.
These loans may be used to pay fixed debts, payroll, accounts payable and other bills that can’t be paid
because of the disaster’s impact. The interest rate is 3.75% for small businesses without credit available
elsewhere; businesses with credit available elsewhere are not eligible. The interest rate for non-profits is
2.75%.
SBA offers loans with long-term repayments in order to keep payments affordable, up to a maximum of 30
years. Terms are determined on a case-by-case basis, based upon each borrower’s ability to repay.
SBA’s Economic Injury Disaster Loans are just one piece of the expanded focus of the federal government’s
coordinated response, and the SBA is strongly committed to providing the most effective and customerfocused response possible.

Federal Resources for Businesses & Employers
U.S Small Business Administration (SBA) Resources For Employers
The SBA provides a number of loan resources for small businesses. The SBA will work directly with state and local
governments to provide targeted, low-interest loans to small businesses and nonprofits that have been severely
impacted by the Coronavirus (COVID-19), and this page will be updated when we have more details. For more
information, visit SBA Resource Page for Businesses & Employers.
SBA provides a number of loan resources for small businesses to utilize when operating their business. For more
information on loans or how to connect with a lender, visit: https://www.sba.gov/funding-programs/loans.
Access to Capital
How to get access to lending partners? SBA has developed Lender Match, a free online referral tool that connects
small businesses with participating SBA-approved lenders within 48 hours.
7(a) program offers loan amounts up to $5,000,000 and is an all-inclusive loan program deployed by lending
partners for eligible small businesses within the U.S. States and its territories. The uses of proceeds include:
working capital; expansion/renovation; new construction; purchase of land or buildings; purchase of equipment,
fixtures; lease-hold improvements; refinancing debt for compelling reasons; seasonal line of credit; inventory; or
starting a business.
Express loan program provides loans up to $350,000 for no more than 7 years with an option to revolve. There is
a turnaround time of 36 hours for approval or denial of a completed application. The uses of proceeds are the
same as the standard 7(a) loan.
Community Advantage loan pilot program allows mission-based lenders to assist small businesses in
underserved markets with a maximum loan size of $250,000. The uses of proceeds are the same as the
standard 7(a) loan.
504 loan program is designed to foster economic development and job creation and/or retention. The eligible use
of proceeds is limited to the acquisition or eligible refinance of fixed assets.
Microloan program involves making loans through nonprofit lending organizations to underserved markets.
Authorized use of loan proceeds includes working capital, supplies, machinery & equipment, and fixtures (does
not include real estate). The maximum loan amount is $50,000 with the average loan size of $14,000.

CDC Resources For Employers
Below are useful guides from CDC to help your business combat the spread of germs, address changing behavior,
and plan for potential disruptions.
CDC Guidance Page for Businesses
Business Pandemic Planning Checklist
IRS Resources For Employers
The IRS has set up a special section to help taxpayers and businesses affected by COVID-19.
The page will be updated as new programs are made available.
IRS COVID-19 page.

State Resources for Businesses & Employers
State Resources for Employers
The California Governor’s Office of Business and Economic Development (GO-Biz) provides many services to
employers affected by COVID-19. For the most up-to-date state resources for businesses, visit the GO-Biz resource
page. The CA Employment Development Division (EDD) is granting a 60-day extension to file state payroll reports
and/or deposit state payroll taxes without penalty or interest for employers experiencing hardship from COVID-19. For
the most up-to-date information, visit CA EDD’s COVID-19 resource page.
***There are alternatives to layoffs that can help employers keep their employees when there is a lack of
work, or during financial hardship.***

Telecommuting
Employers may be able to avert layoffs or work reduction by offering flexibility in work location and hours through
telecommuting. The U.S. General Services Administration website provides an array of resources to help guide
employers in offering and managing telecommuting or remote work.For more information, visit Resources for
Managing Teleworkers.

Partial Claims
Partial claims are for employees whose employers want to keep them but have temporarily laid them off or reduced
their hours. A partial Unemployment Insurance claim can be used for any claimant who works less than their normal
full-time hours, and whose employers want to keep them.For more information, visit Partial Claims.

Work Sharing Program
Employers can apply for the Work Sharing Program if they are looking for alternatives to layoffs due to reduced
production, services, or other conditions. This program helps you keep your trained employees so that when
business conditions improve, you can avoid the expense of recruiting, hiring, and training new employees, and save
your employees the hardship of becoming fully unemployed.For more information, visit Work Sharing.

Potential Closure or Layoffs
Employers planning a closure or major layoffs as a result of the coronavirus can get help through the Rapid Response
program. Rapid Response teams will meet with you to discuss your needs, help avert potential layoffs, and provide
immediate on-site services to assist workers facing job losses. For more information, refer to the Rapid Response
Services for Businesses Fact Sheet (DE 87144RRB) (PDF) or contact your local America’s Job Center of
CaliforniaSM

Tax Assistance
Employers experiencing a hardship as a result of COVID-19 may request up to a 60-day extension of time
from the EDD to file their state payroll reports and/or deposit state payroll taxes without penalty or interest. A
written request for extension must be received within 60 days from the original delinquent date of the payment
or return.
For questions, employers may call the EDD Taxpayer Assistance Center.
Toll-free from the U.S. or Canada: 1-888-745-3886
Hearing impaired (TTY): 1-800-547-9565
Outside the U.S. or Canada: 1-916-464-3502

Workers & Employees Resources
State Resources for Employees
The CA Employment Development Division (EDD) provides a variety of support and relief services to employees
affected by COVID-19 in California. For the most up-to-date information, visit CA EDD’s COVID-10 resource page.

Sick or Quarantined
If you’re unable to work due to having or being exposed to COVID-19 (certified by a medical professional), you can
file a Disability Insurance (DI) claim. DI provides short-term benefit payments to eligible workers who have a full or
partial loss of wages due to a non-work-related illness, injury, or pregnancy. Benefit amounts are approximately 6070 percent of wages (depending on income) and range from $50-$1,300 a week.
The Governor’s Executive Order waives the one-week unpaid waiting period, so you can collect DI benefits for the
first week you are out of work.
If you are eligible, the EDD processes and issues payments within a few weeks of receiving a claim.For guidance on
the disease, visit the California Department of Public Health website.
Caregiving
If you’re unable to work because you are caring for an ill or quarantined family member with COVID-19 (certified by a
medical professional), you can file a Paid Family Leave (PFL) claim. PFL provides up to six weeks of benefit
payments to eligible workers who have a full or partial loss of wages because they need time off work to care for a
seriously ill family member or to bond with a new child. Benefit amounts are approximately 60-70 percent of wages
(depending on income) and range from $50-$1,300 a week. If you are eligible, the EDD processes and issues
payments within a few weeks of receiving a claim.
School Closures
If your child’s school is closed, and you have to miss work to be there for them, you may be eligible for
Unemployment Insurance benefits. Eligibility considerations include if you have no other care options and if you are
unable to continue working your normal hours remotely. File an Unemployment Insurance claim and a EDD
representatives will decide if you are eligible.
Reduced Work Hours
If your employer has reduced your hours or shut down operations due to COVID-19, you can file an Unemployment
Insurance (UI) claim. UI provides partial wage replacement benefit payments to workers who lose their job or have
their hours reduced, through no fault of their own. Workers who are temporarily unemployed due to COVID-19 and
expected to return to work with their employer within a few weeks are not required to actively seek work each week.
However, they must remain able and available and ready to work during their unemployment for each week of
benefits claimed and meet all other eligibility criteria. Eligible individuals can receive benefits that range from
$40-$450 per week.
The Governor’s Executive Order waives the one-week unpaid waiting period, so you can collect UI benefits for the
first week you are out of work. If you are eligible, the EDD processes and issues payments within a few weeks of
receiving a claim.

Local Resource Contact Guide
California Assembly District 78

East Village Association

Assemblymember Todd Gloria

845 15th St

1350 Front Street, Suite 6054

San Diego, CA 92101

San Diego, CA 92101

Phone: 619.546.5636

Phone: 619.645.3090

eastvillagesandiego.com

a78.asmdc.org
City of San Diego

Small Business Administration

Mayor Kevin L. Faulconer

San Diego District Office

202 C Street 11th Floor

550 West C Street Suite 550

San Diego, CA 92101

San Diego, CA

Phone: 619.236.6330

Phone: 619-557-7250 or 619-727-4883

sandiego.gov/mayor

www.sba.gov/offices/district/ca/san-diego

kevinfaulconer@sandiego.gov
County of San Diego - District 4

Employment Development Department

Supervisor Nathan Fletcher

San Diego Office

1600 Pacific Hwy Room 335

9246 Lightwave Ave

San Diego, CA 92101

San Diego, CA 92123

Phone: 619.531.5544

Phone: 800.480.3287

supervisornathanfletcher.com

www.edd.ca.gov

nathan.fletcher@sdcounty.ca.gov
City of San Diego - District 3

San Diego Police Headquarters

Councilmember Chris Ward

San Diego Office

202 C Street, MS #10A

9246 Lightwave Ave

San Diego, CA 92101

San Diego, CA 92123

Phone: 619.236.6633

Phone: 800.480.3287

sandiego.gov/citycouncil/cd3

www.sandiego.gov/police

Clean and Safe Downtown San Diego

San Diego County Health Services

1111 Sixth Avenue, Suite 101

5001 73rd St

San Diego, CA 92101

San Diego, CA 92115

Phone: 619.234.8900

Phone: 619.515.6770

sdcleanandsafe.org

www.sandiegocounty.gov/hhsa

Recommendations for Responding to the Coronavirus in California
The following legal updates are provided to you courtesy of local employment law firm Schor Vogelzang &
Chung LLP as a part of the firm’s Business Protection Program. Schor Vogelzang & Chung LLP may be
contacted by accessing their website at www.svclegal.com
Information about the coronavirus (COVID-19) changes daily. And within that uncertainty, you need to be good
stewards of your Company, your employees and the society in which both operate. Most companies and schools are
already implementing changes, including restricting travel, restricting social interaction and creating remote work
scenarios. Conventions and trainings are being canceled. More meetings are being conducted by Skype. What are
you going to do? More importantly, what can and should you do? Some of our thoughts are below.
Per the CDC, coronavirus symptoms appear between 2–14 days after exposure. Based on this, the high end of 14 days
is a reliable wait period for people who recently traveled from an area with widespread or ongoing community spread of
COVID-19. If challenged, you could direct employees to this CDC website as support.
Currently China, Iran, South Korea and Italy are level 3; Japan is lower at level 2; and Hong Kong is level 1. Requiring
employees who have returned from other countries to stay at home does not seem justified so far. However, by the
time the employee returns, additional or different countries might be on the CDC’s list. At a minimum, you are allowed
to: (1) Require employees to call/contact you before returning to work; and then (2) Ask "what countries did you visit,
including layover flights?" You also are allowed to ask employees, before they leave, whether they plan to travel to a
high-risk country.
For employees returning from high risk countries, having the employee provide a doctor’s note to ensure safety is
permissible. You similarly are allowed to request a doctor's note if the employee has been out on sick leave in excess
of three (3) days. However, the CDC is now advising against requiring a doctor’s note, even if the person is sick: "Do
not require a health care provider's note for employees who are sick with acute respiratory illness to validate their illness
or to return to work, as health care provider offices and medical facilities may be extremely busy and not able to provide
such documentation in a timely way.”
Instead, people traveling from a high-risk area should stay home for up to 14 days to see if they develop symptoms.
Practically speaking, an employee who goes straight to a clinic might be told by the doctor to wait at home for that long
anyway to see if symptoms arise. If symptoms do arise, the CDC currently recommends that people not come to work
until they are free of fever and other symptoms, e.g. frequent and severe coughing, for at least 24 hours without the use
of medicines (e.g., aspirin and cough suppressants).
Considering Other Practical Solutions
Determine if the employee can work remotely (this might not be practical for workers who are engaged in healthcare,
retail, and related industries where their presence is required). Worth considering is whether this could create a
precedent in the future for employees who request remote work as an accommodation, but this concern likely is
overridden by the concerns created here and by the short term nature of this modification. Otherwise, instruct
employees to take time off, and return to work only when they're symptom free.
Time off can be paid if sick, vacation or PTO hours are available (there is no legal obligation to provide compensation
beyond this, but some employers are considering doing so), or taken unpaid. In California and perhaps other states,
whether the employee will apply sick leave (or, in many cases, PTO, if your PTO policy is intended to satisfy the sick
leave laws) is up to the employee, so do not require that they do so.

Recommendations for Responding to the Coronavirus in California
The state in which the employee works may offer a pay source. For example, employees might be able to apply
through their state for unemployment benefits. See, e.g., California entitlements to “partial claims” for unemployment.
Also in California, an employee may be eligible for State Disability insurance. Family Temporary Disability Insurance
benefits (Paid Family Leave) may be available to care for loved ones who are sick or quarantined.
If a person reports to work sick and is sent home, be sure to follow the wage & hour laws. In California, for instance, if
an hourly (non-exempt) employee reports to her regularly scheduled shift but is required to work fewer hours or is sent
home, the employee must be compensated for at least 2 hours or no more than 4 hours of “reporting time pay.” There’s
an exception to this if operations are halted due to threats to employees or property, or when recommended by civil
authorities, which hasn’t kicked in for California (yet). For exempt employees, deductions from salary for absences of
less than a full day for personal reasons or for sickness are not permitted, but sick time, vacation and PTO can be
applied.
Do not retaliate against an employee for using paid sick time in states where that benefit is legally protected.
As an interesting side question on taking an employee’s temperature at work to determine if they have a fever. This is
generally acceptable (even if it is a medical exam), except for the practical issues (e.g. sick people coming to the
worksite to be examined, and potential risk of exposure to the employee who takes the temperatures). And then there is
the potential unreliability of this information for the bigger picture. If you do take temperatures: (1) make the
temperature checks as least invasive as possible; and (2) maintain records in a confidential medical file.
Other Food for Thought:
Stay Informed. Designate someone(s) to be in charge of checking local and state public health authority
recommendations. The CDC links above are a good starting point.
Educate Your Employees. Keep your employees up to date on any virus like this, and the implications to the work
community. A clear policy seems like a must do. Let us know if we can assist in creating a notice and precautions
letter to employees. California’s Dept of Public Health published a poster that can be hung at work, and other states
might have done the same. Don't try to recreate or summarize the symptoms, impacts or news; that can create
confusion and potentially add to misinformation. Instead, arm your employees with links to websites with the latest
and greatest information and advice.
Craft a Communication Plan. Identify a team who will be part of communicating out to the work community the
Company’s plan and response to the situation. Identify a communication protocol that reinforces and upholds the
Company’s vision and mission while also being clear and transparent in terms of the rules and protocols during the
crisis. For example, if your company is a nursing home whose vision involves health, care and healing, then the
communication protocol should focus on those items as it addresses the crisis. If your company is a tech company
whose vision is about client service and responsiveness, then the communication plan should focus on reflecting
these values.
Consider adopting a more flexible company culture in time of health crises. Every company has its own
attitude in response to absenteeism. Most of us are concerned to varying degrees regarding absenteeism because
we need the company to keep functioning and so discipline and termination might be expected responses to
excessive unexcused absenteeism. A potential pandemic scenario may be one exception to this general rule - we
may want to put aside the impulse to insist on employees appearing at work, or temporarily soften a work culture that
requires employee presence.

Recommendations for Responding to the Coronavirus in California
Temporary Shutdowns or Furlough. As an initial matter, companies should consider whether temporary shut
downs are viable and if so, what factors would lead the company to do so. This could include tracking the number
and location of outbreaks, tracking employee absenteeism, actively monitoring CDC directives and analyzing whether
work from home is viable for all or part of your workforce. If it is viable for your Company, be sure to follow legal
requirements associated with shutdowns, including notice requirements. And remember, you can reduce nonexempt employee compensation for a furlough on a partial-week basis, but exempt employees must be paid for an
entire week if in that week they perform any work (unless they absent themselves), so furloughs should be in whole
week increments.
Remote Work Programs. Shutdowns will not be possible for many employers and for others they may not be
desirable. Another option is to directing employees to work from home if doing so is technologically feasible in their
role. Analyze employee roles to determine which roles are conducive to remote work. Analyze your IT systems and
consider upgrading them to enable employees to be able to work from home if needed. Craft protocols for remote
workers in terms of time-keeping, job duties being performed remotely, reporting, and accountability. Train managers
on managing workers remotely. Remember that if any employee is required to work from home, the company needs
to provide that employee with devices and materials to enable them to do their work; or to otherwise reimburse them
for their use of personal devices and equipment. Keep in mind ergonomic and workers comp issues and ensure
employees are directed in writing to report any ergonomic or work-related injuries they incur offsite while working. A
good practice is to create a telecommuting policy and agreement; let us know if you need help crafting one.
Staggering Schedules. Another option could be whether any part of the workforce could change their hours or
schedules. This might be desirable if it would limit physical interaction during the crisis. Again, advance notice and
impact on wages would need to be considered and communicated clearly. If any employees are union employee, the
union would dneed to be involved to the degree required by applicable Collective Bargaining Agreements.
Sick Leave; Benefits. Some companies might decide to go above and beyond current policies and laws to provide
more generous paid sick leave benefits during the time of health epidemics. For example, during an epidemic, some
companies that can afford doing so (and/or who do not want to risk the much more financially burdensome scenario
where the entire workforce is out ill) might offer more generous paid time off for employees who are ill or who have
children who are ill; or for employees whose children are home because their school is closed.
Concern about employees taking advantage of any new programs supporting staying at home are well-founded; those
concerns will need to be managed and monitored appropriately. However, the larger picture of a workforce shut down
due to illness is so devastating that it may be worth it to some companies to take the risk of having employees take
advantage of generous and temporary policies during health epidemics.
Information provided by
Schor Vogelzang & Chung LLP
2170 Fourth Avenue
San Diego CA 92101
Phone: 619 906 2400 • Fax: 619 906 2401
www.svclegal.com

