
Supervisors & 
Injured Employees

Risk Management



Work-related or Non work-related



All claims will be investigated by the Workers Compensation Fund

Wcf will make the final decision on claim approvals or denials



How can i tell the difference between the two?

● An Injury which occurs within the scope or realm of the 
employee’s responsibilities.
○ What about horseplay?

● A Supervisor instructs an employee to do something outside of 
the scope or realm of their responsibilities.

● An injury occurs at a city sponsored events in which an 
employee will be compensated for their time…
○ Internal city/department activities or events.
○ PR events/employees are asked to assist or participate.

● An Occupational exposure, no specific date, time or location…
○ Prolonged exposures to certain conditions.

■ Repetitive motions, sounds, chemicals*
● An Injured volunteer at city sponsored events…

○ Must be an Official volunteer-approved by the city.

 

● An illness or disease
● Pre-existing conditions…

○ Personal (Past, present & future) treatments, 
procedures, surgeries or medical conditions

○ age, genetics or heredity*
○ Hobbies & second jobs or old employers

● An injury or illness which occurred outside of work*
● An event in which an employee’s wages will not be paid…

○ An Employee personally decides to participate in an 
event independent of the city.
■ Ex. 5k orem city run event

● An incident in which an employee is injured in a 
non-sponsored activity or event with co-workers…
○ Ex. Group of coworkers go boating over the weekend. 

Potential work-related injury scenarios
Contact Risk Management- fmla will not apply
(Excludes all pre-existing conditions)

Potential non work-related injury scenarios
Contact Human Resources- fmla may apply
(Excludes possible occupational exposures)



Things supervisors should know…
● Employees are not required to receive medical treatment if they feel they do not need it or want it.

○ supervisors can and should send an employee to be medically evaluated if the employee’s ability to perform their job* (over a reasonable period 
of time) has not improved or the supervisor feels the employee is a risk to themself, co-workers, the organization or the public*.

○ This applies to both work-related and non work-related scenarios, please contact risk or human resources to discuss.
● non work-related injuries will require a “return to work” form from human resources, work-related injuries do not 

require this. Workmed evaluations take the place of this form.
○ Return to work forms must be completed by the treating physician’s office and returned to and approved by the Human resource Division 

manager before the employee is allowed to return to work.
○ If there are ongoing concerns regarding the employee’s ability to perform their duties after they have returned to work, discuss the situation 

with Human resources and then, if necessary, request that a new return to work form be completed and updated by the treating physician*.
○ Never play doctor! If an employee has medical concerns or conditions, please allow a treating physician to make the decision on work related 

restrictions. Your responsibility is to simply comply with those restrictions.
○ Please involve human resources and/or risk management in all employee injury (ability to perform job) or prolonged illness scenarios.

● If the treating physician gives the employee work restrictions this means the employee can work and therefore 
disqualifies them from receiving workers compensation wages.
○ The employee can reject a light duty assignment and remain at home, however, they will not be paid unless they use their pto or sick time.
○ If the department cannot find a light duty assignment please contact risk management to discuss.
○ Do not tell the employee to simply “stay home for a few days”, instead, provide a light duty assignment and give them the option.



Continued…
● workers compensation wages apply if the treating physician told them that they cannot work for a 

minimum of (4) consecutive calendar days. (that includes weekends and holidays) 
○ The state requires the employee to use their own pto or sick time for the first (3) of those (4 )days.
○ The day of the injury will be considered a completed shift on their time card. Wcf considers day (1) as the day after the 

incident.
○ On day (4), wcf will pay them 2/3 of their wages. The employee’s benefits may cover the other 1/3 if hours are available.
○ Part time employees are not benefited. They would only get 2/3 compensation from wcf only.
○ If the employee is not allowed to work for more than (14) consecutive days, wcf will financially reimburse the employee the 

first (3) days*.
○ Time cards should be submitted blank to human resources. Hours on a timecard should only reflect actual hours worked by the 

employee.
○ WCF will mail checks directly to the employee, 1/3 (if applicable) will be direct deposited via orem payroll.

● Employees placed on light duty restrictions are required to attend all workmed follow-up evaluations 
until they are released to regular duty.
○ Any work-related follow-up or physical therapy sessions are considered time worked. Pto or sick time should not be used. All pt 

sessions must be scheduled during normal working hours. No overtime! Supervisors shall accommodate the pt schedule.



Work-related Non work-related



The Work-related injury “Supervisor” process made simple…
 1. Contact risk management. 
2. Provide a light duty assignment as per workmed instructions.
3. Provide regular follow up with the injured employee.
4. Adjust the light duty assignment as per workmed instructions.
5. When in doubt…refer to step #1 and repeat process.



Questions?

 Risk management contact– Jason adamson 801-360-6250
Safety specialist contact— Matthew Willard 801-229-7529



http://www.youtube.com/watch?v=pD-f45TbvEw

