Transitional Return To Work Program
POLICY STATEMENT:
The objective of ABC Company’s (from hereon referred to as the “Company”) Transitional Return To Work Program (TWP) is to provide “Temporary Modified Duty” (TMD) for Employees on an approved medical leave of absence.  

The Company recognizes that cooperation in facilitating an early return to work for the Employee is beneficial to everyone involved.  This program is intended to overcome any temporary disability barriers that might otherwise render the Employee incapable of returning to work.  Financial security for the Employee and cost control for the Company are both significant goals for this program.

This program will operate and Employees will be assigned TMD according to the Company’s business needs, all applicable laws (e.g., ADA, FMLA, Workers’ Compensation, etc.) and labor agreements.
COMMITMENT AND OBJECTIVES:

· Management is committed to maintaining an effective Transitional Work Program (TWP) that will accommodate Employees with restrictions and encourage rehabilitation.
· The injured Employee is motivated and fully expects to return to work.

· This program will provide meaningful and productive work to injured Employees based on:

1. The availability of a “Temporary Modified Duty” (TMD) position, 

2. Management’s ability to restructure or modify the Employee’s current position or another available position,

3. The needs of the business, 

4. The Employee’s restrictions,

5. The Employee’s past performance and

6. Applicable law.
· As part of this process, the Company recognizes that it has a definite business need and a greater obligation to return Employees to work on Temporary Modified Duty when an injury or illness is work-related.  Therefore, since the workplace contributed to the cause of the injury and because Workers’ Compensation the supports the establishment and administration of a Transitional Work Program, preference will be given to those involved in workplace accidents, when allowed by law. 
BENEFITS OF RAPID RETURN TO WORK INCLUDE:

1.  Enhances the rehabilitation process through early return to work, 

2.  Reduces wage loss for the Employee,
3.  Encourages cooperation between Employees and improves morale,
4.  Promotes Employee motivation to return to work,
5.  Promotes value of job security,
6.  Minimizes chance of re-injury, through application of a structured, on/off site physical therapy program,
5.  Promotes health and wellness, resulting in the reduction of related medical system costs,
6.  Reduces indirect cost of accidents such as replacement labor and training costs and
7.  Reduces Workers’ Compensation and disability costs.
POLICY ADMINISTRATION 
Eligibility – Any Employee on an approved medical of absence is eligible to be considered for this Transitional Work Program.
Reporting Status – Employees on medical leave are expected to advise their supervisor or Human Resources on a monthly (every 30 days) basis of the status of their recovery, unless requested to do so more frequently by management.  As soon as an Employee is released for any type of work, whether “Light Duty,” “Limited Duty,” “Reduced Hours” or other types of restrictions, the Employee is to immediately report that information to their supervisor or to the Human Resource Department.  Restricted work releases must be provided in writing by the Employee from his/her treating health care provider of record.

Health Care Provider Documentation – Employees who are placed on a medical leave must provide the Company’s Human Resource Department with a Medical Certification stating the Employee’s condition and his/her restrictions, which include, but are not limited to:

1. The Employee’s illness, injury or condition, 

2. A description as to why the leave is necessary, 

3. Anticipated length of the leave required, 

4. Hours Employee can work each day,

5. Amount of weight Employee can push, pull and lift, 

6. Duration Employee can remain seated for a given period of time and

7. Duration of Employee’s restrictions.

If the health care provider determines that an Employee is incapable of performing any work at the Company, then the health care provider’s excuse must note “completely incapacitated.”  
Further, Employees who suffer a work related injury/illness are required to inform their health care provider that the Company might have temporary modified duty available, as well as possible reassignment, including sedentary/sitting jobs.  

Type of Positions – Generally, Employees returning from medical leave with medical/working restrictions who participate in this TMD Program may either be assigned to another position that better suits the Employee’s restrictions or the Employee’s position may be modified to meet these restrictions when deemed appropriate by the Company.  Jobs will not be created for Employees even though he or she is available for restricted duty work.  
Physical Examination – The Company may at anytime require that the Employee be examined by a health care provider of the Company’s designation, in accordance with all applicable laws.  The Company will pay for the costs of the medical examination.  
Compliance with Company Policies – While on leave of absence or while on restricted duty, an Employee is expected to comply with all Company policies, rules and Standards of Conduct.
No Guarantee – The Company does not guarantee the availability of any restricted duty work to those Employees who are eligible to participate in this program.  Further, Employees who are assigned to a restricted duty job have no guarantee that their TMD job assignment will exist for the duration of their medical leave under this policy.  
Restricted Work Availability – The Company is committed to accommodating Employees who return to work with restrictions, medical and otherwise.  However, limitations must be stipulated in order to ensure the long term stability of the business and those it employs.  Further, the Company recognizes its obligation to balance the needs of those Employees who do not have restrictions with those who do.  Therefore, the following guidelines have been established:
· Jobs will be modified when management determines such modifications are appropriate. 

· The maximum duration of a restricted job duty is 12 weeks or 480 hours, unless an extension is necessary to comply with applicable laws or management determines that such an extension is appropriate.  

· If an Employee is eligible to receive a TMD assignment, but one is not available, then that employee will be placed onto a TMD waiting list.    
· Once an Employee has exhausted his/her 12 weeks of TMD, management may grant the Employee an extension of the TMD assignment.  Determining whether the Employee receives another TMD assignment would be based on such factors as:
1. The availability of a TMD position, 

2. The needs of the business, 

3. The Employee’s restrictions,

4. The Employee’s past performance and

5. Applicable law.
· Restricted duty also ends when the individual is released to return to full duty, laid off, reaches Maximum Medical Improvement (MMI), the Employee’s restrictions become permanent or the Employee otherwise becomes ineligible for this program.  
· When an Employee reaches maximum medical improvement (MMI), he/she will undergo a functional capacity examination (FCE) to determine whether or not he/she is able to perform the essential functions of his/her pre-injury job.  When management determines it to be appropriate, a “Work Hardening Program” may be initiated to help ensure the long term employability of the Employee.  
· Additional TMD positions may be created at management’s discretion based on needs of the business or in order to prevent a work related injury/illness from becoming a lost time claim.

Applicable Law – This policy shall be administered in accordance with applicable law.

Medical Information – All medical information will be held in confidence in accordance with ADA, HIPPA and other related regulatory and legal requirements.
Coordination of Benefits – To the extent that any Employee is receiving compensation from the Company, other sources of benefits such as short-term, long-term disability or Workers’ Compensation benefits, will be reduced in accordance with the terms of those plans. 

Further, if an Employee’s health care provider releases the Employee for available transitional work and the Employee chooses not to participate in the program, the Employee may not be eligible to receive other sources of benefits such as short-term, long-term disability or Workers’ Compensation benefits, Company sick time, Company Vacation time, etc.

No Employment Contract – Just as with other polices, this TMD policy for return to work does not create any contract of employment between any Employee and the Company.  Any Employee has the right at any time with or without cause to terminate his or her employment, and the Company retains the same right.

Layoff – Employees on restricted duty are subject to layoffs the same as all other Employees.

Pay:  WORKERS’ COMPENSATION:  Employees will be paid their current rate of pay when working TMD, unless required to do otherwise by applicable law.  

Pay:  OTHERS MEDICAL LEAVES:  Employees will be paid the prevailing rate of the job the Employee is assigned to perform, unless required to do otherwise by applicable law.  
Overtime – Employees on restricted work will not be eligible for overtime unless their medical restrictions specify that the Employee is permitted to work up to ___ (12?) hours in one day.  
Failure to Return to Work – Failure to return to work when a restricted job position is made available to an Employee will be treated as job abandonment unless applicable law dictates otherwise.
DISABILITY CONSIDERATIONS

Should management determine that an Employee has become disabled from his/her injuries or illness, as defined by applicable law, then management will take the steps it believes to be appropriate in order to comply with such laws.  (i.e., Interactive Process, possible further job reassignment, etc.)
PROCEDURE:

1. An Employee who has been released for restricted/temporary modified/transitional work must immediately report to his supervisor or to the Human Resources Department with appropriate medical documentation.

2. Human Resources will confer with the Employee’s supervisor regarding the Employee’s work restrictions.

3. Temporary modified duty will be awarded on a “first come” basis provided that the modified duty assignment or job restructuring available is within that Employee’s restrictions.

4. If modified duty is not available or within the Employee’s restrictions, then the Employee will be notified accordingly by Human Resources.  

5. The Employee must maintain regular contact (every 30 days, unless required to do so more frequently) with Human Resources regarding the status of his/her recovery.  

6. All restriction modifications must be immediately reported in writing to Human Resources for future temporary modified duty consideration. 

The Employee is expected to communicate any difficulties or concerns regarding their modified work assignment to his/her supervisor and/or Human Resources immediately. 

7. TRANSITIONAL JOB FOR:  ____________________________________

The following transitional work duties have been provided: _____________________________________________________________

_____________________________________________________________

_____________________________________________________________

Date TMD Begins: _____________________________________________

Hours of Work/Shift:____________________________________________

The duration of this transitional work placement is initially for ___days.  Ongoing assessments and evaluations of this placement will determine whether this time frame needs to be decreased or extended.  

The maximum duration of all transitional work is limited to 12 weeks or 480 hours unless an extension is necessary to comply with applicable laws or management deems such an extension is appropriate.  

If your health care provider releases you for available transitional work and you choose not to participate in the program, you may not be eligible to receive other sources of benefits such as short-term, long-term disability or Workers’ Compensation benefits, Company sick time, Company Vacation time, etc.

______________________________________________________
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