
Coronavirus (COVID-19 / SARS-CoV-2): 
Workplace Considerations

This is intended as a guide only and should not be used in place of professional legal advice



Determine (as best as possible) who the employee may have come into contact 
with and issue relevant communications, including with contractors and suppliers.

Consider requesting a fitness for work clearance before allowing the employee to 
return to work. Provide the employee with access to accrued leave entitlements.

Consider whether co-workers should be subject to independent medical 
assessments.

Employees (full-time and part-time) who are required to be quarantined may 
be entitled to access any accrued paid personal eave. Once personal leave is 
exhausted, they may be able to access other forms of paid or unpaid leave.

Self-Isolation

Consider whether the employee can “work from home”.

If the employee cannot perform useful work, consider access to accrued leave 
(e.g. annual leave, long service leave).

Employees (full-time and part-time) who are required to be quarantined may 
be entitled to access any accrued paid personal leave. Once personal leave is 
exhausted, they may be able to access other forms of paid or unpaid leave.

If the business directs employees (full-time and part-time) not to attend work, it 
is likely that they will be entitled to be paid for this period.

Travel 
Bans

Employees may be directed to work from home or employees may ask to work 
from home.

Employees should be directed, where possible, to work from home (that is, still 
perform meaningful work and be paid).

Where an employee requests to work from home, they should make a request 
to work from home in accordance with the normal processes.

Consider technology, cost and work, health and safety requirements.

Working From 
Home

If the employee could perform useful work but chooses to self-isolate, they may 
access accrued leave entitlements (e.g. annual leave, long service leave).

Employee  Contracts 
COVID-19

BE MINDFUL OF POTENTIAL
ALLEGATIONS OF DISCRIMINATION...
... arising out of interactions with employees who are, or may be, 
affected by COVID-19. Managers / supervisors should be made aware 
of appropriate responses to avoid allegations of discrimination.



Under the Fair Work Act (2009) (Cth) an employer may stand down an employee 
without pay if the employee cannot usefully be employed because of a stoppage 
of work for any cause for which the employer cannot reasonably be held 
responsible.

Consideration should be given to whether employees can be usefully employed 
elsewhere in the business before standing them down.

Also consider enterprise agreement / award and contract provisions around 
stand down.

Stand Down

Consider options for redeployment to other areas of the business.

Consider access to accrued leave (e.g. annual leave, long service leave) and 
whether there are options for leave arrangements, for example, leave at half-
pay.

Check award and enterprise agreement requirements around shut-down 
including, for example, notice requirements.

Shut-Down

Notification

Any plan should include a requirement that employees notify the business if 
they have travelled to an affected area, have been in contact with a person 
diagnosed with COVID-19 or have contracted COVID-19.

Consider any planned business travel and whether it is necessary.

Continue to update employees on the potential impacts of COVID-19 and how 
the business is preparing, addressing the impacts etc.

Document any agreements that are reached between the business and 
individual employees about specific arrangements, including taking leave and 
working from home.

Document directions issued to staff, including any formalised process/plan for 
dealing with COVID-19.

Documentation
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