RRCC COVID-19 Time and Leave Options

On August 3, 2020 RRCC employees will return to work on campus on a limited basis.

Most employees, those who can effectively work remotely, will continue to work remotely the majority of the time.
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This document is for guidance purposes and it does not supersede policies, procedures or legal requirements; this guidance is subject to change pending updated legal, regulatory or

policy/procedure changes.

*Reassignment in this context is not the ADA reassignment process nor a formal process through HR. This would be handled within a department/college to cover workload

**Administrative Leave Without Pay will not impact benefit eligible employees but will have an impact on measurement for eligibility the following year if applicable




