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Navigatingthe FMLA, ADA
& WC Triangle

The Triangle

= Employers are often faced with cha'lenging
employee scenarios because al least three
separale laws are impticated
* The Famiy and Medical Leave Act
+ The Americans with Disabifties Act
+ Workers' compensalion laws

________ Babarphiynsen

Purpose
* Prohibits * Sets minimum * Provides for
discrimination leave standards payment of
compensation;
rehabilitation
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Let’s Get Warmed Up

TRUE

or FALSE 3

» Part-time employees are not eligible for FMLA leave

+ Like vacation, employees must ask for FMLA leave if they want to use it

+ Two weeks off work due to a work-related injury is also considered FMLA
leave (assuming the employee is eligible)

» FMLA leave has to be taken in a lump sum of 12 weeks

T
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Let’s Get Warmed Up

TRUE

L)

or FALSE 3§

» Employees on intermittent FMLA leave can be required to bring a doctor's
note after each absence

= An employee who cannot return to work after their FMLA |eave has expired
can be terminated

» Employees who take intermittent FMLA leave can be rated "unreliable” on
their performance evaluations

+ An employee can be required to exhaust paid leave while using FMLA

Family and Medical Leave Act

* Provides eligible employees of covered employers with
unpaid, job-protected leave for specified family and medical
reasons

+ Eligible employees may take up to 12 weeks of leave in a 12-
month period for certain identified, covered reasons,

including...
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Family and Medical Leave Act

« Birth, adepticn, or placement in foster care
of child
* Provide care for a seriously ifl child, parent,
or spoute
General » Serious health condition of employee
Provisions - « "Qualified exigancy” (emergency) due to call
Upto12 or order to active duty in covered military
weeks per jenfce
R » Note: A “child™ under the FMLA (but not for
Y servicemember Ieave] includes relationships

that are not legal of bislogical (e.g., unmarried

and p ) and for in loco parenti
“parent” does nat have to provide day-to-day
2nd finandal suppart
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FMLA - General Provisions

Fedll

= Up to 26 weeks of leave 12-month peried - Servicemember
= To care for child, parent, or spouse wha is a covered servicemamberand suffered a
serious injury or ilness in the Fne of active mitary duly

+ Whao s efigible?
= Company must have 50+ employees within 75 mies of work site

+ 12 moniths of service (nol necessarily consecutive) — you must count time employee worked

asatemp
+ 1,250 hours worked in previous 12 months
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Family and Medical Leave Act

Eligibility Workweek” Is the employee’s “usual or normal schedule”
—how (hours/days per weak) prior to tha start of FMLA leave
much is )
12 weeks?  Determining the "workwaek” Is most important when calculating
Intermittentor reduced schedule leave

Qvertime worked on an “as needed basis” not part of the usual
or normal workweek, or is voluntary, is NOT counted to
ca'culated amount of leave entitlement OR charged against the
employee’s leave entitlement

If schedule varies from week to week, use a weekly average of

hours worked over 12 weaks prior to beginning of the leave to

calculate leave eligibiiity
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Family and Medical Leave Act

* What is a “serious health condition?”
« In-patient care, or
+ Continuing treatment by a health care provider
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Family and Medical Leave Act

= Calegories of "Serious Health Condlons®
Hospial care (in-patient)

+ Absence plus lreatment

Pregnancy {any period of incapacity

or for prenalal care)

» Chronic condlions requiring 2+ realments
per year (e.g., asthma, diabetes, epZepsy)
Permanentiong-lerm conditions requiring
medical supervision (i.e. Alzhe!mer's or a
stroke, where lrealmenl may not be effective
but continued care is needed

Mulliple trealments (non-chron’c conditions)
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Family and Medical Leave Act

“Continuing Treatment”

I

* Mustbe »Treavrant 2 * Must see HCP * Mustvisit HCP
incapacitated Gmes within 30 within 7 days of In person®t*
for more than 3 days of the First firstday of (subsequent
consecutive, dayofthe Incapacity treatrment can
full calendar incapicty stil be regimen
days {urless of continuing
extensating trestrment like
circumstances) prescription
drugs)
_— = oo e e aenb et e s Sabatp AR A
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Do You Know?

Vihich of the following conditions might be considered a “serious
+ health condition” under the Family and Medical Leave Act and/or
| be a qua'ified reason for FMLA leave?

s Anemployee’s migraine headaches

i = Aspouse’s foot surgery

= A pregnant employes’s morning sickness

<y

ey employee's request to take a week of vacatien because ber fatherls
H having g2l Bladder sugery

11/25/2025

13

Do You Know?

| Which of the fo!—fdwir\-g condtions ﬁh’l?:‘e;n?fdaa 2 "serious |
| health condition” under the Family and Medical Leave Act andfor |
: be a qualified reason for EMLA leave? i

i ® An emplopee’s child needs allergy shots, and sa the employee must
lexve work early ever Friday for the next faur weeks

* Chranicinfection for which emplopee is ot prasently incapacitated, but |
rrust go to 3-4 dector'sapy wents per year |

* An employee’s daughter wha is unmarried, suffers complications fram I
§ her pregrancy and [s hospitatized for one wee
)

= Anemplayee’s work-related injury that readers him unable to work for
slrweeks
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FMLA Leave

+ Entitlement
* Most leave may be taken on
intermittent or reduced
schedule basis
* Employment Prolection
+ Relnstatement lo original or
an "equivalent” position
* Insurance Benefils
+ Continued as ifthe employee continued to
work (can require lo pay premiums)
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The Americans with Disabilities Act (ADA)

+ Proh’bils discrimination against disabled
persons (physical or menlal disabifities)

+ Employers required lo make "reasonable
accommodalions” unless it causes an “undue

11/25/2025

hardship®
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The Law ADA
Q pa
et .

Adwstiskas with (oo abdives A5t ADS
= Prolibits elseriminatisn 85ainsl quaiied bdlviduals wih
a giaphy

- The tow requires employeis lomake e e e
far disated bakisous 25 long BS there

{oatmeme
Is 3 Lndue bardshp I 9 buriness; po direcl vealof
harm 1o B Individuel of ihars; of ro lundomartal
elerelien of the busess.

= Gotlis |9 ereate [evel playlag fatd for "disabled”
employees of epplicenls.

~ Emphasis ea whal hdfirideals caa ¢ - pol o Emiadions,

S ————— VYRR
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The Americans with Disabilities Act (ADA)

Definition of “disability” under the ADA

+ A physical or mental “impairment” that substantially limis one of more major life activities
+ Having a record of such impairment N

+ Being regarded as having
such an impa‘rment

e T = LT Te)




The Americans with Disabilitie

s Act (ADA)

“Ma

» -b;c;udes "aperation Mm:fgr bodity functions™ (L.e_.};heus. hsthAb«oo
pressure, epilepsy and asthma)

“Disability”
= Impaument that is eplrodic or I recnissionis a disability Il it weuld
btanbially Fmit a major hfe actrty when acti

11/25/2025
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The Americans with Disabilities Act (ADA)

i “Mitigating Measures” i
~ Evaluate disability without regard Lo hearing aids, medications, medical
supplies, prosthetic devices, etc. :
* Exception: ordinary eyeglassex/contact lenses (0 correct miaor sight
i “Regarded As” i
Lrserserenrernrssrnanasnisanins e bbinnnestrannantasesininnsiesnnranansseed
~ Emplayeemerely is required to estabfish discrimination because of an
actual er parceived ph 1 er mental i {even if not a disability]
= Unless such inpaimment s Uaasitary (fasts 6 mas. ot less)

2

0

Could these be ADA-Qualifying Disabilities?

Diabetes Cancer

Vision Impairment
that requires
Epidepsy reading glasses
(magnifiers)

sesses GabaghipLcan
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So, Who Is Disabled?

Virtually Everybody'

\ i

" P T

fabarphinpan
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“Otherwise Qualified”

Being disabled is not enough...the
individual also must be gualified

Duty to Acconﬁnodate (ADA): When Triggered?

The Company has a duly to initiale the process
if the employee’s disability is known or epparent.

- Employee lells the Company
+ The Company otherwise becomes aware of

by its own observation.

the condillon, such as through  third party or (DUty t Repﬁﬂ

Favaphipicen
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ADA Reasonable Accommodations

Two general requirements:

+ The Employer has duly lo engage in a Umely,
good faith interactive process.

- The Employer has duty lo provide
reasonable accommodations in
appropriala circumstances,

11/25/2025
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When to Start the Interactive Process

]

Initiate the interactive process when the employee’s
disability is known or apparent. For example, when:

= Employee requests an accommodation

* Employee presents doctor’s note with work restrictions
* Employee exhausts FMLA leave

= Employer othenwise becomes aware of need for
accommodation through third party or observation

bt - e et e e
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ADA Reasonable Accommodation

+ When is an accommodation
unreasonable?

+ Whatis an undue hardship?

+ Issue of "direct threat” to hea'th and
safety of the disabled individual or to !
others

L i i Mg sia
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ADA Accommodation

Accommodation Process

+ Analyze job and essential job functions

+ Consult disabled EE and appropriate professionals to determine precise job-related Emitations
caused by disabily and how can be overcome with reasonable accommodation

+ In consut with disabled EE and hea'thcare or other professional, identify polential
accommodations and assess effecliveness of each

« Consider preference of the EE and select accommedation most appropriale for EE and the
Company {current job with accommodalion; arother open position; leave to aliow time lo
recover/sirengthen so can perform essential job funclions)

= Ifunable to provide accommodation, advise EE of reasons and be able lo support conclusion
with specific FACTS, not vague generalizations and assumptions

(DOCUMENT EACH STEP OF THE PROCESS!! ]

11/25/2025
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Requests for Accommodations?
- + EE leaves mid-sh'ft saying, 'l need lo
leave. | need lo leave right now,” without
any reason
* "My feet hurt®

= “I need a shorler route through the
slockroom because the olher way Is loo
long and diffic’t with my leg problems”

“I just cannot stand for 8 hours anymore”

Fabarghimpa can
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Requesting Medical Information

e

g May request medical ]' . Ifunclear, may seek !
documentation and H } clarification and give i
&= information | 4 reasonable time to obtain |

nature and duration of
restrictions

by o uf
.:"‘ Different inquiries than
(5? under FMLA

Not necessarily entitled .
to know diagnosis H

e e el LT LTI
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Ohio Workers’ Compensation

* Provides for payment of compensation and medical senvices for work relaled injuries andfor
occupational diseases
* Must arise In the course and scope of employment
+ No other requirement
+ Covers all employers and employees
+ Types of Compensalion
+ TID
Wage loss
PPDfioss of use
Living maintenance
+ PTD

el TUTSML P
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Ohio Workers’ Compensation

+ Continuous ard/or intermittent leave is pot required
* But law protects against retaliation

* BUT -- employee may be entitled to compensation if unable to retum to former position of
employment
+ Employers often consider ight duly assignments lo avold lemporary lolal disabifty benefits
and/or wage loss benefits

s s ettt b oot et < 4 ettt setmenn s o et eere. ik arphilly RenEy
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Covered Employers

« Emplayers M * Employers * Allemplayers
with 15 or with 50 or "
more mare

employees g employees

et e et s e s e e fabarg b n gam
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Eligible Employees

* Qualified » Employee who » All employers
employee or has worked one
applicant year and 1,250
hours; 75 mile
rule

11/25/2025
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What Triggers Protection

» Disabllity - haeing an » Emplojen or lamily o Awirlrefated Lty
Trpairment, having member’s serious er cecupstisnal
had a0 Impairent, hzaith conditizn, discase
of belng regarded as birth ef adeptiza
havingan
brpatament

5 o) 2 ]

L e

Medical Leave -- CONTINUOUS

* Reasonable = 12 weeks of + None - but see
accommeodation leave - RC.4123.50
V. concerning
undue hardship protection from
retaliation

W Y -

o abagbipresn
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Medical Leave -- INTERMITTENT

-@l

¢ Raasonable ,
leave RC.4123.50

| accommedation
l ' H concerning
undue hardship protection from

B e TTC LTIy
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Family Leave
werditenercire
fer pembacn chid,
| adopted or foster
e e - R S T —
38

Medical Certification of Disability/Condition

B No prohibition —

» Job-related or * "May” require
consistent with must submit
business medical proof to
necessity receive benefits

s Dabarphiipscan

13



Time Limit

od

Y. Temporary total ‘

.= None—
. reasonable year . and wage loss
' accommodation fssves

and unduz

hardship a
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Light Duty or Restricted Duty
* Maybereasonable o focusisen " Lossof tetal
sceemmadation pasition at Eme of disability beneftg -
reguest for leave; but may be ellgible
cannot require fervage loss
fetuzn to Fght duty
e e e S - -~
41
What Type of Leave is an Employee Entitled To?
n?>
- I
o'\
Fa 8
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Scenario One

John has been out on FMLA
leave for 10 weeks. He has two
more weeks of leave left and

lans to return. The week before

is to return to work, he submits

paperwork from his doctor
indicating that he needs an
estimated additional 3 weeks of
leave. The Company does not
have a oli%ﬁromlng additional
leave aiter FMLA leave. You
terminate when he exhaust his
FMLA leave.

{ e /s thr;'s— .I.awfuf ?

Eataphifpusen
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Scenario Two

‘Bryan has been employed for 2 years as a laborar
in the service department. After the conclusian of
his probationary perod, Bryan's attendance

became a problem. He's frequently late for work
and often comes in carrying a “fancy” coffee drink.
i

Bryan was Fnaliy put on a3 performance plan
re'ated to his tardiness.

Three days after beirg placed on a performance
plan, Bryan comes to work with medical
documentation notirg that ke has incapadtating
migraines which may cause him to be absent for up
to 4 days a month and up to 8 howrs a day.

What do you do?

e e et e b St et et e e e et etems et g bisp b L RR
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Scenario Two Cont.

+ Since his approval for FMLA, Bryan's absences have only increased. He has:

= Is late or absent more than 4 days a month

* Appears lo be absent on Mondays (after the Guardians or Browns are in town) and/or
Wednesdays (after Tuesday bowling league)

= Was seen on TV at the Browns game when he was unable lo work

A S P P (NI NS S E S 1 ey Sapy
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Scenario Two Cont.

* Whal should the Employer do?
< Deny the time taken over the four approved days?

< Ask for recerlification for exceeding days listed by provider?
% Ask for recerification for olher reasons?

FadarghiTpecam
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Scenario Three

You recently hired a new plant
employee, and yesterday he told you
he just found out he has cancer and
needs several weeks off work for
treatment. Under the FMLA, the

Company must grant his leave
request.

s True or false?

s labaph s cen

True/False

Employees must
always give 30 days
notice of FMLA leave

T T

16



Scenario Four

1

* You have two employees In the shipping depariment.
One employee is out on FMLA leave to care for his chitd
who has leukemia and will be out for at least ancther 8
weeks,

Now the other employee lelis you that he is going to
need to take FMLA leave infermittently lo care for his
mother, who has Alzheimer’s (even though he has 4
siblings and 3 in-laws who do not work).

Can the Employer deny the intermitient leave request
because it causes an “undue hardship® (i.e., leaves the
shipping depariment with no employees)?

el PUPE PPy
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True/False

depariment to beller accommodale

s An employee on intermittent FMLA
leave can be transferred to ancther
the unp'anned absences.

True or False?

fadarzbivpecem
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Managing ADA and FMLA Absences

» IFnot FALA eligible or FMLA exhausled, an employee may be efigible for leave as a reasonable
accommodation under ADA

+ Determine whelher leave is necessary

« Maximum leave polices need flexibifty (i.e., extend maximum period as a reasonable
accommodation under the ADA)

e e Faharp i u cam
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Test Your | owlnge

e ¥

Under the ADA, an ‘indefinite" amount of leave, if medically
necessary, [s considered a "reasonable accommaodation.”

True or False?

Fabaghimpneen
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Test Your Knowledge i
F ®

‘| need a closer parking space because lhe employee lot is too
difficuit with my leg problems” is an accommodation request under
the ADA. E

True or False?

S —————— e e g e e e e Padanbigicen

53

Test Your Knowledge i
¥ > ‘5
X7

May an employee work anethes job while out on medical leave?
True or False?

e RIS — st s T
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Test Your Knowledge

To comply with its obfigalion to provide a safe workplace, employeas
can be required lo provide a Iist of al medications they are laking
during working hours.

11/25/2025

True or False?
55
Test Your Knowledge
P
¥ -

If an employee is reassigned lo a lower pay graded pasition as a
reasonable accommodation under the ADA, the Empiayer must
pay the disabled employee the rate she or he was earning in the
prior job.

True or False?

Sy - e == o

Test Your Knowledge

Under the ADA, an employer wha provides leave as a reasonable
accommodation is required lo return the employze at the end of the
leave to the same position held prior lo leave, or lo an equivalent
position with the same pay and benefits.

True or False?

e e e Babarptidpncam
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Scenario Five

You are meeting with Jennifer to discuss
some allendance issues and are giving
her a written warning for excessive
absenteeism. During the conversation,
Jennifer explains that she has been
baltiing depression and anxiety and
some days js not able lo work. Jennifer
explained that has been following with a
therapist but has not presented any
medical documentation.

e =
* Does Jennifer have an FMLA-qualifying serious
health condition?

* Does the Employer have to “erose” the obsences
os g reasonoble accommodation under the ADA?

= EatasphTpacen
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Scenario Six

Jimmy, an operatons supervisor, nad
backsurge:y last year. Two months agm
in a casual conversaton between
of you, Jimmy told that aﬁerh is
sur ery he was icted to the pain

ica e was qmc.k to assure you
1hat he had received help and had
complelely recavered fram his addiction.
Recentiy, Jimmy seems to be acL\ng
differenlly. He's more forge
sog‘»ﬁt:ngsak;.cks d'azed and fused'.
and has been armivin
You're concemned for %ss salely andthe
safety of other employees.

{ * What should you do?

Badarptitipncan
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ADA & FMLA Leaves, Intermittent Absences and Job
Restoration

~ Oabacphpucen
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FMLA Intermittent/Reduced Schedule Leave

| Required to grant intermittent or reduced schedule leave
when medically necessary for:

« Employee’s or family member’s own serious health
condition
« Qualifying exigency related to military obligations

11/25/2025

— e Gabaghprran

Managing FMLA Intermittent Leave

-~

Foreseeable
+ Require 30-days advance notice and, if not given

« Require employee to explain why such notice could i
not be given

Unforeseeable ‘6
« Utitize nolice requirements of allendance policy J

= "As soon as praclicable®but . ..
= Employee must comply with employer's usual ]

and customary call in procedure, absent unusual
circumstances
Eabapbiyaan
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Managing FMLA Intermittent Leave

« Temporarily transfer to available alternate position if
position better accommodates leave than the employee's
regular job

+ Equivalent job duties not required

» Company must provide equivalent pay and benefits

» Must comply with ADA

Taphitpecan
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Managing FMLA Intermittent Leave

Identify the  Review patterns of absences
Problem Child

Recertification as appropriate

Extreme situations - Investigator

e eees Dabapbiprcam
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Managing ADA Absences

+ Sporadic or reduced schedule
* Is regular altendance Is essenlial job funclion?
- Is permitting absences reasonable accommodation?
+ Will permilting absences resull in *undue hardship?*
* Consider:
- Whether employee or designee fotowed Company procedures
+ Whelher absences have been or are expecied lo be "unreasonably unprediclable,
repeated, frequent o chronic®

+ Whether excusing absences would be an undue hardship

Managing ADA Absences

+ Job Descriptions
* Suggested for every position
* Must bz accurate
+ Identify *essential” functions, including attendance as appropriate
* Consider descriplion when assessing employee's ability to do the job

I Y T
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Managing WC Absences

Illlllhhum"hmmhmmﬁw

Uity 1 papments bor TTD and moge e
0 bemets e oG
Suvasiy doned $ e b2 5 yeus

Ught T syrona! Dty
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Wetamiora! rebatten e
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Managing ADA & FMLA Absences

aenne
sreallOT3y

7
+ Attendance Poficies po'lice

+ Absences exempt from po'icy, e.g., those memb
protected by FMLA and Lhe ADA ol-i

« Assess employee's own hea'th-related L ’i,é’tem ;
absences nol only under FMLA but the ) o
ADA . governipe

e

» Remember WC absences may be covered by FMLA and/or ADA
« Reassess how policies are enforced — (excused versus unexcused; planned

versus unplanned)
+ Either way, absences may be prolected un'ess absences render
emplaoyee unquatified, absences are not reasonable or olhenwise present
an undue hardship

—— Bataphipesen

68

Managing ADA & FMLA Absences

* 12 weeksunpaid leave

« Designate FMLA lesve to run concurrently with other leaves (Inchuding
workers’ compensation!)

» Donot count absences aga'nst employee

* Nosetperiod of leave -
+ Perform individua'ired assessment ta determne how much leave s
necessany and whether it would be an unduez hardship to extend leave

* No paperworklegally requited, but eritical

N phiy

69
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Managing ADA & FMLA Absences

+ If nol FMLA elig'ble or FMLA exhausted, may be eligible for leave as a reasonable accommodation
under ADA

+ Defermine whether leave is necessary

+ Maximum leave pofices need flexibilty (i.e., exiend maximum pericd as a reasonable
accommodation under the ADA)

CNINH

et i e — —_— i GbarpbiTpasan

11/25/2025

70

Managing Job Restoration

* Return employee tosame a'_eaf.lfﬁl-ént position
» Ensure all pay and benefits restored to same level

ADA

o If FMLA doesn't apply, return employee to same or
equivalent position as reasonable accommodation
assuming no undue hardship

e Eadaphifpacem

Managing Job Restoration

= Give wrilten notice of leave expiring
+ Advise employee that FMLA is going to
expire and sel expectations on folow-up
« Do not automatically terminate al the end
of FMLA leave if employee is out for own
serious hea'th condition
= Seek input on whether employee will
require any additional leave, and if so,
set expeclations on follow-up and
needed suppor for continued leave

oo TR o L D S— - TR
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Managing Job Restoration
FMLA Fitness for Duty Certification (FFD)

11/25/2025

» Simple release that employee is fit to return to work
« FFD requirement idenlified in designation notice
+ Address ability lo perform essential job functions
+ Provide those functions ta the employee when the employer provides the designation
notice
= Employer may clarify and verify FFD, but no second or third opinions

+ FFD not permitted after each intermittent leave absence, but FMLA
+ Allows employer to require FFD certification every 30 days if the employee has used
such leave during that period and
+ “Reasonable safely concems exist regarding the employee’s ability to perform job
(high standard]

73

Managing Job Restoration
ADA Fitness-For-Duty Certification

« FMLAFFD release may be sufficient

+ Independent basis needed for ADA FFD that requires medical inquiry or exam
« Direcl Threat to Employee or Others

« Used for Reasonable Accommadation reques!

+ Opporlunity lo seek healthcare provider's input on accommodations

74

RECAP: Interplay of the FMLA, ADA and
Ohio Workers’ Compensation

e e et et st remeeesems. o barg by La 2
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Employer/Employee Eligibility

+ Employers with 50+ employees

* Employees with 12 months of service,
FMLA worked 1,250 hours, and 50+
employees work within 75 miles of the
employee’s work site

* Employers with 15+ employees
= “Qualified” employees (and applicants)

11/25/2025

Workers'
2 * All Ohio employers and all employees
Comp.
T S SR - Ry oo
76
Definitions

* “Serious Health Condition”
FMLA * "Qualifying Exigency™

+ “Qualified Disabifity”

Workers'

* “Compensable Injury”
Comp.

- SOSRRSSTUSSMEUE S S—— PSP
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FMLA Definitions

A Serious Health Condition

« Illness, injury, impairment or physical or mental condition
involving either in-patient care or continuing treatment by a
Hcp

Qualifying Exigency
* A qualifying emergency situation arising out of the fact that
the employee’s spouse, child or parent has been called up to
active duty with the Armed Forces, including the National
Guard or Reserves, in a foreign country

78
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ADA Definitions

Disability
* Physical or mental impairment that substantially

limits a major life activity (seeing, hearing,
breathing, walking, etc.)

* A record of such impairment
* Being regarded as having such impairment

—— Baraphislpecen
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Workers' Comp. Definitions

A Compensable Injury
¢ Anillness, injury or disease sustained in the

course of, and arising out of, the eligible
employee’s employment

— presm

Entitlements

| = 12 or 26 weeks of unpald leave (right to
substitute paid leave)

¢ Continved Insurance benefits

* Reinstatement to same “or equivalent™
position

= Reascnable accommoedation

o If dation is leave, employ
entitled to return to the same job (not
equivalent)

Workers’ « Consistent treatment under
CO m p employer’s leave policies

Fadephispncem
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Employer’s Right to Medical Information

= Limited to HCP certification contents

* Compary represeatative (other than the
FIVILA employes’s direct supervisor) can contact
emplayea’s HCP aaly for authentication or
clarification of the HCP certification

» Based only ca legitimate, business [reed to
know) basis
* Must lo'low “pre-employment,” “post-offer™
and "curreally employed” medical lnquiry
guidetines
s Emplayer may contzct employee’s treating
n

* Entitled 1o records related to treatment of
the aflowed cleim conditions

* Workers'
Caomp.

In all cases, medical information is confidential

[RRIER— N ]
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Practical Pointers for Managing Leaves

Eadacphafpucam
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Final Scenario

= Meet Dale

+ He was recetly bied in September and you noficed Lhat Dale has wern 2 bazk
brace since the stad of Ws employment.

* In Otcember, Dale reports a low back injury al work afer (afing. He finished
the day and did nol seek Immediale realmenl. When repoding the incidenl,
Da'e cascaly rofes Phal he has a bslory of back pain and pricr work INjurles
irwaiving bis back.

+ Dale p‘essf_& 2 the ER the following dﬁ a°d teparts injuring s elbow and
lewr back by cennection wihh the worlk incidenl. He [es a WC clam which s
recogized far a fow back stein and elbow ceslusion,

11/25/2025
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Final Scenario Continued

+ Da'e continues working untl a pre-planned vacafion a few weeks
later. While on vacation he has an Unre'ated medical issue that
invoives a brief in-hosptal stay and surgery. Ths incident causes
Da'e to miss two months of work.

< In Februwry Dale beg'ns chemotherapy fora cancer diagnosis that
was made the year before.
= That same month, Da'e 2'so begins treating with a BVWWC provider for

his bacicand ebow. Those treatment records document Dz'a’s report
of increased low back pa'n with Lhe onset of chema,

—
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Final Scenario Continued

« Dale submits a Medco-14 in his WC cfaim with significant o2 “
lifting and hourly restrictions thal the employer is not able 4
lo accommodate.

+ Medical records in the WC claim also documenta
significant pre-existing history of chronic low back issues
that reportediy fiare-up every six months.

Where do we even start?

s s e e abarphllipLcan
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QUESTIONS?

Fabapbitpacen
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THANKS

For Joining Fisher PRTps

< Meghan Delasey
Patees, Fiber Py
delare) @Fshetitpsem
A wanazns
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