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Devolving a Disability Management Program

There are seven steps to building a Disability Management Program

1) Obtaining commitment;
 "Establish a long-term commitment from management and unions to the Disability Management Program. To put such a program in place, an implementation team, with active participation and involvement from stakeholders, may be a useful mechanism".

2)  Obtaining an assessment;
 "Analyze the workplace to identify the accident/illness history and current return-to-work practices. Based on the findings, determine the level of support required for program implementation, identify areas of concern, and establish a baseline for tracking the program's success".
 There is always a good idea to keep questions in place and asked every few months to try to keep on top of things. 
 We will implementing a more productive health and safety team which we have a Chair member who will conduct meetings monthly also it will be a manitory meeting every few months for every employee/employer to attend.

3) Obtaining resources;
 "Dedicated resources are critical for the success of any Disability Management Program. Selecting appropriate human resources with input from the implementation team is often helpful and is encouraged. Refer to the disability management work descriptions for a range of organizations of different sizes".
"Within a small department or agency, disability management usually reports to a senior manager (such as Director, Director General, or Chief Operating Officer) and is resourced by a sole service provider and specialist advisor. Specialist services are provided to support managers in fulfilling their accountability for disability management, including, but not limited to, the Return-to-Work Program and Employee Workplace Accommodation (EWA) Program. Policy and program advice is provided, and a range of return-to-work and EWA cases resulting from disability, injury, illness or special needs is coordinated".

4) Developing a framework;
 "A framework will outline the department's approach to disability management. Specifically, it will outline policies and legal obligations, define clear roles and responsibilities, and clarify program expectations. It is important for the framework to show how there will be consistent access to prevention, accommodation and support for recovery services".
 Would implementing a more through policy statement
 Put in place a goals and objectives
 


Also review Roles and Responsibilities 
 Methods of program evaluation every few months of each employee that is employed with us.  To keep track how the employee's are doing and to see if there is advancement in pay or how they are doing in the job.  Also during a review ask for feedback from the employees to see if there needs to be improvement collect their ideas as they are the ones working on the floor everyday.  They may have insight to help keep this place safer which the employers and myself might not be aware of.

5) Building a collaborative team-based management;
 "An integrated team requires the appropriate supports to facilitate effective disability management.
Models vary depending on the size and location of the organization. The spectrum of available services needs to be understood by, and easily accessible to, the members of collaborative team".

6) Building capacity through training and awareness; and
 "Training
Managerial, employee and committee training is vital.
Awareness
Access is enhanced when everyone is aware of the programs and services available. Sound communications plans are an integral part of disability management".
 "A campaign, undertaken with the support of the unions, giving all employees information that can be easily understood;
General information on disability in the workplace, provided to all new employees as part of orientation;
Stakeholder support, built through the sharing of information;
Visible and active support by senior management that demonstrates ongoing commitment; and
Dedicated financial and human resources".

7) Measuring results.
 "Internal departmental mechanisms need to be in place to gather timely, relevant and reliable information for the continuous improvement of outcomes.
With ongoing monitoring and evaluation, continuous improvement can make the program more responsive and effective.
"The goal of the Government of Canada is to have a sustainable workforce that is renewable and affordable over time."
—People Component of the Management Accountability Framework, Outcome".






Accommodation

1) 	Duty to accommodate
 Determine what barriers might affect the person requesting the accommodation;
Explore options for removing these barriers; and
Ensure that information requests are constructive and respectful of privacy and confidentiality.

2)	 What is a bona fide occupational requirement?

"Step 1: Establish a Rational Connection
Was the requirement adopted for a purpose rationally connected to the performance of the job?

Step 2: Establish Good Faith
Did the employer adopt the requirement in an honest and good-faith belief that it was necessary to the fulfillment of a legitimate work-related purpose?
Why was the standard developed?
When and by whom was the standard developed?
What process was used to develop the standard?

Step 3: Establish Reasonable Necessity
Is the requirement reasonably necessary to the accomplishment of that legitimate work-related purpose?
Were alternatives to the standard or requirement considered?
If so, why were they not adopted?
Must all employees meet a single standard, or could different standards be adopted?
Does the standard treat some more harshly than others?
If so, was the standard designed to minimize this differential treatment?
What steps were taken to find accommodation?
Is there evidence of undue hardship if accommodation were to be undertaken?
Requirements and justifications under the Canadian Human Rights Act:."

3)	 Accommodation process
4)	 Duty to accommodate: Roles and responsibilities
5) 	Accommodation options
6) 	Promising practices








Return To Work Plan

 If Jake Flatman plans on returning to work at the job he was injured at there are precautions that would have to be met. how well his arm heals to be able to weld again by able to use his arm/hand to hold the tools in order to complete the job without assistants. Also with his leg having to be amputated and be given a prosthetic leg. Jake will most likely need to use a wheel chair for a long while until he can get a prosthetic leg and then will then be learning how to walk again with the prosthetic leg.  


 The implementation requirements would have to meet the return-to-work for absences by going to doctors appointments.
 With this line of work being a welder and he does not meet the requirements with out aid to be able to perform the tasks that he has been given at work to complete. He may not be able to work there.  Unless there was a position for a desk job then maybe he could get trained in that department and would not have to find another job or go on disability. 


 Jake would have to put into a disability program funded by the government until he can (if he is able to) return to work.  Ontario is lucky to have such great programs out there for these type of things.
 There would have a be a signature of the employee and the employer. 

1) Establish Ongoing Communication Arrangements
 There would have to be good communication between the employer and the employee for Jake’s return to work.
 There would need to be respect and understanding for Jake (the injured employee).

 "Provide the employee, in writing, the name, address and phone number of any workers' compensation contacts and/or disability insurance contacts, outline the process for the employee, and make sure the employee has all the necessary forms".

 We would need to explain to Jake  "the return-to-work process. Let the injured or ill employee know about any transitional employment opportunities, both initially and throughout the recovery process. Assure the employee that any work duties will comply with restrictions and/or limitations identified by the employee's health care provider".

 We need to maintain good constructive supportive system throughout his recovery process.  As well as he is about to return to work. 
 We would be taking the advice of the doctors for when Jake could return to work with the up must respect as we would not want Jake to start work without healing to his full potential.



2) Seven Principles for a Successful Return to Work

     1) "The workplace has a strong commitment to health and safety, which is demonstrated by the workplace parties".

     2) "The employer makes an offer of modified work (that is, work accommodation) to injured and ill workers so that they can return in a safe and timely manner to work activities that are suitable for their abilities".
 If Jake is not able to work to what he was able to perform before getting hurt on the job we would then try to find a job that he could do to be able to still work for us.  Maybe clean up crew a maintance worker, paper pusher.  If not trained into any of these fields we will then get him the education he would need to perform these tasks if Jake decided to come back to work with us.

     3) "Return-to-work planners ensure that their plans support returning workers".

     4) "Managers are trained in work disability prevention and included in return-to-work planning".

    5) "The employer makes a timely and considerate contact with injured and ill workers".
 We will be keeping in full contact with his doctor and Jake doing follow ups to see how his recovery is going along.

    6) "Someone has the responsibility to coordinate an employee's return to work".
    7) "With the worker's consent, employers and health care providers communicate with each other about workplace demands as needed".

3) Promising Practices

 -Public Works and Government Services Canada
  This protocol is revised yearly that mandated by the government.  

 -Human Resources and Skills Development Canada
  "RSDC has established a National Disability Management Unit currently consisting of regional disability management advisors providing enterprise-wide services and a Corporate Disability Management Centre of Expertise. This unit has"
 Disabitlity management advisors have identified responsibilities and specific roles to maintain to.  There will now be in place a training program for new and current employees to make sure that they safety of themselves and others so things like what Jake went through will hopefully not happen again to anyone else.
 Will have posted up in the workplace in plain view a disability management intranet site. So any employee and employer gain access to anytime that they need to.
 -Correctional Service Canada
  For people who can not or have returned in awhile to work do to an injury will be accommodated or even brought the attention "o the joint return-to-work committee"

 -Canadian Human Rights Commission
 There will be a letter sent to Jake to indicate about his case.  If Jake does not want his case discussed  "t is depersonalized and key identifiers removed (gender, accident date, occupation, etc.) to protect anonymity. If the case remains identifiable after depersonalization, it is escalated to the next Return-to-Work Committee level for discussion".
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