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Joni Duncan 
 
Q: With the 10-week period (5/24 – 7/31), must the one week 
unpaid furlough be taken all at once?  Or can employee opt to take 
unpaid furlough per day to complete the one-week furlough (i.e. 
Fridays off for each week)?  
A. Employees should work with leaders to determine how they would 
like to take their furloughs. For non-exempt employees, furloughs do 
not have to be taken in one-week increments; they can be taken by the 
hour or the day with supervisor approval. We would like to note, 
however, that the State of Illinois Unemployment Office offers increased 
eligibility for benefits if the furlough is taken in one lump sum period 
before July 25. With that being said, we ask employees and leaders to 
work together to ensure our organizational needs are met. 
 
Q: Can you clarify the difference of furlough guidelines for exempt 
and non-exempt employees? 
A: Exempt (salaried) employees must be notified prior to the start of the 
work week and can only take furlough in full work-week increments. For 
non-exempt (hourly) employees, they must be notified prior to the start 
of the workday and can take furlough in full or partial work-day 
increments. 
 
Q: As we will be taking additional furlough, how does the state 
compensate during holiday weeks?  Will we get the entire benefit, 
or will there be a penalty or reduced compensation?  
A. If an employee has a furlough week during a holiday, holiday pay will 
not be offered since the whole week will be unpaid. Holiday PTO will 
remain in the bank. Unemployment benefits will not be affected by 
holidays.  
 
Q: Can exempt employees take furlough during a holiday week? 
A: Yes. The holiday will still count as an unpaid day.  Exempt employees 
will not also be required to use PTO for the holiday.  It should be coded 
furlough unpaid. 



 
Q: For those of us who can work remotely, is there any possibility 
this will continue as a permanent working situation?   
A. Our workforce task force is actively working to provide guidance to 
leaders on how to evaluate allowing staff to continue to work remotely.  
We hope to share more information in the next few weeks.   
 
Q: DEPENDENT CARE FSA -- With so many child care options and 
summer camps extremely limited or non-existent, will there be any 
accommodation for employees to have access to their dependent 
care FSA contributions since the dollars cannot be spent for their 
intended purpose 
A. Due to COVID-19, employees can stop or change dependent care 
deductions by accessing the B Swift website and modifying their 
elections. Previous contributions already to Dependent Care or Health 
Care FSA cannot be refunded. That is mandated by the IRS. However, the 
time in which you can use those funds will likely be expanded through 
the end of the year so employees have more time to utilize 
contributions.  
 
Q: What will happen to the Advance and Leap programs? The 
rewards/recognitions are paid out in October (FY21), however, the 
new file entrees are due in July 2020. How do we communicate to 
staff about these programs that have significant financial impact? 
A. We are currently gathering information on this and will provide 
guidance shortly.  
 
 
Michelle Stephenson 

Q: Are the COVID screening questions being asked at the masking 
station or at the concierge desk?   

A. Screening occurs at the second floor of the hospital and at check-in at 
our outpatient facilities. A subset of our ambulatory team is trying to 
streamline the screening process and put together guidelines to re-
educate people about screening patients and families as they enter.  
 



Q: Are siblings allowed to stay at Lurie Children’s if the parent who 
needs to be with the child  

A. We do not support sibling visitation at this time. However, we have 
compassionate visitation. If a family has a special need, that should be 
accommodated based on their circumstances. We determine those 
decisions on an individual basis with unit leadership in the best interest 
of our staff and families. 
 
Q: Potbelly employees are NOT wearing a face mask while serving 
food.  
A. They are wearing face masks now. We were made aware that they 
were not in compliance with universal masking and both our senior 
director of real estate and director of support services reached out to 
the general manager of our location to let them know we would not let 
them operate if they could not do so within guidelines of universal 
masking. Their employees also need to report to our screening stations, 
complete the survey and wear their mask all day.  
 
Q: Elevator usage:  What is the protocol now? How many should be 
in the elevator?  Who monitors patients getting onto elevators to 
ensure they’re not packed in there?  How regularly are the 
elevators cleaned?   
A. Universal masking and social distancing remain our protocols. 
However, we understand that social distancing is challenging in an 
elevator and not as critical as wearing a mask, given the short time 
period of an elevator ride. No more than 4 or 5 people should share an 
elevator.  
 
Ron Blaustein 
Q:  For employees who are making less than $50,000 a year and 
rely  on the merit increases to cover standard of living inflation. 
Any protective measures being considered for employees that do 
not make enough to pay the bills so they can still receive a 
standard of living increase? 
A. These things have been deliberated and we recognize the difficulty 
for all employees. In looking at that particular merit reduction, we did 
look around to see what others are doing in the industry and Chicago 
and reflected on that. We still have an employee support fund operated 



by HR, and you can reach out to HR confidentially to inquire about 
support for the issues named here.  
 
Q: Has the profit margin of our budget been reduced? 
A: Yes. In our original budget, we had a 3% margin on $40 million net 
operating income. Those dollars were meant to cover significant 
expenditures, normally used for $50 million annual routine capital and 
bigger projects like the Manne Research Institute that we had done in 
the last couple years. That number also takes into account the growth in 
people and resources, as well as growth in our revenues and the overall 
sustainability of all we do.  
 
 
 
Tom Shanley 
Q: Can you clarify changes to incentive compensation?  
A: There are a variety of structures of incentive compensation. A 
significant portion of plans depends on the medical center achieving its 
net income. That portion of incentive compensation will not be paid out. 
There is a similar structure for results sharing. A percentage of that 
program depends on the academic activities and job duties of the 
individual, which will be considered later in the 2021 fiscal year.  
 
Q: Is operational review code for layoffs? 
A: There is a possibility of layoffs. Our growth over the last several years 
has been substantial and we had planned this growth to result in 
significant revenue growth. No one could have predicted this global 
pandemic and the effects it has had on our organization. The important 
hard work we have to do is to understand how our revenue streams will 
change as a result.  Some areas will no doubt contract while others we’ll 
want to invest in and grow to meet our patients’ needs.  Anticipated 
reduction in revenue will require changes in expenses, and the 
significant majority of our expenses is related to our people. There are 
important judgements to be made in terms of the size of our workforce 
and where they are allocated, but we hope other opportunities such as 
early retirement and control of currently open positions will also 
decrease expenses. This is to be determined and we will remain 
transparent and honest as we assess the situation.  
 



Q:  How was equity integrated into the decision to have one more of 
furlough versus deeper pay cuts and eliminating any incentive 
pay? 
A. The deliberation around these decisions has been substantial, serious 
and focused on our key principles. We looked at all levers, including 
furloughs and salary cuts, and the balance between those two expense 
cuts was such that we felt was as equitable as possible. We also factored 
in unemployment support for furloughed employees under a certain 
salary range so that they can be made whole through that program. 
While we have our plans set for this fiscal year, an extension of salary 
cuts beyond the end of the fiscal year depends on the return of volumes. 
We’ve tried to do a very great amount of due diligence and discernment 
to come up with the most equitable approach possible. 
 
 
Q: For research staff working at the Stanley Manne Institute in labs 
that are NU’s space, will there be changes about guidance in 
returning to work? 
A: This has yet to be fully confirmed. We expect that the lifting of phase 
3 on May 29 should allow reconstitution of the laboratories with 
appropriate screening that we do for employees and universal masking.  
 
 
 
 


