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10.0  PREFACE  
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companies to develop their own Return to Work Program . 
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Canadian Association o f Oilwell Drilling Contractors  
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10.0.2  PURPOSE  

The purpose of a Basic Return to Work Program  is to assist employers in safely returning 

injured  /  ill workers in a timely manner to meaningful and productive employment when 

medically able.  

10.0.3  SCOPE  

The Basic Return to Work Program:  

¶ Provides  an effective, fair and consistent method of managing absenteeism due 

to occupational and non -occupational injury  /  illness.  

¶ Attempts to balance health, safety, and economic considerations of the worker 

and employer.  

¶ Has been designed by the petrol eum industry  as a guide to meet the minimum 

legislative standards of  Enform Safety Council member jurisdictions.
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10.1  COOPERATION IN ACTION  
Employers and workers have a genuine mutual concern for the health, safety and well being 

of the workforce. Both recogniz e each worker's knowledge, experience, and importance to 

business, industry, family , and society.  

When an injury  /  illness does occur, the focus must be on rehabilitation and the timely 

return of the injured  /  ill worker to safe, meaningful and productive employment. A 

successful Program requires cooperation between the worker and employer, with support 

from health care professional(s)*1, union, provincial Workers' Compensation Board, 

insurance providers or both, and other resources, all working together to  minimize the 

impact of injuries  /  illnesses.  

 *1 The British Columbia Workers' Compensation Act  

RS Chapter 492, Section 1, Definitions:  

"Physician means a person registered under the Medica l Practitioners Act .  

"Qualified practitioner" means a person registered under the Chiropractors Act , the Dentists 

Act,  or the Podiatrists Act  or a person registered as a naturopathic physician under the 

Health Professions Act;  

"Specialist" means a physicia n and practicing in the province and listed by the Royal College 

of Physicians and Surgeons of Canada as having specialist qualifications;  

 *1 The Alberta Workers' Compensation Act  

Chapter W 16.1 Definitions  1(1) In this Act:  

(u)"Physician" means a person licensed to practice any of the healing arts in Alberta;  

 *1 The Saskatchewan Workers' Compen sation Act , 1979  

Chapter W 17.1 Interpretation 2 In this Act:  

(h.1) "health care professional" means a physician, dentist, chiropractor, optometrist, 

psychologist , occupational therapist, physical therapist, nurse or any other person who is 

registered  or licensed pursuant to any Act to practice any of the healing arts;  

http://www.qp.gov.bc.ca/statreg/stat/W/96492_00.htm
http://employment.alberta.ca/cps/rde/xchg/hre/hs.xsl/307.html
http://www.qp.gov.sk.ca/index.cfm?fuseaction=publications.details&p=943
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10.2  W HAT IS A RETURN TO W ORK PROGRAM ? 
A Return to Work Program is a proactive approach to assist injured  /  ill workers return to 

safe, meaningful and productive employment when medically able. T he primary goal of a 

Return to Work Program is the return of workers to their pre injury  /  illness occupation 

through individual Return to Work plans.  

Most individual Return to Work plans are designed as flexible, short term accommodations 

leading toward t he primary goal. Time frames and schedules are dependent on the injury  /  

illness, medical recommendations, and the work performed by the worker before the injury  

/  illness.  
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10.3  W HY ESTABLISH  A RETURN TO W ORK 

PROGRAM ? 
Injuries  /  illnesses are very costly. Altho ugh prevention is the best way to reduce overall 

injury  /  illness costs, a Return to Work Program is an effective way to manage costs after an 

injury  /  illness has occurred.  

A formal Return to Work Program facilitates the development and implementation of an 

individualized Return to Work plan immediately after the o ccurrence of an injury / illness.  

A Return to Work Program promotes communication and establishes the roles of each 

participant. This enables all partiesô access to a documented process and to help resolve any 

difficulties.  
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10.4  GUIDING PRINCIPLES OF RETURN TO 

W ORK  
There are basic principles which guide development of a Return to Work Program and 

individual Return to Work plans for injured  /  ill workers:  

Respect and Dignity  

All parties are to be treate d with respect and dignity  

Joint Responsibility and Development  

Workers and employers are responsible for the development and implementation of a basic 

health and safety program for the prevention of injuries  /  illnesses. Workers and employers 

should joint ly participate in the development of the Return to Work Program in order to 

achieve mutual understanding, commitment, and increase the potential for success. A joint 

approach should be used to develop individual Return to Work plans.  

Responsibility and Acc ountability  

A safe and effective Return to Work Program clearly establishes responsibilities and 

accountabilities to guide and direct return to work.  

Involvement of the Injured  /  ill Worker  

The workerôs participation in the development of their Return to Work plan provides a sense 

of ownership and responsibility for their rehabilitation, on and off the job.  

Communication  /  Promotion  

A successful Return to Work program and plan(s) should have on -going communication and 

consultation amongst the participants, to support and participate in Return to Work.  

Rehabilitative Focus  

Return to Work program and plans(s) should have a rehabilitative focus to allow for a safe, 

effective , and timely Return  to  Work.  

Continuation of Worker / Employer Work Relationship  

The con tinuation of communication, work relationship  /  routine between worker and 

employer will facilitate recovery and reduce duration of disability  

Safe, Meaningful, and Productive Work  

To increase effectiveness, the tasks and duties contained in an individual ôs Return to Work 

plan must be safe, meaningful , and productive.  

Abilities  

The focus should be on the workerôs abilities, not disabilities.  The worker must be medically 

able to perform the duties safely without risk of injury  /  illness to themselves or ot hers.  
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Training, Knowledge, and Experience  

To be effective, workers must have the training, knowledge, skills , and experience to safely 

perform tasks and duties included in the individual Return to Work plans.  
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10.5  PROGRAM DEVELOPMENT  

10.5.1  CONDUCT A N EEDS ASSESSMENT  

A Return to Work Program is designed to address specific needs of an employer and their 

workers. Conducting a needs assessment will ensure the program is the correct action to 

undertake and will be designed to meet the needs of the particular employer. Th is will 

increase the likelihood that the time and energy invested produces the results sought. A 

number of areas should be reviewed prior to embarking on the development of a Return to 

Work Program. This may include:  

Legal comp liance (Federal and P rovincia l)  

Know the laws. Each jurisdiction within which the employer operates will have 

legislation governing employer and worker rights and responsibilities dealing with 

Return to Work Programs. Appendix  B1. Legal  Requ irements  provides a list of the 

applicable legislation in the various jurisdictions associated with the Enform Safety 

Council.  

Absenteeism  

Review and analyze the reasons  /  causes an d duration of worker absences. 

Determine the effects on workers and the em ployer.  

Costs Of Insurance Premiums  

Review insurance premium history supplied by the WCB an d other insurance 

provider(s). Contact insurers for any programs that may be in place that will aid in 

reducing premiums.  Would insurers support a Return to Work pro gram which may 

lead to lower premiums?  

Bid  /  Contract Requirements  

Do bids  /  contracts have Safety Standard specifications? Are there Return to Work 

expectations in the bid  /  contract documents?  

Collective Bargaining Agreements  

Review how collective barga ining agreements may impact the Return to Work 

Program or the need to accommodate.  

Human and Financial Costs  

Review the various types of human and business costs: direct (visible), indirect 

(hidden), tangible and intangible associated with injuries  /  illne sses Appendix  B.2 

Human  and  Financial  Costs of Workplace Injuries / Illnesses  provides examples.  

Current Program Review  

Assess current programs such as health and safety, training, employee  /  family 

assis tance, benefits, etc. and their effectiveness both on and off the job. A Return to 

Work Program should complement existing programs.  
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Corporate Image  

Evaluate moral and ethical expectations of the individual, community , and business 

culture.  

10.5.2  ANALYZE  THE N EEDS ASSESSMENT DATA  

Review both supporting and non supporting data to provide a balanced approach for 

decision making. Not all of the data will b e in the form of hard evidence.  

Assign a level of importance or impact to each piece of information to determi ne what is 

supportive and what non supportive is. This will be the basis of establishing the value of the 

program.  

Some recommended areas of review include but not limited to:  

Benefits  

¶ Appendix B .3 Benefit s of a Return ï to -  Work Program . 

Costs of Absence  

¶ Appendix B. 4 Cost of Absence  provides a list of examples.  

Work Relations  

¶ An opportunity for increased communication  to the benefit of all parties  

10.5.3  DETERMINE COURS E OF ACTION  

The extent of the Return to Work Program will be based upon the findings from step one 

and step two  

10.5.4  SECURE EMPLOYER SUPPORT   

Management commitment and support is essential to the success of the Return to Work 

Program.  

10.5.5  COMMUNICATE  

Issues, which need to be communicated to all levels within th e organization, should include:  

¶ Human and financial costs ( see Appendix  B.2 Human  and  Financial  Costs of 

Workplace Injuries / Illnesses )  

¶ Benefits of Return to Work Program ( see Appendix B .3 Benefits  of a Return ï to -  

Work Program )  

¶ Return to Work Program re sponsibilities ( see Appendix B. 5 Return ï to  ï Work 

Program Responsibilities )  

10.5.6  I NVOLVE W ORKERS  

Worker involvement is important for the success of the Return to Work Program. The 

worker's experience and knowledge will provide valuable input in the development of the 

Return to Work Program . 



 

8 December 2007  

10.5.7  ESTABLISH PROGRAM OBJECTIVES  

The employer , with the input received, defines and establishes the objectives for the Return 

to Work Program based on need.  Objectives pr ovide ways to determine pr ogram success, 

and may include:  

¶ returning the injured  /  ill worker to full pre injury  /  illness employment  

¶ improving workplace relations  

¶ reducing the number of injuries  /  illnesses  

10.5.8  APPOINT A DESIGNATE ( S)  

Employer is responsible t o appoint a designate(s) to develop and formally docum ent the 

Return to Work Program.  

10.5.9  DEVELOP THE RETURN TO W ORK PROGRAM  

Developing a Policy Statement  

A policy statement approved and signed by management will formalize commitment to the 

Return to Work Prog ram. The policy statement will define the values or philosophy by which 

the program will operate. Wording should be broad enough to avoid frequent changes. 

Appendix B. 6 Examples of Policy Statements . 

Developing rules and procedures to be followed when an injury  /  illness occurs  

Appendix C. 1 Suggested Roles and Responsibilities  provides an outline.  

Developing a Dispute Resolution Process  

Differences between parties should be  resolved through an established process.  It is 

important to finalize this process prior to the program development and implementation.  

Reviewing Injury  /  Illness  /  Illness History  

Before designing the program, review injury  /  illness history. This inform ation could include:  

¶ the number of injuries  / illnesses on an annual basis for the past three -  five 

years  

¶ the type of work done by the injured  /  ill workers  

¶ the nature of the injuries  /  illness (e.g. , back, neck, arm, flu, diabetes )  

¶ the circumstances under  which the injury  /  illness occurred  

¶ the trends in reported injuries  /  illnesses related to frequency and severity  

This information will be used to determine the volume and most probable types of physical 

restrictions and capabilities the program will need  to accommodate.  
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Initiating Job Task Analyses  

The job task analysis identifies the physical, psychological, sensory, educational , and 

environmental demands per position, not per worker.  Workers should be directly involved 

in the completion of their task analyses.  As workers become more aware of how they do 

their jobs, they may be able to suggest changes in proce dure that will improve safety. 

Supervisors should be available to assist and review each job task analysis. Information 

gathered should be as acc urate as possible.  Job task analyses will provide tools for 

identifying modified  /  alternate work assignments, and provide relevant information to 

assist the health care professional(s) in determining whether the injured  /  ill worker can 

return to:  

¶ full p re injury  /  illness job duties  

¶ partial pre injury  /  illness job duties  

¶ none of the pre injury  /  illness job duties  

A comparison of the injury  /  illness history and the Job Task Analyses data 

provides for the development  of a list of jobs that either:  

¶ meet s t he most common restrictions, or  

¶ could be modified to accommodate those restrictions.  

A combination of tasks from different jobs may also provide the necessary accommodation. 

Refer to Appendix B. 7 (Sampl e) Job Task Analysis Form  for examples and Guidelines.  

Identifying Resources  

Identify the necessary resources to meet the program objectives and the type of injuries  /  

illness the program will likely accommodate.  Resources may be available from internal or 

external sources such as:  

¶ people (front line workers, supervisors, managers, community)  

¶ financial (budget expenditures  /  savin gs, consulting fees, purchases)  

¶ time (development, promotion, training, implementation, maintenance of 

program)  

¶ equipment (reha bilitation aids, ergonomic aids)  

¶ knowledge (Internet, library)  

¶ associations  (industry, trade, safety, professional)  

¶ insurance provider(s)(  provincial WCB, corporate insurance provider)  

¶ legislative Requirements  (OH&S, WCB, labour, human rights)  

¶ health care  professional(s) (physicians, specialists , wellness providers)  

This is not an all inclusive list.  
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Developing Suitable Accommodations  

Return to Work Program duties are designed to accommodate limitations such as restricted 

lifting, standing, walking or sit ting. This may be a modified version of the worker's pre 

injury  /  illness job with reduced hours or restricted tasks. Another possibility may be a 

combination of tasks from various positions. The Return to Work Program duties are not 

meant to be permanent.  Appendix B. 8 Types of Acco m modations  provides examples of 

various types of accommodations. Return to Work accommodations must be safe, 

meaningful, and productive and must be within the injured  /  ill worker 's medical capabilities 

and skills. Salary guidelines should be addressed, resolved , and documented in the design 

phase, and not left until each worker returns to work. This is an essential aspect of the 

Return to Work Program as it may be impacted by vari ous elements,  ( i.e. , Legislation, 

collective bargaining agreements, worker morale, etc. Issues to consider in the Return to 

Work Program design phase could be:  

¶ Are the injured  /  ill workers to be maintained on full salary, even if the work 

performed in the  individual Return to Work plan is different or a modified version 

of the pre injury  /  illness  /  illness job?  

¶ If the worker is performing a job that normally pays better than the pre injury  /  

illness job, does the employer pay the higher wage?  

¶ If the salar y is less than the worker's pre injury  /  illness salary, contact the WCB  

/  Insurance Provider to discuss the implications.  

¶ Where the individual Return to Work plan for the injured  /  ill worker is in 

addition to normal staffing requirements, the WCB  /  Insur ance Provider may 

consider maintaining the injured  /  ill worker on full benefits.  See Appendix B. 9 

WCB Guidelines . 

¶ Formal acceptance of an Individual Return to Work Plan will require the 

signatures of the appropriat e parties.  

Creating a Worker Information Package  

The content of the package will depend on the design o f your Return to Work Program. A 

package provides both information and instructions. Familiarize all workers with the concept 

and contents of the package  during initial employment orientation and course of 

employment.  The following documents may be included:  

¶ A personal letter to the worker outlining the expectations of the injured  /  ill 

worker, for example: who to contact after seeing the health care prof essional, 

and how often to call and what the worker can expect from the employer. See 

Appendix B.1 0 Sample Letter to Injured / Ill Worker .  

¶ The appropriate WCB  /  Insurance Provider form  

¶ The Job Task Anal ysis of the pre injury  /  illness job  

¶ A letter to the injured  /  ill worker's primary Health Care Professional outlining 

the employer's intent to work with the Health Care Professional to assist in the 

return of the injured  /  ill worker to a safe, meaningful  and productive work 
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environment when medically able. Appendix B.1 1 Sample Letter to Primary 

Health Care Professional . 

¶ The Health Care Professional Assessment Form. Appendix B.1 2 Health Care 

Professional Assessment For ms  provides examples  

Communicating and Promoting the Program  

Once the program has been developed, all workers, including management, should be 

aware of the program, their roles , and how it will operate. Workers and management need 

to know that the Return to Work Program has been specifically designed to meet their 

needs.  Everyone needs to understand that all workers have access to the Return to Work 

Program and if injured  /  ill wil l receive equal consideration.  Designates may check with the 

WCB /  Insurance Provider, as some might be able to provide  Return to Work marketing 

materials or develop their own brochure(s) to market the program. Appendix B.1 4 Articles 

from OHS Canada  provides examples of Canadian Medical Association Policy for Health Care 

marketing purposes.  

Evaluating the Return to Work Program  

The Return to Work Program should contain an element for periodic evaluation o f the Return 

to Work plans to determine if the Program is meeting its objectives. Examples of objectives 

could include severity of claims, premium rates or absenteeism.  



 

12  December 2007  

10.6  PLAN DEVELOPMENT  

10.6.1  GENERAL  

Each employer's approach to developing Return to Work Plans wi ll vary depending upon size 

and available resources. Successful Return to Work Plans should involve at least the 

following:  

¶ injured  /  ill worker  

¶ employer designate(s)  

¶ union representative (if applicable)  

¶ health care professional(s)  

¶ WCB /  insurance provider  

¶ co worker(s)  

Appendix C. 1 Suggested Roles and Responsibilities  provides an outline of suggested roles 

and responsibilities.  

The Return to Work Plan process begins immediately when an injury  /  illness occurs. Each 

injured  /  ill  worker will require individualized attention. The development of a systematic, 

standardized process ensures fair treatment for injured  /  ill workers returning to the 

workplace.  

If at any  time the worker refuses to participate in the Return  to  Work process  the reasons 

for this refusal must be submitted in writing, signed and dated by the worker. Upon receipt 

the claims coordinator should date and sign the refusal. Further action is dependant upon 

individual company policy.  

10.6.2  DEVELOPING THE I NDIVIDUAL RETURN T O W ORK PLAN  

Note :  In the following sections, the term claims co -coordinator  is defined as  

an employer designate who is responsible to administer the return to 

work plans.  

10.6.2.1   

Once an employer is informed of an injury  /  illness, the claims c oordinator should c ontact 

the injured  /  ill worker or the worker's family within 24 hours. The coordinator conveys the 

employer's concern and determines if assistance is required.  It provides an opportunity to 

discuss the completion of the health assessment form(s), nature of the injury  /  illness, 

expected recovery time , and the frequency and method of future contact. Ensure that the 

worker information package has been received and the appropriate forms are completed 

and submitted. Appendices B.1 1 Sample Letter to Primary Health Care Professional  and 

B.1 2 Health Care Professional Assessment Form  provide examples.  
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10.6.2.2   

The claims coordinator will ensure that the compl eted Health Care Professional Assessment 

Form is returned and the expected recovery time is indicated. Appendix B.1 2 Health Care 

Professional Assessment Form  provides an example.  

The Health Professi onal Assessment Form seeks to determine workers' capabilities / 

restrictions -  not a medical diagnosis. If a medical diagnoses or treatment plan is required a 

confidential medical release form will likely be necessary. Appendix B1 3 Confidential Medical 

Release Forms  provides examples.  

Once the capabilities  /  restrictions of the injured  /  ill worker have been identified by the 

health care professional , the information is compared to the existing (pre injury  /  illness) 

Job Task Analysis. This is used to determine whether the pre injury  /  illness job can be 

modified. If modification is not possible, the Job Task Analyses inventory is reviewed to 

identify whether a suitable alternate job exists. All addit ional skills and abilities which the 

injured  /  ill worker has should be considered.  

In a n unionized workplace ensure that there is no conflict with the collective agreement  

10.6.2.3   

Appendix A: Example of an RTW plan  

To be successful the injured  /  ill worker takes an active role in their Return to Work plan. 

Hold a meeting with the injured  /  ill worker to discuss the Return to Work plan.  

Determine with the worker the goals and objectives, expected duration , and progres sion of 

the individualôs Return to Work plan. Based on information from the health care 

professional (s), the Return to Work Plan is developed with gradual increases in duties, hours 

of work, and so on. The plan may need to be forwarded for to the primary health care 

professional and the WCB  /  insurance provider .  

When developing an individualôs Return to Work plan, the priorities are: 

1.  to modify the worker's pre injury  /  illness job to accommodate the capabilities  /  

restriction.  

2.  to identify alternate tasks th at would accommodate the individual's capabilities  /  

restrictions and skills, injured  /  ill workers may have transferable skills not noted in 

personnel records  

3.  in accordance with ñDuty to Accommodateò legislation, it may be necessary to 

establish new posit ions which are designated for return to work  

Any concerns the worker may have should be raised with the claims coordinator for 

resolution.  

The injured  /  ill worker may wish to review the Return to Work plan with their health care 

professional (s).  
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10.6.2.4   

The wri tten Return  to  Work plan must be signed and dated by the injured  /  ill worker and 

claims coordinator . The signatures indicate the parties understand and accept the terms and 

conditions of the plan . 

10.6.2.5   

The claims coordinator should consult with WCB  /  insuranc e provider regarding the return to 

work date, pay arrangements, and any other details affecting the claim.  

10.6.2.6   

The claims coordinator ensures that the injured  /  ill worker's immediate supervisor has a 

copy of the Return to Work plan. The supervisor advises th e co workers that the injured  /  ill 

worker will be returning, and explain the individual's capabilities  / restrictions. Return to 

Work Plans are most successful when co -workers provide support and co operation.  

10.6.3  MONITORING AND FOLLOW - UP 

The claims coordinat or monitors the progress of the injured  /  ill worker at regular intervals 

to ensure that the individual Return to Work plan is appropriate, and addresses any issues.  

Once the injured  /  ill worker has returned to full pre injury  /  illness duties, monitoring  

should continue as required to determine the success of their Return  to  Work.  

The claims coordinator is responsible for maintaining confidential files on all injured  /  ill 

workers and their individual Return to Work plans. It is recommended that these fil es be 

kept sepa rate from the personnel files. This information is valuable in occupational health 

and safety, statistical analysis and loss control management. Information in each file should 

include:  

¶ list of contact names ( claims coordinator , injured  /  il l worker's health care 

professional (s), WCB  /  insurance provider primary contact, injured  /  ill worker's 

supervisor, union representative if applicable)  

¶ copies of internal incident  /  accident report forms if applicable  

¶ incident investigation report if appl icable  

¶ copies of all WCB  /  insurance provider reports  

¶ pre injury  /  illness Job Task Analysis  

¶ completed Health Care Professional Assessment Form  

¶ any medical reports  

¶ all correspondence to and from the WCB  /  insurance provider , injured  /  ill 

worker, and the health care professional (s)  

¶ notes on all conversations and meetings  

¶ claims coordinatorôs progress notes 

¶ individual Return to Work plan  
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All information on file must  be kept confidential.  
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10.7  REAFFIRMATION  
It is recommended that this document be reviewed in 201 2. 

It is appropriate that subsequent reviews should be conducted every five years or more 

frequently as recommended by the review committee.
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APPENDIX A.1  ï EXAMPLE OF RETURN TO W ORK  

PLAN  

Pre Disability Job Title  
Employee job title at the onset of disability  

Regular Work Hours (Pre - disability)  ( i.e.,  40 hour work week: Monday ï Friday, 

8:00am ï 5:00pm)  

Return  ï t o  -  Work Goal  Return  -  to  -  Work full - time to pre -disability 

occupation  

Restrictions and Limitations  
(No medical information in order to respect 

confidentiality)  

What is the claimant able to perform? Are 

they restricted from using specific 

equipment?  

Other Details  Any other information as it pertains to 

restrictions  /  limitations ( i.e.,  Which 

restrictions  /  limitations may change 

throughout the cou rse of the plan  /  specify 

which limitations may be permanent)  

Anticipated R -T-W 

Start Date:  

1st  day back to work  Expected Full Time 

R-T-W Date:  

Planned date of Full 

Time R -T-W:  

Gradual Return  to  Work Schedule  

Outline the R -T-W schedule. Generally, R -T-W will not exceed an eight -week period for LTD 

(Long Term Disability) and six -week period for a STD (Short Term Disability).  

 

Example:  

Week 1 (Aug 6 -10, 2007) ï 4 hours per day, 4 days a week (M, W, Th, F)  

Week 2 (Aug 13 -17, 2007) ï 6 hours per day, 4 days  a week (M, W, Th, F)  

Week 3 (Aug 20 -24, 2007) ï 8 hours per day, 4 day a week (M, W, Th, F)  

Week 4 (Aug 27, 2007) ï Full Time R -T-W 

Job Duties  / Reporting Structure  
- Outline of job, required task and 

duties, progression of duties, 

additional equipment or services 

required.  

- Reporting structure ( supervision ) of 

Gradual R -T-W.  
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Follow -up  
Specify your follow -up contacts and the 

timelines (i .e. , employer or claims 

coordinator , employee , physician). Follow -up 

with employer and employee should occur at 

least  bi-weekly. Expectation:  Notify all 

stakeholders immediately if concerns arise 

regarding the gradual R -T-W plan.  

 

(Note: Revise the R - T- W Plan if:  

The R -T-W plan is extended within two 

weeks of the original end date or if minor 

changes are made to the prog ression of 

hours and  /  or the R -T-W plan is extended 

beyond two weeks of the original end date. 

Ensure to document revision(s) and  date .  

I have reviewed and agree with this Return  ï t o  -  Work Plan.  

Employee Signature:  Date:  

Claims Coordinator  Date:  

Physician Signature:  Date:  
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APPENDIX B.1  ïLEGAL REQUIREMENTS  

ALBERTA  

Under The Workersô Compensation Act, Chapter W-15  :  

56 (9) Where work is made available to a worker who is temporarily 

partially disabled and the Board is satisfied that the worker is medically 

and physically capable of doing the work and that, considering all the 

circumstances, it is fair and just to expect the worker to accept the 

work, the following applies, notwithstanding subsection (8):  

(a)  if the worker accepts the work , the Board shall pay 

periodic compensation to the worker if, in doing the work, the 

worker suffers an earnings loss that is caused by the residual 

disability, and in that case the compensation shall  be in an 

amount that is a proportionate part of 90% of the workerôs 

earnings loss, based on the Boardôs estimate of the degree to 
which the earnings loss is caused by the residual disability;  

 (b)  if the worker refuses the work, the Board shall continue to 

pay periodic compensation to the worker in accordance with clause (a) 
as if the worker had accepted the work  

 

http://www.qp.gov.ab.ca/Documents/acts/W15.CFM
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The Alberta Human Rights, Citizenship and Multiculturalism Act,  Sections 7(1)(b) and 7(3) 

and 44(1)(i) relate to modified work.  

7(1)  No employer shall  

b)  discriminate against any person with regard to 

employment or any term or condition of employment, because of 

the race, religious beliefs, colour, gender, physical disability, 

mental; disa bility, marital status, age, ancestry, place of origin, 

family status or source of income of the person or of any other 

person.  

7(3)  Subsection (1) does not apply with respect to a refusal, 

limitation, specification or preference based upon a bona fide 

occupational requirement.  

 

44(1)  In this Act,  

(l)  ñphysical disabilityò means any degree of physical disability, 

infirmity, malformation or disfigurement that is caused by bodily injury, 

birth defect or illness and, without li miting the generality of the 

foregoing, includes epilepsy, paralysis, amputation, lack of physical co -

ordination, blindness or visual impediment, deafness or hearing 

impediment, muteness or speech impediment, and physical reliance on a 

guide dog, wheel cha ir or other remedial appliance or device;  

http://www.albertahumanrights.ab.ca/legislation/ahr_legislation.asp
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BRITISH COLUMBIA  

Under The Workersô Compensation Act :  

16(1)  To aid in getting injured workers back to work or to assist in 

lessening or removin g a resulting handicap, the Board may take the 

measures and make the expenditures from the accident fund that it 

considers necessary or expedient, regardless of the date on which the 
worker first became entitled to compensation.  

30   (1)   Subject to sections 34 (1) and 35 (1), (4) and (5), if a 

temporary partial disability results from a worker's injury, the Board 

must pay the worker compensation that is a periodic payment that 

equals 90% of the difference between  

(a)  the worker's average net earnings before the injury, and  

(b)  whichever of the following amounts the Board considers 

better represents the worker's loss of earnings:  

(i)   the average net earnings that the worker is earning 

after the injury;  

(i i)   the average net earnings that the Board estimates the 

worker is capable of earning in a suitable occupation after 

the injury.  

(2)   Where temporary partial disability results from the injury, the 

minimum compensation awarded under this section must be 

calculated in the same manner as prescribed by section  29  (2) for 

temporary total disability but to the extent only of the partial 

disability. Maximum compensation  

 

http://www.qp.gov.bc.ca/statreg/stat/W/96492_01.htm#section1
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MANITOBA  

Worker's Compensation Act :  

Practices Delaying Worker's Recovery  

22          Where an injured worker persists in unsanitary or injurious practices which tend to 

imperil or retard his or her recovery, or refuses to submit to such medical or surgical 

treatment as in the opinion of the board is reasonably essential to promote his or her 

recovery, or fails in the opinion of the board to mitigate the consequences of th e accident, 

the board may, in its discretion, reduce the compensation of the worker to such sum, if any, 

as would in its opinion be payable were such practices not persisted in or if the worker had 

submitted to the treatment or had mitigated the consequenc es of the accident.  

 

Worker to submit to examin ation  

21(1)  If required by the board, a worker who applies for, or is 

receiving compensation shall submit to medical examination at a 

place reasonably convenient for the worker and fixed by the 

board.  

Failure to be examined  

21(2)  Where a worker fails to  submit to the examination, or 

obstructs the examination, the right to compensation is 

suspended until the examination has taken place; and no 

compensation is payable during the period of the suspension 

unless the board otherwise determines.  

Worker to co -operate and mitigate  

22(1)  Every worker must  

(a) take all reasonable steps to reduce or eliminate any 

impairment or loss of earnings resulting from an injury;  

(b) seek out, co -operate in and receive medical aid that, 

in the opinion of the board, promote s the worker's 

recovery; and  

(c) co -operate with the board in developing and 

implementing programs for returning to work, 

rehabilitation or disability management or any other 

program the board considers necessary to promote the 

worker's recovery.  

Board m ay reduce or suspend compensation  

22(2)  If a worker fails to comply with subsection (1), the board 

may reduce or suspend the compensation payable to the worker.  

http://web2.gov.mb.ca/laws/statutes/ccsm/w200e.php
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Human Rights Code -  Charter H175  

Applicable Chara cteristics  

9(2)  The applicable characteristics for the purposes of clauses; (1)(b) 

to (d) are:  

a) ancestry, including colour and perceived race;  

b) nationality or national origin;  

c) ethnic background or origin;  

d) religion or creed, or religious belief, r eligious association or 

religious activity;  

e) age;  

f) sex, including pregnancy, the possibility of pregnancy, or 

circumstances related to pregnancy;  

g) gender -determined characteristics or circumstances other than 

those included in clause (f);  

h) sexual o rientation;  

i) marital or family status;  

j) source of income;  

k) political belief, political association or political activity  

l) physical or mental disability or related characteristics or 

circumstances, including reliance on a dog guide or other animal 

assistant, a wheelchair, or any other remedial appliance or 

device.  

Academic, Vocational, Rehabilitative Assistance  

27(20)   The board may make such expenditures from the accident 

fund as it considers necessary or advisable to provide academic or 

vocational training, or rehabilitative or other assistance to a worker for 

such period of time as the board determines where, as a result of an 

accident, the worker.  

a) co uld, in the opinion of the board, experience a long - term loss 

of earning capacity;  

b) requires assistance to reduce or remove the effect of a 

handicap resulting from the injury; or  

c) requires assistance in the activities of daily living.  

http://web2.gov.mb.ca/laws/statutes/ccsm/h175e.php
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SASKATCHEWAN  

Recent changes to Saskatchewan Legislation (Labour Standards and Human Rights), now 

require employers to make accommodat ions so that an injured/ill worker is able to return to 

work. The Labour Standards Act  now reads:  

Dismissal, etc., for illness or injury prohibited  

44.2 (1) Except for just cause unrelated to injury or illness, no 

employer shall dismiss, suspend, lay off, demote or discipline an 

employe e because of absence due to the illn ess or injury of the 

employee or illness or injury of a member of the employeeôs 

immediate family as defined in section 29.3 who is dependent on 

the employee if:  

(a) the employee has been in the employerôs service for at 

least 13 consecutive weeks prior to the absence;  

(b) either:  

(i) subject to subsection (1.2), in the case of 

serious illness or injury, the absence does not 

exceed 12 weeks in a period of 52 weeks; or  

(ii) in the case of illness or injury that is not 

seri ous, the absences do not exceed a total of 12 

days in a calendar year, except where it can be 

demonstrated that the employee has a record of 

chronic absenteeism and there is no reasonable 

expectation of improved attendance; and  

(c) the employee, if request ed in writing by the employer, 

provides the employer with a certificate of a duly qualified 

medical practitioner certifying that the employee was 

incapable of working due to illness or injury or certifying 

the illness or injury of the member of the employe eôs 

immediate family, as the case may be.  

(1.1) Notwithstanding subsection (1) and subject to subsection 

(1.2), except for just cause, no employer shall dismiss, suspend, 

lay off, demote or discipline an employee because of absence if 

for the period  of ab sence the employee is receiving benefits or is 

in the waiting period for benefits pursuant to section 23.1 of the 

Employment Insurance Act  (Canada).  

 (1.2) If subsectio ns (1) and (1.1) both apply, the combined 

periods of absence must not exceed 16 weeks in a period of 52  

weeks.   

http://www.qp.gov.sk.ca/documents/English/Statutes/Statutes/L1.pdf
http://www1.servicecanada.gc.ca/en/ei/legislation/ei_act_entry_page.shtml
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(2) The period of absence permitted by clause (1)(b) shall be 

extended  to 26 weeks where the employee is receiving 

compensation pursuant to The Workersô Compensation Act, 1979.  

(3) Nothing in this section limits or abrogates an employeeôs 

rights at common law  or pursuant to The Saskatchewan Human 

Rights Code .  

Reassignment , etc., of disabled employee  

44.3(1) Where an employee becomes disabled and the disability 

would unreasonably  interfere with the performance of the 

employeeôs duties, the employer shall, where reasonably 

practicable, modify the employeeôs duties or reassign the 

employee to  another job.  

(2) In any prosecution alleging a contravention of this section, 

the onus is on the  employer to prove that it is not reasonably 

practicable to modify the employeeôs duties or reassign the 

employee to another job.  

Other aid to injured workers, etc.  

115 The board may take any measures that it considers 

necessary or expedient:  

(a) to assist an injured worke r in returning to work;  

(b) to assist in lessening or removing any handicap 

resulting from his injury é 

 

http://www.qp.gov.sk.ca/documents/English/Statutes/Statutes/W17-1.pdf
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The Workersô Compensation Act, 1979 

 Under The Workersô Compensation Act, 1979, an injured worker is expected to cooperate 

fully in return to work measures.  I n accordance with the following sections:  

 

 

100 (4) The board may terminate or reduce payment to a worker 

of any compensation  based on the workerôs loss of earnings: 

(a) where the workerôs loss of earnings is not related to 

the effects of the  injury; or  

(b) without limiting the generality of clause (a), if:  

(i) without good reason, the worker is not available or 

declines to accept  a bona fide offer of employment in an 

occupation in which the worker, in  the opinion of the 

board  in consultation with the worker, is capable of  

engaging;  

(ii) without good reason, the worker fails to co -operate in, 

or is not  available for, a medical or vocational  

rehabilitation program that has as  its objective returning 

the worker to suitable produc tive employment;  

(iii) in consultation with the worker, the board has 

designed and  provided to the worker, at the expense of 

the board, a vocational  rehabilitation program, and the 

worker has been allowed a reasonable  time to obtain 

employment after comple ting the program;  

 

Duties of w orker  

51.1 A worker shall:  

(a) take all reasonable action to mitigate the loss of 

earnings resulting from  an injury; and  

(b) where the circumstances require, co -operate with the 

board in the  development of a rehabilitation plan that is 

intended to return t he worker to a  position of 

independence in suitable productive employment.  

http://www.qp.gov.sk.ca/documents/English/Statutes/Statutes/W17-1.pdf
http://www.qp.gov.sk.ca/documents/English/Statutes/Statutes/W17-1.pdf
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Under The Workersô Compensation Act, 1979 

 

The Human Rights Code of the Province of Saskatchewan states that employers have an 

obligation to accommodate the needs of persons with disabilities, although the employer 

does not have a duty to hire or reinstate an employee who is incapable of doing a job.  The 

scope of the ñduty to accommodateò is wide. 

Section 9  

ñEvery person and every class of persons shall enjoy the right to engage in and carry on any 

occupation, business or enterprise under the law without discrimination because of his or 

their race, creed, religion, colour, sex, marital status, disability, nationality, ancestry or 

place of origin.  1979, c.S -24.1, S.9; 1989 -90, c.23, s.5."  

Section 16(1)  

"No employer shall refuse to employ or continue to employ or otherwise discriminate 

against any person or class of persons with respect to employment, or any term or condition 

of employment, because of his or their race, creed, religion, colour, sex, marital status, 

disability, age, nationality, ancestry or place of origin.ò 

Duties of attending health care professional  

54 Any health care professional who attends to or is consulted 

with respect to an  injury to a worker shall:  

(a) furnish, from time to time and in any form that the 

board may require,  any repo rts with respect to the 

examination or treatment of the worker that  are relevant 

to the injury for which compensation is claimed;  

(b) give all reasonable and necessary information, advice 

and assistance to  the injured worker or his dependants in 

making an application for  compensation, and furnish any 

certificates and proofs that may be required  

http://www.qp.gov.sk.ca/documents/English/Statutes/Statutes/W17-1.pdf
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SUPREME COURT  

A number of Supreme Court decisions have laid out an employerôs obligation to an injured / 

il l worker.  

Under Common Law:  

Temporary illness or disability will not constitute just case to terminate the employment 

relationship.  

Frustration of Contract:  

If the disability does not permanently frustrate the original employment contract, then the 

employe r must reinstate the worker.  

(Source: ñSex Discrimination: Employment Law and Practicesò by Arjun P. Aggarwal.) 

An employer who does not make accommodation for an injured/ill worker could be violating 

one or more of these legal standards and could be subje ct to lawsuit.  This also applies to 

workers and unions.  

The Supreme Court of Canada has also ruled that unions have a legal responsibility to make 

accommodations for injured/ill workers to return to the workplace. Aggarwal also provides a 

summary of these  legal responsibilities:  

¶ the union has a duty to become involved to make accommodation possible  

¶ the union has a duty to ensure that collective agreements do not prevent 

accommodation  

¶ the union is expected to expend substantial and serious efforts to reach an 

agreement on the matter, in relation to the question of amending the collective 

agreement to accommodate the needs of the affected individuals.  

Supreme Court decisions (Aggarwal) have outlined the responsibility of a worker with 

respect to duty to accom modate.  Workers should not turn down any reasonable offer made 

by the employer.  Refusals of reasonable offers may have an impact on the extent of the 

employerôs duty to accommodate
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APPENDIX B.2  -  HUMAN AND FINANCIAL COSTS 

OF W ORKPLACE I NJURIES /  I LLNESSE S 

There are direct (visible) and indirect (hidden) costs as well as ñtangibleò and ñintangibleò 

costs of injuries  /  illnesses:  

Direct costs may include:  

¶ workersô compensation benefits to the injured /  ill worker  

¶ disability benefits to the injury  /  ill work er  

¶ medical expenses  

¶ drug plans  

¶ medical treatment expenses  

¶ appliances  

¶ insured costs  

¶ property, production , and liability.  

Indirect or hidden costs make up the bulk of the expense of injuries  /  illnesses, and may 

include:  

¶ the injured  /  ill workerôs lost production time  

¶ lost production time of co -workers attending to the injured  /  ill worker  

¶ clean -up of accident site  

¶ hiring and training replacement workers  

¶ damage to materials, buildings, tools and equipment  

¶ replacement of first aid supplies  

¶ transportation of da maged equipment for repair  

¶ rental of replacement equipment and tools  

¶ time spent by staff investigating the accident  

¶ overtime required to make up lost production or to meet deadlines  

¶ possible legal expenses  

¶ decreased productivity of co -workers due to lower morale  

¶ cost of completing paper work  

¶ lost business due to tarnished image/unfilled orders.  
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These are the tangible costs -  ones to which a dollar figure can be assigned. Intangible costs 

are more difficult to quantify and may include:  

¶ pain  

¶ suffering  

¶ reduced  level of wellness  

¶ reduced social life  

¶ change in family life  

¶ change in quality of life  

¶ loss of security  

¶ stress  

One of the best ways to reduce all of these costs is to prevent the injury  /  illness from 

happening in the first place by having an effective hea lth and safety program in your 

workplace.  However, when an injury  /  illness does occur, future costs can be curtailed by 

having a Return  to  Work program that may assist in restoring the injured/ill worker to a 

healthy and productive life style, both on an d off the job  
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APPENDIX B.3  ï BENEFITS OF A RETURN  TO 

W ORK PROGRAM  

I NJURED  /  I LL W ORKER  

The injured  /  ill worker may benefit by :  

¶ maintaining the employment relationship which provides job security and 

financial independence  

¶ minimizing the loss of physical f itness and muscle tone due to inactivity  

¶ maintaining financial credibility.  Financial institutions are uncomfortable about 

renewing mortgages and loans if their client is without a job  

¶ maintaining Canada Pension Plan (CPP).  If workers are on workersô 

com pensation, they cannot contribute to CPP or QPP.  This affects the final CPP 

amount, unless the worker is on salary continuance  

¶ maintaining in -house  /  company pension plans, medical benefits, dental plans, 

and group life insurance coverage  

¶ maintaining vaca tion  /  sick day benefits  

¶ Employment Insurance eligibility.  If a worker remains on Workersô 

Compensation benefits for longer than 104 weeks, they no longer qualify for 

Employment Insurance  

¶ maintaining contact with co -workers and friends  

¶ focusing on their a bilities and not their disabilities  

¶ maintaining dignity and self worth by remaining productive  

¶ maintaining necessary job skills  

¶ alleviating feelings of dependency and lack of control.  

¶ being able to return earlier to a healthy and productive life  

CO- W ORKERS  

Co-workers may benefit by :  

¶ improving productivity because skilled and productive workers are kept on the 

job  

¶ minimizing accident costs, including Workers' Compensation costs as well as 

non - recoverable expenses such as employee benefits, the hiring and tra ining of 

replacement workers, and the cost of inexperienced worker.  
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¶ improving accident experience, which may be important for companies bidding 

on contracts  

¶ having meaningful alternate duties completed that may not have otherwise been 

done due to other pri orities  

EMPLOYER  

The employer may benefit by :  

¶ reducing staff turn -over and training costs by retaining experienced and 

knowledgeable worker.  

¶ being able to participate in and contribute to the rehabilitation process  

¶ improving morale and employee relations b y offering Return  to  Work plans for 

both work - related and non -work - related injury/illness and illness  

¶ reducing amounts paid out for workersô compensation benefits or disability 

benefits because workers are able to return to employment earlier  

¶ improving pro ductivity because skilled and productive workers are kept on the 

job  

¶ minimizing non - recoverable expenses such as employee benefits, the hiring and 

training of replacement workers, and the cost of inexperienced workers  

¶ improving accident experience, which m ay be important for companies bidding 

on contracts  

¶ having tasks completed that have may have been delayed due to other priorities  

¶ decreasing the number of grievances and arbitrations  

UNION  

The union may benefit by :  

¶ preserving jobs, seniority, benefits for injured/ill workers  

¶ promoting cooperative labor/management relations  

¶ increasing awareness that the union is there to protect workersô interests and 

well -being  

¶ decreasing the number of grievances and arbitrations  

HEALTH CARE PROFESSIONAL  

The health care pro fessional may benefit by :  

¶ providing focused and coordinated treatment for the injured/ill worker through 

the Return  to  Work program  
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¶ using the cooperative approach which allows for more efficient use of health care 

resources which are directed toward a spec ific goal -  the return to work of an 

injured/ill worker  

FAMILY  

The Family May Benefit By:  

¶ continuing income  

¶ reducing medical expense  

¶ reducing impact on family relations  

SUPPORT NETWORKS  

Support Networks such as, consultants , community and friends may benef it by:  

¶ being able to provide more focused assistance and help
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APPENDIX B.4  ï COSTS OF ABSENCE  

W ORKFORCE TO W ORKFORCE  

¶ dealing with replacement workers  

¶ increased benefit costs  

¶ loss of potential income ( i.e., bonus, pensions)  

EMPLOYER  TO EMPLOYER  

¶ recovery of production  

¶ quality and hiring of replacement workers  

¶ lower morale  

¶ increased training costs  

¶ overtime  

¶ non productive work time (associated with accident)  

¶ increased premiums  

¶ other non recoverable costs  

In a global economy (Free Trade Agreement, North American  Free Trade) Health & Safety 

and Return to Work Programs not only help employers to remain competitive, but also help 

workers to remain employed.
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APPENDIX B.5  ï RETURN TO W ORK PROGRAM 

RESPONSIBILITIES  

EMPLOYER  

¶ providing an effective health and safety progr am.  

¶ providing safe work conditions and enforcing safety rules.  

¶ providing first aid assistance for work - related situations.  

¶ appointing a designate(s) to develop, promote and administer the program  

EMPLOYER DESIGNATE ( S)  

¶ developing a Return  to  Work policy sta tement  

¶ developing rules and procedures to be followed when an injury  /  illness occurs 

(who does what and when -  RTW plans)  

¶ defining and establishing the objectives of the program  

¶ reviewing injury  /  illness history  

¶ initiating job task analyses  

¶ identifying r esources necessary to meet objectives  

¶ developing suitable alternate work accommodations  

¶ creating a worker information package  

¶ advising the health care professional(s), workersô compensation board, insurance 

provider and injured  /  ill worker about Return  to  Work opportunities  

¶ communicating and promoting the program  

¶ evaluating and assessing the program  

W ORKERS  

¶ practicing a healthy and safe life style  

¶ reporting injuries  /  illnesses and incidents (near misses) immediately  

¶ participating in the development and su pport of the program  

UNION REPRESENTATIVE ( S)  ï I F APPLICABLE  

¶ participating in the development and support of the program  

¶ working with the employer to facilitate the Return  to  work of injured  /  ill workers
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APPENDIX B.6  ï EXAMPLES OF POLICY 

STATEMENTS  

(Occup ational and Non ï Occupational injury  /  Illness)  

POLICY STATEMENT -  EXAMPLE #  1  

 

In fulfilling this companyôs commitment to provide a safe and healthy working environment, 

a Return  to  Work program at no wage loss has been established for employees who have  

sustained an injury  /  illness.  

(Name Of Company) undertakes to accommodate the injured  /  ill employee through early 

rehabilitation and placement where possible, to the benefit of both parties. This program 

provides gradual and consistent rehabilitation f or employees.  

(Name Of Company) will work toward facilitating the injured  /  ill employee to an appropriate 

and timely return to work in the original position where they were employed at the time of 

injury  /  illness. If the original department is unable to place the employee in a suitable 

position, the company will identify an appropriate position in another department. All 

attempts to place the employee in another area must be done in cooperation with 

managers , workers , union representatives , and the employ ee, in an expedient manner. Any 

personal information received from or about the employee will be held in the strictest 

confidence. Information of a personal nature will be released only with the approval of the 

employee who will specify the nature of any i nformation that can be released and to whom 

it can be released.  

 

Signed __________________________ Date ____________  
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POLICY STATEMENT ï EXAMPLE #  2  

 

(Name Of Company) shall make every reasonable effort to provide suitable employment to 

employees who are  temporarily or permanently unable to return to their regular duties, as a 

result of an occupational or non -occupational injury or illness. This will include training 

and/or the modification of work stations or equipment to accommodate disabled employees, 

providing that such accommodation does not create undue hardship to the company. When 

involved, the disabled employee must be responsible for participating in the program to the 

best of their  ability and capacity. Early intervention is considered the corne rstone of 

disability management.  

Signed _____________________ Date __________________  

POLICY STATEMENT ï EXAMPLE #  3  

 

(Name Of Company) will make every reasonable effort to provide suitable employment to 

any employee unable to perform their duties. This ma y include a modification to the 

employeeôs original position or providing an alternate position, depending on the employeeôs 

medical restrictions. Only work that is considered to be meaningful and productive shall be 

considered for use in the Return  to  Wor k program. Participants placed on Return  to  Work 

plans will be expected to provide feedback in order to improve the program. All employees, 

regardless of injury or illness, will be considered for placement through the Return  to  Work 

program.  

Signed _______ ______________ Date ___________________  
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APPENDIX B.7  ï (S AMPLE )  JOB TASK ANALYSIS  

FORM  

Employee Name:   Employee Number:   

Job Title :   Department or Division:   

Physical Job Demands ï Grade According to Scale Below ï (x) Appropriate 

Category  

0 ï Not Required 1 ï Seldom Required 2 ï Minor Requirements 

3 ï Occasionally Required 4 ï Frequently Required 5 ï Always Required 

PHYSICAL DEMANDS        Describe Task(s) 

Performed  

Total 

Min./Day  

SPECIFIC BODY DEMANDS  0  1  2  3  4  5  For this section ï Example 8 
Hour s hift not to be exceeded 
480 total minutes  

 

Sitting/ Driving         

Standing         

Walking - Level         

Walking ï Rough Ground         

Walking ï Slopes         

Climbing ï Regular stairs         

Climbing ï Steep Stairs         

Climbing ï Ladders         
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SPECIFIC BODY DEMANDS  0  1  2  3  4  5  For this section ï Example 8 
Hour shift not to be exceeded 
480 total minutes  

 

Climbing ï Other         

Low level work - kneeling         

Low level work - crouching         

Low level work - crawling         

Low level work ï squatting 

frequent 

        

Low level work ï squatting 

sustained 

        

Running (Emergency 

personnel) 

        

Balancing         

Neck/ trunk movements         

Bending ï Sustained         

Bending ï Repetitive         

Twisting ï Sustained         

Twisting ï Repetitive         
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SPECIFIC BODY DEMANDS  0  1  2  3  4  5  For this section ï Example 8 
Hour shift not to be exceeded 
480 total minutes  

 

Lifting ï Very Light (Max 

10 lbs) 

        

Lifting ï Light (Max 20 lbs)         

Lifting ï Medium (Max 50 

lbs) 

        

Lifting ï Heavy (Max 100 

lbs) 

        

Lifting ï Very Heavy (Over 

100 lbs) 

        

Carrying ï Very Light (Max 

10 lbs) 

        

Carrying ï Light (Max 20 

lbs) 

        

Carrying ï Medium (Max 50 

lbs) 

        

Carrying ï Heavy (Max 100 

lbs) 

        

Carrying ï Very Heavy 

(Over 100 lbs) 

        

Mobile pushing ï Light 

(Max 20 lbs) 
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SPECIFIC BODY DEMANDS  0  1  2  3  4  5  For this section ï Example 8 
Hour shift not to be exceeded 
480 total minutes  

 

Mobile pushing ï Medium 

(Max 50 lbs) 

        

Mobile pushing ï Heavy 

(Max 100 lbs) 

        

Mobile pushing ï Very 

Heavy (Over 100 lbs) 

        

Mobile pulling ï Light (Max 

20 lbs) 

        

Mobile pulling ï Medium 

(Max 50 lbs) 

        

Mobile pulling ï Heavy 

(Max 100 lbs) 

        

Static pushing/pulling ï 

Light (Max 20 lbs) 

        

Static pushing/pulling ï 

Medium (Max 50 lbs) 

        

Static pushing/pulling ï 

Heavy (Max 100 lbs) 

        

Static pushing/pulling ï Very 

Heavy (Over 100 lbs) 

        

Reaching: Above shoulder 

Repetetive 
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SPECIFIC BODY DEMANDS  0  1  2  3  4  5  For this section ï Example 8 
Hour shift not to be exceeded 
480 total minutes  

 

Reaching: Above shoulder 

Sustained 

        

Reaching: Forward 

Repetitive 

        

Reaching: Forward 

Sustained 

        

Handling ï Fine 

manipulation 

        

Handling ï Gross 

manipulation 

        

Handling ï Hand tool usage         

Noise levels: > 80 decibels         

ENVIRONMENTAL WORKING CONDITIONS: INCATE EXPOSURE TIME IN MINUTES / DAY  

Hot  Humid  Fumes  Vibratio

n 

 

Cold  Dry  Dust  Jarring  
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JOB SITE WORK PROGRAMS  

Is there a Health Nurse 

on site?  

Y N Name: 

Phone: 

Does worker have a 

job to return to?  

Y N If no, has an ROE 

been issued? 

(Separation Slip) 

Y N Claim Number 

Are Modified Duties 

Available?  

Y N Are Alternate Duties 

Available? 

Y N Is graduated 

return to work 

available 

Y N 

 

 

      

 Worker consent    Date  

      

 Worksheet Completed By (Employer)    Phone  

      

 (WCB)    Date  
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GUIDELINES ï JOB TASK ANALYSIS  

 

Job Duties  

 

A brief description of the types of tasks the worker is expect ed to perform on a regular 

basis, (e.g. , drive grader, change grader blades, grease machinery. )  

 

Whole Body Demands:  

 

Whole body demands include: sit  /  drive, walk, stand, climb, run and low level work. Total 

of these must not exceed total minutes  /  hours worked per day.  

 

For Example:  

 

8 hour shift= 480 minutes  

Sitting  = 35 min.  Standing  = 240 min. (4 hours)  

Climbing  = 4 min.  Kneeling  = 40 min.  

Crawling  = 30 min.  Walking (level)  = 25 min.  

Walking (rough)  = 50 min.  Walking (slopes)  = 15 min.  

Total    = 4 80 min.  

 

Sitting and Driving  

¶ may be described as short, intermittent, or prolonged  

¶ describe type of seating ï (e.g., bucket seats, air - ride seats in semi - trucks, 

adjustable office chairs, wooden chairs, etc. )  

¶ indicate maximum time required before a break  

¶ for driving, indicate type of vehicle or equipment and whether there is vibration  

Walking  

¶ describe as frequent short walks or prolonged walk  

¶ describe surface:  level -concrete, carpet, etc.; rough -  dirt, rocks, etc., slopes -  

ditches, roofs, ramps  

 Standing:  

¶ indicate stationary with little movement, or if more mobile  

¶ add comments such as: with frequent bending, at assembly line, etc.  

Climbing  

¶ may need to indicate number of steps or flights of stairs  

¶ indicate height if claimant is working off ladders or carryi ng while climbing  

¶ regular stairs -  standard steps used in most buildings  

¶ steep stairs -  higher in between each step; often seen in maintenance rooms  

¶ ladders -  describe as step ladder, extension ladder or fixed ladder  
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Running (emergency personnel only )  

¶ if s ignificant requirement only. (e.g., nurse in ñCode 99" , police officer or fire 

fighter in emergency situation )  

¶ describe frequency, distance, and surface  

Low Level Work  

¶ kneeling where one or both knees is on the ground  

¶ crouching to stoop or bend low -  work er is unable to remain upright, yet work is 

too high to be performed in a squat or kneel  

¶ squatting to sit in a low position on heels with legs drawn up closely in front of 

the body  

¶ frequent means squatting often but able to change positions often  

¶ sustained  describes maximum time remained in the position before rising  

 Balancing:  

¶ worker is required to remain in a stable position while reaching, or where the 

surface the worker is on is narrow or unstable, eg: walking on high  beams, on 

scaffolding  

Specific Bo dy Demands  

The total of the specific body demands (lifting, carrying, pushing and pulling) MUST NOT 

exceed total minutes  /  hours worked per day.  

 

For Example:  

  

8 hour shift= 480 min.  

Reaching  = 35 min.  Lifting  = 240 min.  

Carrying  = 45 min.  Mobile 

Push/ Pull  

=40 min.  

Static Push/Pull  = 30 min.  Handling  = 90 min.  

Total    = 480 min.  

 

Neck  /  Trunk Movements  

¶ sustained indicates length of time a worker remains in a position  

¶ repetitive is continually moving about in all directions.  indicate period of time 

worker performs repetitive action  

¶ bending to move forward from the waist or neck  

¶ twisting to move shoulders and trunk to one side or the other or look over one 

shoulder or the other  

Lifting (moving of objects from one level to another)  

¶ indicate heights lift ed to and from, of the most frequent lifts  

¶ describe types of objects, (e.g.,  large box, bags, pails, bulky objects, tall, etc. )  
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¶ indicate one or two -handed lift; one or two or more person lifts  

 Carrying ( i.e., moving weight from one location to another)  

¶ ind icate how object is carried -  both hands down at sides (briefcases), both 

hands in front, one hand at side, on shoulder, etc.  

¶ indicate distance travelled and type of surface, (e.g., up stairs, over rough 

terrain )  

¶ include height object is carried at, (e.g.,  waist, shoulder, at sides, and object 

carried )  

Mobile Pushing  /  Pulling  

¶ object being moved is either being moved over a distance, or worker is moving it 

while pulling on a rope or pulley, (e.g.,  wheelbarrow, wheelchair, pulling cable )  

¶ indicate distance tr avelled and type of surface  

 Static Pushing and Pulling  

¶ worker is remaining in one position and must move an object a short distance. 

(e.g.,  pull boxes from a shelf, or use tools that require push/pull motion  such as 

an  tire iron )  

¶ indicate work height  

Reac hing (the extent to which the arms must be stretched in order to perform the task)  

¶ repetitive indicates arms are continually changing position from a low to high 

level or from close to body to stretched forward  

¶ sustained indicates the arms must remain in o ne position for longer than one 

minute with little change in position  

Handling  

¶ fine manipulation use of small objects with the hands.  (e.g., screws, bolts, 

typing )  

¶ gross manipulation handling of large, usually awkward objects; generally 

requires both hands  for safe handling, (e.g., plywood, transferring patients )  

¶ indicate how moved and weight  

¶ indicate if repetitive, such as assembly line work  

¶ hand tool usage -  indicate what tool(s) used, which hand, length of time, 

repetitive or sustained  

¶ indicate if vibrat ing tools are used  

 Noise Levels over 80 decibels  

¶ omit if noise levels never measured  
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Environmental Work Conditions  

¶ vibration -  generally refers to tool usage that affects the upper 

extremity, (e.g., drills, saws, jackhammer )  

¶ jarring -  generally refers to m ovements affecting the entire body such as those 

experienced in a bobcat, while driving over rough roads, etc.  

¶ indicate whether is inside or outside work or combination and total number of 

minutes in each.  

Workplace Accommodations  

Modified Duties  

¶ Able to r eturn to own job with changes to specific duties or method of how those 

duties are to be performed.  (e.g., only lift to a specific height or up to a specific 

weight, or additional equipment is provided, such as a footstool or ladder, or only 

perform speci fied parts of the regular duties. )  

Alternate Duties  

¶ Able to return to pre - injury/illness job site but not to own job.   

¶ Acts as a helper for another job or can perform work that is specifically reserved for 

injured workers, (e.g.,  filing, painting, answers phones. )   

¶  Objective is to keep the injured worker at the job site, possibly while receiving 

treatment at the same time.  

Graduated Return t o Work  

¶ Worker is expected to return to full duties but lacks endurance; therefore the 

number of hours worked per day is limited and increased on a weekly basis.   

¶ Graduated Return to Work may also involve return to work to full days, but to 

decreased number of shifts in a week.  
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APPENDIX B.8  ï TYPES OF ACCOMMODATIONS  

There are various types of accommodations the employer can make that would allow the 

worker to return to the workp lace as soon as medically able.  

ALBERTA  

Modified - a change in or adaptation of the date -of -accident work, based on the workerôs 

capabilities, may be temporary or permanent.  

Alternate  -a different jo b with duties within the workersô capabilities. 

Sedentary - lifting 10 lbs. Maximum, occasional lifting and/or carrying, primarily sitting, with 

occasional walking/standing.  

Light  - lifting 20 lbs. Maximum, frequent lifting and  /  or carrying up to 10 lbs., ma y require 

walking  /  standing to a significant degree.  

Medium - lifting 50 lbs. Maximum, frequent lifting and  /  or carrying up to 20 lbs., may 

involve sitting with pushing and pulling or arm and  /  or leg controls.  

Heavy  Lifting -  100 lbs. Maximum, frequent lif ting and  /  or carrying up to 50 lbs.  

Very Heavy - occasional lifting in excess of 100 lbs., frequent lifting and/or carrying in 

excess of 50 lbs.  

BRITISH COLUMBIA  

The Workersô Compensation Board of BC set no criteria on the types or conditions or 

accommodati ons as long as the criteria of Section 34.11 are met. This section is outlined in 

Appendix B9 . 

It is felt the employer  / worker  / union and physician are in a better position to evaluate the 

workplace and determi ne the most appropriate accommodation, taking into consideration 

the workers impairment, so as not to put the worker at further risk.  

MANITOBA  

Types of Accommodation  

Modified Work  is any modification of a previous job, task, function or combination of task s or 

functions that a worker who has experienced:  

a)  a temporary or permanent disability (prior or 1/1/92); or  

b)  loss in earnings capacity attributable to the compensable condition (after 

1/1/92); can reasonably be expected to perform without risk of aggr avating or 

enhancing the compensable condition.  

It is the pre - injury tasks which are modified.  
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Alternate Work: is a different (i .e., than the one performed by the claimant prior to the 

injury) job which is appropriate given the injured worker's physical ca pabilities, skills, 

aptitudes and interests, designed and/or provided where the worker is temporarily or 

permanently unable to perform the pre - injury work.  

Job Modification: is any alternation in duties, hours or expectations related to the job.  

Job Site M odification: is the alteration or redesign of a worksite.  

Worker Adaptation: is the use of adaptive equipment on the part of the worker.  

SASKATCHEWAN  

Temporary Accommodations  

Light Duties   

Limitation of physical exertion to accommodate the physical limitat ions of the injury.  

Lesser Duties  

The worker has a reduced workload or may not perform all of the usual range of duties.  

Alternate Duties  

The worker performs duties outside the scope of his/her original position, but within his  /  

her present limitations.  It is important to consider that injured or ill workers may have 

transferable skills not noted in personnel records.  Many organizations/companies find it 

useful to create new temporary jobs that are designated as Return  to  Work positions and 

are designed to accommodate the typical limitations of their most common injuries.  

Reduced Hours  

There is a reduction of the normal work hours to accommodate the limitations of the 

worker.  

Temporary Accommodations as Treatment  

The employer may be asked by the health ca re professional to make certain 

accommodations to the treatment process. These may include:  

¶ work hardening  

¶ work duties may be used as part of a conditioning and strengthening p rocess. 

The work is designed to progressively improve the workerôs physical ability until 

he /  she is able to perform his  /  her regular duties  

¶ extended therapy program  

¶ the health care professional designs a treatment program incorporating actual 

work duties in the work setting. The workerôs usual duties are gradually added 

under super vision. This ensures that the duties are performed correctly and are 

within the workerôs abilities 

¶ graduated Return  to  work program  
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¶ work accommodations are made to allow the worker to return to work as soon 

as medically able, and to gradually resume regula r duties as recovery allows.  

Permanent Accommodations  

For a permanently disabled worker, the employer can make permanent accommodations to 

return the worker to employment. These may include  Modified Job with the Pre - Injury  /  

illness  /  Illness Employer  

Empl oyers can make permanent modifications to the workerôs pre-injury  /  illness job duties 

to meet the limitations of the injury  /  illness  /  illness. This may include modifications to the 

work station.  New Job with the Pre - Injury  /  illness Employer  

For workers  with limitations preventing them from performing the pre - injury/illness job, 

employers can make accommodations by offering a new job that meets the. workerôs 

capabilities . New Job with a New Employer  

If the employer cannot offer a modified version of the pre - injury  /  illness job or a new job, 

then the Workersô Compensation Board will consider alternate employment with a new 

employer.  This may include wage replacement costs or re - training costs.  

Here are two examples of accommodations:  

 Example 1:  

A worker  who sustained chest injuries while working as an operating technician with 

a drilling company .  With the purchase of special 'safety equipment / clothing' , the 

worker was able to return to their  pre injury/illness type of work with the same 

employer.  

 Examp le 2:  

A worker who sustained severe right hand (dominant) injuries while working as a 

motorman with a Drilling Company.  The worker was sent for additional training to 

obtain their  4th and 3rd Class Power Engineering Certification. This qualified the 

worke r to return to work in the same industry with earnings exceedin g his pre injury  

/  illness salary
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APPENDIX B.9  ï WCB  GUIDELINES  

ALBERTA :  Alberta WCB  Policies & Information  

POLICY: 04 - 05 PART II  

Chapter: BENEFITS  

Subject: RETURN - TO - WORK  SERVICES   

Authorization: BoD Resolution 2004/03/10  Date: March 23, 2004  

APPLICATION 2: TEMPORARY MO DIFIED WORK PROGRAMS  

1. When does the WCB place workers in temporary modified 

employment?  

A worker, while still recovering from a compensable injury, may benefit 

from temporary modified employment that helps the worker return to 

the pre -accident level of e mployment.   In such cases the WCB will seek 

and promote modified work opportunities for the injured worker.  

When a worker is offered suitable modified employment that is 

appropriate to his or her physical and medical condition, the WCB 

determines whether i t is reasonable for the worker to accept the 

employment.   If it is reasonable, the WCB adjusts the worker's 

compensation benefits accordingly.  

2 . What is temporary modified work?  

Temporary modified work includes any changes, restrictions or 

limitations to a workerās regular job duties required as a result of a 

work - related injury.   This includes changes in:  

¶ tasks or functions -  such as changes in the workerās regular 

tasks including redesigning, reorganizing or eliminating tasks  

¶ hours or work schedules -  such as changes in the number of 

hours, shift cycles, or volume of work  

¶ environment or work area -  such as changes in the location 

or access to the work area, restrictions to avoid exposure to 

heat, cold or chemicals etc.  

http://www.wcb.ab.ca/policy/manual/genpol.asp
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¶ equipment -  such as changes to the equipment used, 

including acquiring new equipment or modifying existing 

equipment to accommodate a work - related injury.   This also 

includes the addition of personal protective devices (such as 

a filtration mask, etc.).  

Temporary modified work may also  include a suitable training 

opportunity, work which is normally performed by others, or work which 

has been specifically designed or designated as a modified work 

program.  

For WCB purposes, preventative changes such as ergonomic 

adjustments to equipment, are not considered modified work if no work -

related injury has occurred.  

3. What is suitable modified work?  

For work to be considered suitable modified employment , the 

following conditions must be met.  

The work:  

¶ accommodates the worker's compensable medica l 

restrictions so the worker can perform the duties without 

endangering his/her recovery or safety, or the safety of 

others  

¶ contributes to the worker's physical and vocational 

rehabilitation by keeping the worker active and involved in 

the workplace  

¶ prom otes the gradual restoration to the worker's pre -

accident level of employment  

¶ must be a meaningful and productive part of the employer's 

operations  

¶ does not create financial hardship for the worker (for 

example, shift changes that require additional chil dcare 

costs, unreasonable travel to another location, etc.).  

4. How does the WCB determine if modified work is suitable?  

When determining if proposed modified work is suitable, the WCB will 

consult with the injured worker, employer, and physician to evalu ate the 

proposal.  

The evaluation is based on, but not limited to, a detailed description of 

the job being offered, including the physical requirements, and detailed 

medical information outlining the worker's physical restrictions and 

medical requirements t hat must be accommodated in a modified work 

plan.  

¶  
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5. How are benefits calculated for modified work?  

If, after evaluating the proposal, the WCB considers it reasonable for the 

worker to accept the modified work, compensation benefits will be 

adjusted in a ccordance with s.56(9) of the Act.   The basis of calculation 

is:  

¶ the worker's pre -accident biweekly net earnings calculated in 

accordance with the Act and General Regulations,  

LESS   

¶ the worker's biweekly post -accident net earnings calculated 

in accordanc e with the Act and General Regulations.  

The temporary partial disability benefit will be a proportionate part of 

90% of the earnings loss [the difference between (a) and (b)], based on 

the WCB's estimate of the degree to which the earnings loss is caused 

by the remaining disability.  

6. What if the worker refuses the modified work?  

When the worker refuses to accept the modified work that is available, 

the WCB will consider the reasons for refusal.   If, after evaluating the 

proposal, the WCB still considers it reasonable that the worker accept 

the employment, the worker's compensation benefits will be adjusted 

effective the date of the decision, as if the employment had been 

accepted.  

The following are examples of possible reasonable grounds for refusal:  

¶ medi cal evidence indicates that the worker is not able to 

perform the required duties  

¶ a significant discrepancy between the proposed and actual 

requirements of the work, so that the actual requirements do 

not meet the conditions described in Q3, above.  

If th e modified work does not meet the WCB conditions for suitable 

work, the WCB will try to arrange appropriate changes.   If this is not 

possible, the WCB will reinstate total temporary disability benefits for as 

long as necessary.  

7. How long do modified work  programs usually last?  

Normally, a modified work plan will not last longer than six  months.   

However, the length of the program depends on the workerās recovery.  

Revisions to the modified work may be made as the worker's medical 

condition changes, until the worker is considered medically fit to return 

to pre -accident employment or permanent work restrictions are 

identified.  
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If the medical prognosis changes and the worker is expected to have 

permanent work restrictions, the WCB will evaluate the modified  work 

program to determine whether it is still an appropriate part of the long -

term rehabilitation plan.  

8. What if the modified work program ends?  

If the modified work program ends before the worker is fully recovered, 

the WCB will consider the worker's r emaining disability, the loss of 

earnings that result from the remaining disability and the reasons the 

program ended.  

Any on -going entitlement will depend on the remaining disability, the 

level of work restrictions and whether the termination resulted fro m 

circumstances beyond the worker's control.   (See Q#6, worker refuses 

modified work but also see Question 10, strikes and lockouts).   Each 

case will be judged on its own merits.  

9. What are the reporting requirements when modified work is 

made available?  

All accidents are to be recorded as required by Occupational Health and 

Safety regulations and First Aid Regulation.  

No Time Loss  

If a worker's employment is modified beyond the day of the accident to 

accommodate a compensable injury, the accident must be reported to 

the WCB, even if there is no time loss or loss of earnings.  

The WCB will be satisfied with the worker accepting a modified work 

program immediately, provided the attending physician, employer, and 

worker agree on suitable modified employment.   The WCB will review 

the suitability of the program when the accident reports are received.  

Time Loss  

All injuries with time loss for more than the day of the accident must be 

reported to the WCB in accordance with the Act.  

Usually, the WCB will review prop osed modified work plans before the 

injured worker returns to modified employment.   If, however:  

a.  the worker misses only a short period beyond the day of the 

accident and is declared medically fit to return to modified 

employment before a WCB claim has been  established, and  

b.  the attending physician, employer, and worker agree on suitable 

modified employment,  then the worker may begin the modified 

work program.   The WCB will review the suitability of the 
program when the accident reports are received.  
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10. W hat happens during a strike or lockouts?  

The WCB considers temporary modified work unavailable through no 

fault of the worker during legal strikes and/or lockouts of the workerôs 

bargaining unit. Any ongoing entitlement will depend upon the remaining 

disab ility and level of work restrictions. Rehabilitation and medical 

services continue with any modifications necessary to achieve 

employability.  

Note : In cases of no time loss injuries, if a workerôs temporary modified 

work program is interrupted by a labour  dispute, the WCB may consider 

the claim as no time lost for reporting purposes.  

11. When is this policy application effective?  

This policy application (Application 2 -  Temporary Modified Work 

Programs) is effective April 1, 2004 , except when noted in a sp ecific 

policy section(s).  
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BRITISH COLUM BIA  

WorkSafeBC: Rehabilitation Service and Claims Manua l Volume II  

#34.11 Selective/Light Employment  

STATEMENT  OF  PRINCIPLE  

Selective/light employment is a temporary work alternative, offered by 

an employer, that is intended to promote a workerôs gradual restoration 

to the preinjury level of em ployment. The arrangement  may involve 

duties different from the pre - injury employment, or some modification 

of the pre - injury duties and/or hours of work. Selective/light 

employment arrangements may involve consultation with the worker, 

employer, the worke rôs attending physician or other medical 

practitioners and the union.  

Selective/light employment is typically offered at or soon after the date 

of injury, generally prior to the Boardôs involvement  on the claim. 

Selective/light employment differs from grad uated return to work 

programs which are normally initiated after the worker has participated 

in some form of medical treatment or rehabilitation program.  

The Board supports selective/light employment as an important 

component of a workerôs rehabilitation and  recognizes the value of 

maintaining an injured workerôs positive connection to the workplace . It 

has been amply demonstrated that the earlier a worker is able to safely 

return to productive employment following an injury, the more likely he 

or she is of  obtaining maximum recovery.  

CRITERIA  

To ensure that the early return - to -work is appropriate , all selective/light 

employment  arrangements must meet the following conditions:  

¶ While the compensable injury may temporarily disable the 

worker from performing hi s or her normal work, the worker 

must be capable of undertaking some form of suitable 

employment.  

¶ The work must be safe, that is, it will neither harm the 

worker nor slow recovery. The work must be within the 

workerôs medical restrictions, physical limitations and 

abilities. Where there is a disagreement regarding the safety 

of the selective/light offer and the WCB is required to 

intervene, the Board officer is responsible for determining 

the safety of the work after considering medical opinions, 

such as op inions from the attending physician and the Board 

Medical Advisor, and other relevant information.  

http://www.worksafebc.com/publications/policy_manuals/default.asp
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¶ The work must be productive. Token or demeaning tasks are  

considered detrimental to the workerôs rehabilitation. 

¶ Within reasonable limits, the worker must a gree to the 

arrangement.  

INTERVENTION  

The Board recognizes that the successful development of selective/light 

employment opportunities depends on the cooperation of all parties in 

the workplace. In the following situations, the Board will intervene to 

dete rmine if a particular offer of selective/light employment is suitable:  

¶ The worker and/or the workerôs attending physician disagree 

with the employerôs position that the work is safe. 

¶ The worker and employer are in disagreement over the 

terms of the return - to -work.  

¶ There is a request for intervention by either the worker or 

employer.  

¶ The Board officer adjudicating the claim considers that 

further inquiry is required.  

ADJUDICATION  

On intervention, the Boardôs evaluation will be based on, but not limited 

to, a  detailed description of the employment being offered, including the 

physical requirements and detailed medical information outlining the 

workerôs medical restrictions, physical limitations and abilities. 

Where a worker refuses to accept the offer, the Boa rd will consider the 

reasons for refusal and determine if they are reasonable. In making this 

determination, a Board officer will give regard to the requirements of 

the work, medical opinion(s) and other evidence regarding the workerôs 

medical restrictions , physical limitations and abilities. Notwithstanding, 

Board officers have discretion to consider additional factors or evidence 

relevant to the case, such as transportation (see policy item #82.00) 

and child -care (see policy item #84A.00).  

Should the Boar d determine that the workerôs refusal is unreasonable, 

benefit entitlement is determined under section 30 of the Act. For 

example, the worker does not provide the selective/light duties to the 

attending physician or the worker refuses to return to work aft er the 

physician has determined the duties are suitable. Benefit entitlement will 

be adjusted effective the date the selective/light employment was 

suitable and available, as determined by the Board officer. Where a 

worker accepts suitable selective/light employment, benefit entitlement 

will be determined under section 30 of the Act. Benefit entitlement will 

be adjusted effective the date the selective/light employment was 

suitable and available, as determined by the Board officer.  
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MANITOBA WCB:  

43.20.20 VOCATIONAL REHABILITATION: Modified and Alternate Return to Work with the 

Accident Employer  

General Information  

Any claim which has been approved through adjudication can be refe rred for vocational 

assessment and/or intervention if a need for such services is identified by the WCB.  When a 

claim is assigned to a vocational rehabilitation professional for assessment and intervention, 

there are certain vocational options for the cla imant which should be approached in a 

sequential manner.  These plan priorities ( i.e., hierarchy of objectives )have been 

established as follows:  

1)  Return to the same work with the same employer.  

2)  Return to the same work (modified) with the same employer .  

3)  Return to different work (alternative) with the same employer.  

4)  Return to similar work with a different employer.  

5)  Return to different work with a different employer.  

6)  Retraining and re -education.  

In some instances, it is not possible to return a worker to the same work with the same 

employer.  This policy applies to claims where, in the opinion of the WCB, modified or 

alternate work would be effective, either on a temporary or permanent basis.  

Administrative Guidelines  

Definitions  

Transitional P rogram in terms of modified/alternate work, a transitional program includes, 

but is not limited to a work experience, work assessment and/or a training -on - the - job 

program. Redeployment is not considered to be transitional where it is no longer a 

progressiv e step in the rehabilitation process.  

1)  Placement in a modified/alternate work situation should be pursued concurrent with 

medical management and physical rehabilitation, and there should be periodic evaluation of 

the worker's progress/medical recover.  

2)  The return to work will be covered by the development of a written plan of action.  

3)  Modified/alternate work efforts may be made through a workplace -based program or 

on an individual case -by -case basis, by either the injured worker and employer or the 

in jured worker, employer, and WCB representative.  

4)  When the WCB is initiating the return to work efforts, the vocational rehabilitation 

professional will:  

a)  Work with the employer to identify and establish modified/alternate work.  

b)  Assess the demands of  the work through on -site analysis.  

http://www.wcb.mb.ca/about_wcb/policy_manual/s40_benefits_administration/vocational_rehabilitation/43-20-20_modified_alternate_return_to_work.html
http://www.wcb.mb.ca/about_wcb/policy_manual/s40_benefits_administration/vocational_rehabilitation/43-20-20_modified_alternate_return_to_work.html
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c)  Compare the demands of the work with available information regarding the injured 

worker's physical capabilities.  

d)  Monitor the return - to -work to ensure that implementation of the program proceeds 

in accordance with t he original goals and understanding of relevant factors/circumstances 

and established goals  

e)  Detail the modified/alternate work program in a written rehabilitation plan.  

5)  Modified/alternate work should be meaningful in comparison to the pre - injury stat us, 

and in relation to alternative vocational rehabilitation plans which could reasonably be 

expected to facilitate employment consistent with the injured worker's pre - injury status 

(e .g., earnings) and post injury capabilities, skills, aptitudes and inter ests, etc., or in terms 

of serving or promoting the rehabilitation of the worker (e .g., work hardening, work 

experience, etc.), or the placement generally supports the overall rehabilitation of the work.  

6)  When establishing eligibility for further WCB ben efits where the worker is not eligible 

for the pre - injury level of unemployment insurance, the vocational rehabilitation 

professional must consider how long the worker was employed in the pre - injury occupation 

in order to determine whether or not the worke r is at a competitive disadvantage compared 

to other similarly employed workers.  The longer the worker was in a particular field, the 

less likely that they are  at a competitive disadvantage.  

7)  The attending health care practitioner will use the form for reporting functional 

capacity as developed by the WCB as it provides for the exchange of information regarding 

functional capacity rather than diagnosis.  

a)  Workplace -based programs should utilize the format developed by the WCB or 

develop a similar format . 

b)  It is recognized that functional capacity evaluation and/or transitional work 

assessment may be required where information provided through use of the standardized 

form is insufficient or inconclusive.  

Administrative Procedures  

1)  When implementing a modified/alternate work program, the vocational rehabilitation 

professional may authorize or recommend any combination of the following after 

considerations of the cost effectiveness thereof and within their level of authority as 

established by separate ad ministrative policy:  

a)  Wage loss benefits to the claimant.  

b)  Training subsidy to the employer.  

c)  Cost of job site modification or work modification.  

d)  Continuation of regular benefits to the claimant in relation to a trail return to work, a 

work experi ence, a transitional return to work, a work assessment, or a supernumerary 

position.  

e)  Purchase of tools, equipment, materials, etc.  
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f)  Other reasonable and necessary costs of activating the modified/alternate work 

program.  

2)  The vocational rehabilitatio n professional will negotiate with the employer cost 

sharing agreements in relation to modified / alternate work program, on the basis of the 

individual merits of the claim and :  

a)  the authority levels established under separate administrative policy, or  

b)  as directed by other authorized WCB staff..  
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SASKATCHEWAN :  Saskatchewan WCB  

Guidelines for Supernumerary Positions  

1)  Worker is  an addition to the normal staff complement.  

2)  Must be meaningful work and have value.  

3)  Must conform to the restrictions of the injury/illness.  The attending health care 

provider should be aware of the specific duties involved and the physical requirem ents 

needed for those duties.  

4)  Must have a time - frame ( six -eight weeks maximum) and progressively return the 

injured/ill worker to their  regular duties and tasks.  

5)  Progress reports must be provided every two to three weeks to the client service 

represe ntative of the Workersô Compensation Board (WCB) over the duration of the 

program.  

6)  Be developed with input from the injured/ill worker and union and/or worker 

representatives, health care provider and the Workersô Compensation Board Client Services 

Repr esentative.  

The main purpose of supernumerary positions is to have the worker maintain contact with 

the employer and the workplace and to maintain activity.  

Workers on supernumerary positions are paid full compensation benefits.  

This is different from modi fied duties where a worker would do a portion of their normal 

duties.  In those situations, the employer would pay for that portion of work and the 

difference would be paid by WCB at 90% of net.  

 Contact with the WCB Client Services Representative is impor tant when offering these 

positions to the injured/ill worker since each claim is considered on its own merits. 

Determination of supernumerary is at the discretion of the WCB Client Services 

Representative.  

Time frames on both supernumerary and modified dut y jobs may be extended if progress is 

being made toward returning the injured/ill worker to their regular duties. This decision is at 

the discretion of the WCB Client Services Representative.

http://www.wcbsask.com/WCBPortal/appmanager/WCBPortal/WCB2?_nfpb=true&_pageLabel=page_prevention_return_to_work
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APPENDIX B.10  ï SAMPLE LETTER TO I NJURED  /  

I LL W ORKER  

 

Dear ____ ____________:  

 

We are sorry to hear you have suffered an injury  /  illness. We will do all we can to assist 

you in returning to work as soon as you are medically able. Your complete and speedy 

recovery is our concern.  

 

If your injury  /  illness results in ti me lost from work, you will receive benefits from the WCB  

/  insurance provider once the acceptability of your claim has been determined.  

We have provided you with an information package which contains:  

 

A letter and an assessment form for your primary health  care professional and a Job Task 

Analysis of your pre - injury  /  illness job.  Please give these to your health care professional 

for their  information and completion.  

 

Once completed, return the Health Care Professional Assessment Form to us as it is 

importa nt in planning your return to work.  

 

We also ask that you contact either your supervisor or the undersigned at ( phone number ) 

as soon as possible after you have seen your health care professional , and let us know of 

your condition.  At that time we will ar range a meeting with you to develop your Return  to  

Work plan. Your plan will address issues such as pay arrangements, capabilities  /  restriction 

of the responsibilities of all parties.  

 

We hope this information answers some of the questions that you may hav e concerning 

workersô compensation /  insurance provider and our involvement with it. If you have any 

questions, please do not hesitate to call.  

 

 

Sincerely,
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APPENDIX B.11  ï SAMPLE LETTER TO PRIMARY 

HEALTH CARE PROFESSIONAL  

 

Dear Dr. ______________:  

 

Human R ights and  /  or Labour Standards (Duty to Accommodate) requires employers to 

make every effort to return injured  /  ill workers to suitable employment.  ( Name of 

company ) has an active Return  to  Work program which encourages an injured  /  ill workerôs 

return to emp loyment as soon as medically appropriate.  

 

Our employee, ___________________ has recently suffered an injury  /  illness and is 

currently under your care.  We wish to involve you in our Return  to  Work Program, to 

facilitate their  return to a safe and productiv e work environment as soon as medically 

possible.  We are willing to work within any medical restrictions you consider appropriate.  

One aspect of our Return  to  Work program is to return injured  /  ill workers to suitable work 

assignments as soon as possible.  This is meant to provide rehabilitation to employees, to 

encourage return to meaningful employment, and to provide a means of maintaining 

contact with our ill or injured employees as well as helping them maintain contact with their 

work environment.  

 

In o rder to determine the physical capabilities of our employee ( employee name ), please 

review the enclosed Job Task Analysis of their  pre - injury  /  illness duties, complete and 

return the Health Care Professional Assessment Form. Once we receive this informatio n 

from you, and determine whether we have job duties which meet the limitations you have 

outlined, a copy of the proposed Return  to  Work plan will be forwarded to you for your 

review.  

 

If you have any questions, please contact me at ( direct phone number ).  Thank you for your 

time and assistance.  

Sincerely,  
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APPENDIX B.12  ï HEALTH CARE PROFESSIONAL 

ASSESSMENT FORM S 

ALBERTA  


