
                                            
 
Returning to work and risk assessments during COVID-19  

 

 

 

1. Work from home where possible 

2. Risk assess all workplaces 
within your organisation in 
consultation with staff and trade 

unions 

3. Can you maintain social 

distancing of 2 metres? 

Even where employees want to return to the workplace, they should work 
from home where possible. Consider assisting those who are finding 
home working difficult due to technology, caring responsibilities (use of 
annual leave, unpaid leave) or because they are in isolation (wellbeing 
support). 

If you have over 50 employees, the risk assessment should be published 
on your website. 
 
There is a statutory duty to consult about health and safety with either a 
trade union representative or, where there is no recognised trade union, 
someone who has been nominated by staff. Consider methods of 
communication and the timeframe for responses to the return to work risk 
assessment. 

NO 
No return to work – consider adjustments to role. 

NO 
Is the role within business 
essential? 

YES 
How will you achieve 
this?  

 Physically arrange work 
areas to keep people 2 
metres apart 

 Floor markings 

 Prepare/exhibit posters for 
the workplace and send 
regular reminders to staff 
about the key messages 
for safe workplace 
routines 

YES 
 What other measures can you put in place? 

 Keep the time physically present to a minimum 

 Use screens or barriers to separate people 

 Use back-to-back or side-to-side working 
whenever possible 

 Reduce the number of people each person has 
contact with by using ‘fixed teams or partnering’  

 Stagger arrival and departure times so people 
can be 2 metres apart at entry/exit points  

 Consider your PPE supplies - Government 
guidance states PPE should only be used where 
the role previously required it, except when 
employees will come into contact with COVID-19 
positive individuals. 

4. Consider how to minimise 
exposure to risk for your 
employees 

 Employee to employee transmission at work stations but also in 
communal areas including entrance points 

 Service user/third party to employee transmission 

5. Reinforce hand hygiene and 

cleaning processes 

5. Travelling to and within the 

workplace 

 People should be able to wash their hands when they arrive at and 
leave the workplace. If this is not practicable, provide hand sanitiser 

 Frequency of cleaning to be considered. 

 Minimise hot desking 

 What facilities do you have in place for those who are driving or cycling 
rather than using public transport? 

 Minimise travel within the workplace by restricting people to certain 
areas 

 Place limits on number of people in high traffic areas and lifts 



 

 
 

 

An employer has both statutory and common law duties in respect of the health and safety of its employees and it is 
important to bear in mind that the statutory duty is non-delegable. Employers must bear in mind that the systems of 
work which are put in place in response to the risks posed by COVID-19 should be kept under review and, therefore, 
risk assessments should be revisited and updated where necessary. 

If you have any queries regarding your health and safety duties and risk assessments, please contact David Firth. For 
any employment queries regarding a return to work, please contact Nicola Green or Sarah Parkinson: 

 

DAVID FIRTH 

Partner 

020 8780 4785 
david.firth@capsticks.com  

NICOLA GREEN 

Legal Director 

020 8780 6975 
nicola.green@capsticks.com  

SARAH PARKINSON 

Associate 

020 8780 4756 
sarah.parkinson@capsticks.com 

 
 

8. Shielding workers 

Clinically vulnerable persons (those who are 70 or over, under 70 but with 
an underlying health condition, are obese or pregnant) should work from 
home where possible or be offered the option of the safest available on-
site roles.  
 
It is also recommend that employers take into account other specific risk 
factors such as gender and ethnicity as part of the assessment of 
vulnerable persons.  
 
Where on-site working is necessary, employers should consider the 
transmission risk (see point 4 above) and the measures which can be put 
in place to reduce risk (see point 3 above). This may include 
redeployment and employers will need to consider the impact on 
resourcing and how this will affect other employees. Staff engagement will 
be key.  
 
 
 
Those who are clinically extremely vulnerable and have been advised to 
shield should not return to the workplace despite the Government’s recent 
announcement that shielding staff may now exercise outside. 
 
Employers need to consider what work they can offer to these individuals 
at home, possibly in the long-term. This may involve a change in their 
usual duties or some wider reorganisation. It will be important to engage 
with these employees and with all affected staff in order to implement any 
changes. 
 
Employers may have staff who are living with those who are shielding and 
as a result are refusing to attend work. We recommend that the workplace 
risks to that member of staff are documented (it may be that measures 
can be put in place to reduce any risk to that individual) and consideration 
is given to any additional steps that can be taken to protect the person 
who is shielding. 

7. What vulnerable workers do you 

have? 

 Staggered entry to reduce numbers 

 Move furniture to ensure it is 2 metres apart 

 Frequency of cleaning to be considered 

 Consider how you will enforce social distancing when staff fail to 
maintain the 2 metre distance? 

6. Common areas 

Where employees refuse to return to work despite measures being taken following a risk assessment, you should consider the reasons for 
the refusal. For example, pregnant employees may need to be suspended on full pay and reasonable adjustments must be considered in 
respect of those with a disability. Generally, where the workplace risks are controlled, there is no entitlement to receive pay whilst refusing 
to return to work and employers may want to consider offering special leave, unpaid leave or, potentially, taking disciplinary action. 


