M. Franko,  5/20/2020
Summary of April 17, 2020 COGR Webinar 
Links to all COGR’s Webinars can be found here.

The consolidated slides from all speakers can be found here.

SPEAKERS:
· Dave Kennedy, Vice President & Director, Costing Policies, COGR  (and moderator)
· Sarah Axelrod, Assistant Vice President, Office for Sponsored Research, Harvard University
· James Luther, Associate Vice President of Finance & Compliance Officer, Duke University
· [bookmark: _Hlk40780129]Kim Moreland, Associate Vice Chancellor for Research Administration, University of Wisconsin – Madison

SPEAKER 1 (DAVE KENNEDY, COGR)) 
· COGR’s resources  is a specific page listing all Institutional and Agency Responses to COVID-19 and Additional Resources, including specific agency (NIH, NSF, etc) guidance.
· COGR also had a matrix (in excel) of each Agency’s Terms.

SPEAKER 2 (SARAH AXELROD, HARVARD)
New Institutional Policies (documentation posted to the University COVID 19 Website)
· 30 days guaranteed
· Enhanced Harvard Workplace Policies coverage till May 28th
· New time recording code – “emergency excused absence”
Tracking
· Salary coding NOT moved from existing grants
· Grant level activity required report – active, inactive, modified report
· Effort tracked and documented at local level
Effort Reporting
· Q3 project certifications (Jan-March 2020)
· Harvard’s New attestation language: “I certify that non-faculty salaries charged to this project this quarter are consistent with university policy and reasonably reflect both work performed and emergency excuses absences.  I also certify that I have sufficient technical knowledge and/or that I am in a position that provides me with suitable means of verification that the work was performed. 
Other Compensation Issues
· Fed and non-fed awards treated the same
· Idle staff salaries cannot be moved to any award
· New postdocs & fellowships – Can accept new awards only if work can be performed.  If it can’t – they must ask to be delayed.
· Faculty summer/supplemental salary –only allowed if work can be performed. Summer salary is not guaranteed.

SPEAKER 3 (JIM LUTHER, DUKE)
Institutional Policy/Guidance
· 3/17/20: Duke created an “Interim Policy – Continuation of Salary & Benefits Policy”
· Policy says all Duke Faculty, staff, and students will continue to stay in a paid work status regardless of the work location or work schedule.
· With respect to “booking effort,” effort is allocated to the funding structure in place at the time the individual began working remotely.
· Accompanying FAQ - Status of Ability to Work
· Ability to work is defined as: Able to work remotely, Able to do other work activities, or not able to work remotely.
· Well-being is most important. Policy encourages people who are sick to stay home.

Problem:  14-15 thousand are on grants and many are nonexempt employees – how to pay and report?
Solution:   “Idle time”  Direct charge for individuals not in a work status.  Federal Agencies said that policy is fine.
Duke’s “Grant by grant reporting” has the ability to identify all individuals in idle status.  Students, postdocs, etc.  If they were in idle or partial idle status. Duke has a form and can track and report it. 

However, June 19th is 90 days from the OMB memo.  If OMB doesn’t extend beyond that date what will the policy be? 
· Under OMB Memorandum M-20-17, Appendix A, Item 6, is “salary” intended to include hourly wages?  
· Under OMB Memorandum M-20-17, Appendix A, Item 6, what is the intended meaning of “consistent with the recipients' policy of paying salaries (under unexpected or extraordinary circumstances) from all funding sources, Federal and non-Federal”?  Specifically,
· What does “all funding sources” mean?  Does it include federal and non-federal contracts, or is just intended to require consistency across sponsored research agreements classified as grants?
· What does it mean to be consistent with a recipient’s policy?  Does it mean that (1) we are expected to be *successful* in charging salaries to all entities providing funding, (2) expected to have the policy, and internally cover those salaries when a sponsor refuses to agree to be subject to the policy, or (3) expected to have the policy and just attempt to charge?

General Resources
· https://coronavirus.duke.edu/ 
· https://research.duke.edu/coronavirus-research-FAQ 

Compensation Resources
· Interim Policy – Continuation of Salary & Benefits Policy During COVID-19 Pandemic
 https://research.duke.edu/covid-19-allowable-costs-charges-effort-sponsored-projects 
· Dukes FAQs
https://research.duke.edu/covid-19-allowable-costs-charges-effort-sponsored-projects 

SPEAKER 4 (KIM MORELAND, UNIVERSITY OF WISCONSIN – MADISON)
At U Wisc-Madison faculty can use COVID “leave” until May 1, just like vacation time.  They already have a leave policy in their payroll system and can charge to that.  They added COVID leave as part of the compensation package they already have.  But that policy only goes through May 1.

Duke and Harvard set no end date for idle status.  However, Wisc ends May 1.  After May 1 faculty need to take time off using Families first Coronal Virus leave. If they don’t have time, they need to take unpaid leave if faculty can’t work remotely.  The possibility of furloughs is very strong.

Their attestation statement is not changed.  They have always certified that salary charged and the efforts certified this period reflect the work performed and that is still true.

Policy for Summer Salary:
Faculty Salary is for 9 months.  The Policy for Summer salary has 4 factors:
· If you can work on sponsored project during the summer, you get paid for it.
· If you cannot work on that sponsored project – but can work on another project or on an institutional project you can move your effort.  Pay follows where your effort goes (according to the Feds).  OMB Memorandum M-20-20 and NIH both say you don’t need to get approval to contribute your work, you can just move your effort.  Salary charge can stay on original grants.
· Cannot work remotely – need to take unpaid leave.
· Exhausted all leave – can’t perform work on sponsored project need to take leave w/o pay.

Furloughs:
Wisconsin Board of Reagents is creating a policy of furloughs.  In the 2008 downturn faculty were forced to take 8 days of unpaid furloughs. 
· COVID leave is paid and unworking.
· FURLOUGHS mean not working and not being paid.  Jobs kept but with salary reductions.
· How does Wisconsin (or any university) apply those furloughs?  
· Do we exempt sponsored programs (those with external funding) from taking those furloughs?  
· Or it is more fair to treat all research faculty the same?
· Furlough policies across institutions differ.  Some exempt those with a percentage (varies) of salary from an external grant.  Some do not.

Q&A SECTION OF THE WEBINAR:
1. Q: Can those who move to COVID projects charge to federal effort?  
A: That is Agency-dependent. NIH is a bit confusing.  On an NIH grant you can move to a COVID-related “project.” Definitely patient care is fine, but research is not clear.  Need to ask NIH Grants Manager.  Probably able to redirect to a COVID-related research project.
2. Q: What about policy for “Service Centers?” 
A: There is discussion at federal “agency” level but no discussion so far at the federal level.  At Duke the service center revenue was huge.  The burn rate is $2-3 million a month.  Currently they are running these services without any revenue, except a small amount of COVID-related revenue.  It is probably permissible to roll these deficits forward.  But it is unclear if their rates can support that deficit level in the future.  This could compromise the viability  of those service centers.  
3. Q: How do you report efforts on projects when salaries being direct charged but there are no efforts?
A: At Wisconsin they can charge as a fringe benefit.  But at Harvard they needed to change the attestation to charge for fringe benefits.
4. Q: What about cost sharing salaries?  
A: At Wisconsin it is the same because it’s a fringe benefit.
5. Q: What about salaries for people who are not working (custodians, etc.)? How are those typical F&A costs considered? 
A: COGR will follow up with guidance.  But probably the same as cost sharing.  If you can treat idle time as a direct cost and allowable then indirect costs should be the same.  
6. Q: The OMB memorandum says federal agencies will allow continued charging “consistent with policy for federal and nonfederal sources”.  What does consistency mean?  What is meant by “Nonfederal sources?” Does that mean institutional sources?  What about foundation and industry funds?  
A: The Nonfederal institutional piece is easy.  Just be consistent with your own policy. But it is a good question regarding foundation and industry. How should you be consistent with policies for those nonfederal sources? 
· Foundations: Some say that idle time is allowable.  Some say specifically not and want signoff that work is being done.  But most are silent.
· The Council of Foundations put out a call to action.  Many foundations signed on to that flexibility.  But does that mean idle time is allowable?  It wasn’t clear.
· The best strategy is to treat all funding sources consistently.  Which means treat idle salary as allowable as the federal government allows, until the funder says no it’s not allowable. But make sure you can report on this if it turns out that funders say no.
7. Q: What about contracts?  Can you charge idle time?  
A: M 20-18 addresses contracts.  The language directs universities to consider important factors such as the value of maintaining highly skilled professional staff.  See 52.216.7 Alternate 2.  Salary and fringe provisions can charge to contract. 
8. Q: What about postdocs teleworking from overseas locations.  Any special considerations?  
A: Yes Duke would be paying them if they can be working.  But there may be a “foreign component”.  If the work is significant, the work needs to be considered as a foreign component.  If they are not teleworking, then count that as idle time.
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