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NEWSLETTER

MESSAGE FROM THE CHAIR

announce the key features of it to member
boards, as soon as it is approved.

In my last message, I reported to you that
Steven Parfeniuk had stepped down from
the SBCI Board, taking a position with
Sheridan College. More recently, Lori
Steacy has also left the Board of
Directors, taking a position with OttawaCarleton District School Board, a nonmember Board. On behalf of the Board of
Directors, I wish Lori every good fortune
and thank her for the insights that she
provided to us during her period of office.

If you have any questions, comments or
ideas regarding the Co-operative, please
give me a call or send me an email. Our
aim is always to improve the services that
we provide to you. I can be reached at
Gerry_thuss@hpcdsb.edu.on.ca or at
(519) 345-2440 x 330.

Mary Lynn Schauer, Superintendent of
Business at Renfrew County Catholic
DSB, has agreed to take Steven’s place on
the SBCI Board. Maura Quish,
Attendance and Disability Management
Officer at Waterloo Catholic DSB has
taken Lori’s place. We welcome you both
to the team.
I am also very pleased to announce that
Lynn Porplycia has been promoted to
Chief Operating Officer at SBCI. Lynn
will be responsible for service delivery to
school boards for all aspects of H&S,
Workers’
Compensation,
Disability
Management, Attendance Management
and Wellness. Congratulations to Lynn!
The Actuarial Department has just about
finished all of its year-end work for
school boards and school authorities.
However, after being a key member of the
Actuarial team again this year, Diyang
Zheng has announced that she is returning
to China to be near her family. We will
look for a replacement for Diyang in the
New Year – giving her time to change her
mind if actuarial jobs outside of Shanghai
prove difficult to find.
The SBCI Board and senior staff have
been discussing our Strategic Plan for the
next 2-3 years. Staff are now working on
details of the plan to present to the Board
at our February 4 Board meeting. I will

My best wishes for the Holiday season.
Gerry Thuss
Chairperson
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WSIB HEARING LOSS CLAIMS
We are seeing quite a few claims for noise
induced hearing loss (NIHL) these days.
Many are from retired employees but
some are for current employees. There are
plenty of advertisements on TV and radio

encouraging people to get their hearing
checked and extolling the virtues of the
latest in hearing aid technology. These
hearing aids and batteries are not cheap
and the Ontario WSIB is one way that
people can get the equipment for free.
In order to obtain the hearing aids for free
they need to convince the WSIB that they
worked in noise. The WSIB has the
practice of charging the last exposure
employer with the costs of the claim. The
WSIB does very little investigation
beyond asking for a “Worker’s Report of
Occupational Noise Induced Hearing
Loss”, an “Employer’s Report of
Occupational Noise Induced Hearing
Loss” and an audiologist’s report. The
WSIB does not normally ask the worker
about his/her hobbies or even get into a
discussion of whether they thought their
hearing loss was the result of the work at
the school board, hobbies or work
elsewhere. If the audiology report
suggests that an individual had hearing
loss as a result of noise and you were the
last or current employer you will tend to
get charged with the cost of hearing aids.
In cases of more serious hearing loss you
will also see the cost of a NEL award.
Typical claims for NIHL can cost an
employer $10,000-$20,000 depending
upon how many hearing aids the
individual may need during their lifetime.
It is important to do at least a basic
investigation to determine if it is likely
that the individual’s hearing loss was
related to their employment with the
school board. We have cases where
hearing loss entitlement has been denied
when it has been shown that their work at
the school board did not involve regular
and prolonged exposure to noise. WSIB
Operational Policy # 16-01-04 requires
exposure to noise of 90db for 8 hours per
day for a minimum of 5 years plus
audiology studies consistent with NIHL.
Often, however, sound surveys may not
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be available going back many years.
However, you may be able to get a sense
of an individual’s likely exposure to noise
by their job title; how long they worked
for the school board; and asking former
colleagues or the Health and Safety
Officer at your school board about the
likely noise exposure at a particular
location and whether hearing protection
was required or normally used.
We are seeing some claims for noise
exposure for Custodians and these claims
need to be investigated. Most Custodians
may use vacuums or floor machines but
not for prolonged periods. We have seen a
few cases where the employees were quite
candid that they believed that their
hearing loss stemmed from an earlier job
because of the work they used to perform
and the lack of hearing protection. The
WSIB will charge a prior employer with
the cost of a hearing loss claim if there is
supportive evidence but it is up to the last
employer to show the WSIB why they
should not be charged with the costs of
the claim. Some hearing loss claims are
entirely appropriate, where for example
shop teachers or music teachers worked in
noise for years in the past without wearing
hearing protection. Many claims are less
clear cut and need to be investigated. We
would encourage you to flag any
questionable claims and discuss them with
your SBCI Claims Manager. If you have
any questions concerning this subject
please feel to contact chris@sbci.org.

POST OFFER EMPLOYMENT
TESTING
–
CUSTODIAN
PROTOCOLS REVISED 2010
In September 2007, SBCI developed a
Post Offer Employment Testing Guide for
Custodians for our member school boards.
A copy of this guidebook was sent to all
School Board HR Superintendents.
As school boards implemented the testing
protocols, we received feedback which
has resulted in revisiting them. We
enlisted the services of ERGO Inc to
assist with that initiative. We now have
an updated PDA for Custodians and also a
revised Guidebook 2010 which will be
sent to all member school boards.
Also, we are currently developing a
similar guidebook with protocols for Post
Offer Employment Testing of Educational

Assistants.
The product should be
available to all member school boards
early in 2011.

UNEQUAL
TREATMENT
BETWEEN SCHEDULE 1 AND
SCHEDULE 2 EMPLOYERS
In November 2010, the WSIB released its
Orientation Guide for WSIB staff to help
them gain a fuller appreciation of the
nuances between Schedule 1 and
Schedule 2 firms.
The guide touches upon such topics as:
102 Advances, Section 63 Agreements,
Third Party Rights of Action, and Lost
Time for Health Care. What we like about
the guide is how simple and
straightforward the guide is for staff to
grasp the essential nuances between
Schedule 1 and 2. We continue to be
amazed how often a Case Manager
involved in a Schedule 2 school board
claims advises us of the availability of
Second Injury and Enhancement Fund
relief in cases where a pre-existing
condition has impacted a worker’s
recovery.
We applaud the WSIB in making the
document available to stakeholders and
for realizing that there was a need to
create the guidebook.
That said, we continue to be troubled with
one particular aspect of the Orientation
Guide as well as the policy it promotes
related to Lost Time for Health Care.
Schedule 1 firms have the option of
electing not to be reimbursed for lost time
when a worker leaves work to attend
medical appointments. The benefit of
such an election is that benefits which
would have been paid are not included in
Accident Cost Reports and this helps the
Schedule 1 firms’ Experience Rating. In
addition, it impacts duration statistics.
Unfortunately, Schedule 2 firms have no
such mechanism in place because WSIB
policy stipulates that in the same scenario
for Schedule 2 firms, lost time must be
reported even for short absences to attend
medical appointments. This results in
Administration charges being levied for
the Lost Time incurred as well as a
negative impact on Duration statistics.

In 2009, WSIB Chair, Steven Mahoney
was to review this issue as well as many
others is his province-wide tour.
Unfortunately, his report did not squarely
address this issue. Additionally, the
Schedule 2 Employers’ Group and SBCI
have raised this matter with John Slinger
as well as with the Fair Practices
Commission. We have been repeatedly
advised that the matter remains under
review.
The Orientation Guide is evidence of the
ongoing unequal treatment against
Schedule 2 firms. SBCI will continue to
front this issue on our members’ behalf.

LA
RESPONSABILITÉ
L’ÉCOLE
ENVERS
ÉTUDIANTS CO-OP

DE
LES

Fait : Les jeunes et les étudiants subissent
plus d’accidents au travail que les
employés avec plus d’expérience si on
prend en considération le temps qu’il
passe au travail.
Et si un de ces accidents impliquait un de
vos étudiants?
Il est certain que plusieurs facteurs
peuvent être en cause, cependant le
manque de formation et d’information
continue à être une des principales
raisons. L’intégration de la santé et
sécurité au travail dans la formation pour
ces jeunes est primordiale si vous voulez
faire une différence dans leur avenir.
Pourquoi mettre une telle importance sur
l’intégration de la santé et la sécurité dans
leur formation?
• Pour donner aux étudiants les
compétences nécessaires pour les
protéger et protéger les autres
travailleurs des risques physiques
et psychologiques que comportent
le lieu du travail
• Pour rencontrer les attentes des
employeurs afin que les étudiants
possèdent non seulement une
formation technique mais des
compétences en santé et sécurité
pour leur permettre de travailler en
toute sécurité (Ceci n’enlève pas
pour autant la responsabilité de
l’employeur de former les étudiants
sur les risques existants du lieu de
travail dès le début de l’emploi)
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• Pour réduire le nombre d’accidents
que les étudiants subissent à leur
entrée sur le marché du travail.
En tant que direction d’école vous êtes
responsable de la santé et de la sécurité de
ces élèves. En leur donnant les outils
nécessaires pour entrer dans le lieu de
travail comme jeune travailleur ou
étudiant-stagiaire vous faites preuve de
diligence tout en assurant leur sécurité.

SCHOOL LIABILITY TO CO-OP
STUDENTS

Fact: Young people and students suffer
more workplace accidents than more
experienced employees when account is
taken of the time spent on the job.
What if one of these accidents involved
one of your students?
While it is true that many factors may be
involved, lack of training and information
continue to play a central role here.
Incorporating workplace health and safety
into the training of these youngsters is key
to making a difference to their future.
Why place such importance on
incorporating health and safety issues into
their training?
• It provides students with the
necessary
skills
to
protect
themselves and other workers from
physical and psychological risks in
the workplace.
• It meets employer expectations that
students possess not only technical
training, but also the health and
safety skills needed to perform their
jobs in a secure manner (This is not,
of course, a substitute for the
employer’s responsibility to train
students about existing workplace
risks, right from the start of their
employment).
• It reduces the number of accidents
suffered by students when they enter
the labour force.
You are responsible for the health and
safety of these students. When you
provide them with the tools they need to
enter the workplace as young workers or
student interns, you show diligence, while
at the same time ensuring their safety.

DISABILITY AND PAYMENT OF
SEVERANCE
Some school boards have asked questions
related to disability and payment of
severance in situations when a disabled
employee is unable to perform their predisability essential duties, even with
accommodation(s) to the point of undue
hardship and no alternate work is
available for the employee. This article
will address this issue in relation to a
school board’s duty to accommodate to
the point of undue hardship.
The Ontario Human Rights Code (Section
17) requires employers to accommodate
the needs of an employee with a disability
to the point of undue hardship. The
purpose of this legal obligation is to
ensure we do not discriminate against a
disabled employee and thereby prevent
them from performing the essential duties
of their job.
If an employee is unable to perform their
essential
duties,
even
with
accommodation(s), the Ontario Human
Rights’ Commission indicates “that
accommodation in a job other than the
pre-disability job may be appropriate . . .”
The Commission indicates several
questions should be asked to determine if
such accommodation can be made, such
as: Is alternative work possible and
available, at present or in the near future?
Does it require additional training and
does the training impose undue hardship?
What are the terms of the collective
agreement or individual contract of
employment?
(Please
see
http://www.ohrc.on.ca/en/resources/Polici
es/PolicyDisAccom2/pdf for a complete
list of questions.) In the end, the employee
must be useful and productive.
When an employer cannot accommodate
the needs of a disabled employee to the
point of undue hardship, the disabled
employee has various options which may
include: access to sick leave benefits
(with
appropriate
medical
documentation); Long-Term Disability
(LTD) benefits; and unpaid leaves in
accordance with collective agreements.
Following these options, and if
accommodation to the point of undue
hardship is no longer possible, frustration

of the employment contract may result.
Section 9 of Ontario Regulation 288/01
(under the Employment Standards Act,
2000) indicates (in part) that severance is
not payable to employees whose contract
of employment has become frustrated
unless the “frustration is the result of an
illness or injury suffered by the
employee.” Therefore, severance may be
required.
In 2005, the Court of Appeal for Ontario
upheld a Divisional Court ruling that
allowed severance for a Mount Sinai
Hospital employee who was terminated
without severance in 1998 because her
long term illness frustrated the
employment
contract.
These
two
decisions followed an original Board of
Arbitration decision which denied
severance to the employee.
The Supreme Court of Canada has also
ruled that discharge from employment for
innocent absenteeism may result when it
can reasonably be determined that an
employee’s innocent absenteeism is
excessive; the excessive absenteeism is
not likely to improve in the foreseeable
future; the employer has discharged its
duty to accommodate; and the employee
has been given opportunities to improve
their attendance and subsequently told
that ongoing failure to improve attendance
could result in termination (due to
frustration of the employment contract).
While this article is not intended as
specific legal advice, SBCI encourages all
school boards to seek legal counsel
regarding termination of employment
where an employee’s disability frustrates
the employment contract.

LOADING DOCK SAFETY – THE
NEXT MINISTRY OF LABOUR
BLITZ
The Ministry of Labour will have a focus
on loading docks this February. For
sectors like school boards that would not
generally focus here but it is imperative to
ensure any loading dock areas are in good
shape. Loading docks can be very busy
areas – trucks, lifting devices and other
equipment typically move throughout
loading areas on a frequent basis.
Conveyors, doors and moving parts can
cause pinch points; and if the dock is
elevated, this can pose a fall hazard.
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Workers and their supervisors must pay
attention to these hazards and implement
the appropriate preventive measures.
Exterior
• Loading areas must be prepared for
the size of the truck and truck load
• Areas must be kept clean and
adequately maintained – repair
potholes and deteriorated pavement
• Dock bumpers must be installed
and in good condition
• Wheel chocks must be available
and used
• A signal person must be available
to direct vehicles backing up
• Vehicles’ engines to be turned off
and the driver must not be in the
cab when loading and unloading is
taking place
• Loading dock doors must remain
closed when not in use
• Dock plates must be appropriate to
the needed use and used correctly:
no space permitted between the
truck and the dock
• Stairways and steps, if there, must
be in good condition free of debris
and prepared for seasonal changes
Interior
• Personnel using manual or powered
equipment must be trained
• Personnel accepting chemicals
need to be trained in Transportation
of Dangerous Goods
• Personal Protective Equipment
such as footwear, eye glasses and
hearing protection should be worn
• Adequate lighting for loading and
unloading should be in place
• Area must be kept clean and swept
frequently
• Pallets should be stored properly
and broken pallets discarded
• Proper lifting techniques must be
used when manual material
handling
• Equipment should be inspected and
maintained
• Pedestrians
and
unauthorized
persons should not be permitted in
loading zones
• Physical
barriers
such
as
guardrails, chains and doors need
to be in place to help prevent falls
• Have spill kits available and ensure
lifting devices are used properly

For more information please or a detailed
questionnaire,
please
visit
www.irsst.qc.ca. If you require some
assistance do not hesitate to contact your
Health and Safety Specialist at SBCI.

MAKING THE CASE FOR THE
USE OF STANDARD MEDICAL
CERTIFICATES
SBCI’s Attendance Support Team
recognizes the ongoing issue regarding
the acceptance of medical information
required by collective agreements vs. the
use of board approved standard medical
certificates or forms.
As such, we
continue to follow case law to provide
school boards with the most current
information on this topic.
Within the scope of school board
collective agreements, the use of medical
notes may be acceptable for the initial
period of absence, for example up to the
fourth consecutive day of absence.
However, requesting the completion of
medical certificates should be the standard
for longer term disability management
cases, such as those absences that exceed
five consecutive days in duration. Most
medical notes do not provide the
necessary information to confirm an
employee’s functional abilities, rather
they indicate simply “off work due to
medical reasons, reassess in 6 weeks.”
It is part of management rights, as the
employer, to require justification for an
absence and the medically supported
restrictions and limitations to determine if
suitable workplace accommodation can be
provided. Case law supports this right,
and confirms that employers should take a
proactive approach in accommodating the
needs of its employees.
In Alberta Union of Provincial Employees
v. Southern Alberta Institute of
Technology (2010, 122, LAC (Wallace)),
Arbitrator Wallace stated that “The
employer is entitled to more information
than simply the fact of illness and that it
causes the absence. The employer’s
entitlement comes from the collective
agreement entitlement to demand “proof
of illness”. “Proof of illness” must be
read in its broader collective agreement
context to include disclosure of
information that is necessary for the
employer to exercise its rights and

discharge its obligations around medical
absenteeism contained elsewhere in the
agreement.”
Similarly, in the Ontario Nurses’
Association v. Hamilton Health Sciences
(2008, 101, LAC (Surdykowski)),
Arbitrator Surdykowski expressed the
view that “an employer was entitled, in
respect of an application for short-term
disability benefits, to “know the reason
for the incapacity in the form of a ‘general
statement of the nature of the…illness or
injury, that the employee has and is
following a treatment plan (but not the
plan itself), the expected return to work
date, and what work the employee can or
cannot do.”
For prolonged absences, arbitrators are
supporting employers’ requests for further
information
regarding
prognosis,
functional abilities, and in some cases,
specifics of treatment. In CUPE local 728
v. Surrey School District No 36 (2006,
BCCAAA Nov 47 (QL)), Arbitrator
Lanyon concluded that “specific questions
concerning the employee’s general course
of treatment, medical follow up, expected
return to work date and required return to
work accommodations, struck the
appropriate
balance
between
the
employer’s interest in controlling
absenteeism and the employees’ privacy
concerns.”
The development and implementation of
standard medical certificates will ensure
that school boards receive the necessary
information to support access to sick
leave and discharge their duty to
accommodate. This will set the
foundation for early, safe and successful
return to work planning and should lead to
a reduction in absence durations.

SCHEDULE 2 ORIENTATION
GUIDE FOR WSIB EMPLOYEES
Brian Brown, Chair of the Schedule 2
Employers’ Group and his Executive
Team, requested that specific training be
provided to all staff at the WSIB who now
manage Schedule 2 claims. A draft guide
was developed by WSIB and provided to
the Schedule 2 Employers’ Group
Executive for input. SBCI WSIB Claims
Managers also reviewed the draft guide
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and provided significant input to topics
that should be included.
WSIB did not have Schedule 2 specific
training for internal staff. When there
was a Schedule 2 dedicated Sector,
Managers did their own educating of
staff. Since the devolution of the
Schedule 2 Sector, some 5 years ago,
there have been no dedicated staff
handling Schedule 2 and we have all
experienced the difficulties with the lack
of knowledge.
The final version of the guide being used
internally by the WSIB to train staff in
Schedule 2 matters is available upon
request of Lina Gallo, Executive Assistant
at SBCI by emailing her at: lina@sbci.org

WINTER AUTO BASICS

Exhaust System

9

flares, and

Check the muffler and tail pipe system for
carbon monoxide leaks, which can be
especially dangerous during cold weather
driving when the windows are closed.

9

battery jumper cables.

Fuel System
Make sure there is plenty of gas in your
tank at all times. A full tank minimizes
condensation, which may cause gas line
freezing. Add gasoline antifreeze
occasionally.
Heaters, Defrosters and Wipers
Have them checked to make sure they are
operational. Install winter wiper blades
and use cold weather washer fluid. Ensure
your windshield can give you clear vision
of the road and traffic around you.
Oil and Filter

Brakes

Snow tires increase traction in soft snow.
Install them on all four wheels. All-season
tires on all wheels with good treads are
adequate in some regions. Check your tire
pressure regularly - for every 5º C of
temperature drop, tire pressure goes down
by one pound.

Cooling System
If it hasn't been done in a while, have your
cooling system flushed out with a good
chemical cleaner and put in fresh antifreeze. Check containers, belts, hoses, the
pressure caps and thermostat.

Dirty oil can give you trouble in the
winter, so change the oil and filter. Check
the other filters, including the fuel, air and
transmission filters.
Tires

Winter Equipment
The following items should cover most
situations:
9

windshield
brush,

Cold weather is hard on batteries. If your
battery is several years old, have it
checked. Be sure connections are clean
and tight.

9

lightweight shovel,

9

bag of sand, wire traction mat or
other abrasive substance,

Engine

9

large box of facial tissues,

A diagnostic check-up of the engine can
be a good pre-winter investment. If you're
due for a tune-up, have it done before
winter sets in. Faulty wiring, worn spark
plugs, a sticking choke or emission
control devices that need attention, can all
lead to hard starting.

9

properly inflated spare tire,

9

wheel wrench and jack,

9

first aid kit,

9

flashlight,

Battery and Electrical System

Drive Defensively

Winter driving demands extra caution.
Always be ready for the unsafe
actions of other drivers and for poor
driving conditions. Clear the snow
and ice from your car, allow more
travel time, leave a greater following
distance and know how to deal with
icy conditions.
WORK REINTEGRATION

Don't be caught unprepared for the
blasts of winter weather. Before the snow
comes your way, have a reputable garage
do a tune-up and inspection on your
vehicle to prevent problems.
The
following are some auto basics to
prepare you for the upcoming winter
weather.

The brakes must be faultless and
equalized so there is no pulling to one
side, which may cause skidding.

For long distance travel take extra
precautions: bring a blanket, candles,
lighter or matches, emergency rations,
lined winter boots, hat and other warm
clothes, and small heating cans.

scraper

and

snow

WSIB is making significant changes to its
Labour Market Re-entry (LMR) and
Return to Work programmes. The goal of
the new Work Reintegration Program that
WSIB is introducing is to improve
sustainable employment for injured
workers, either with their original
employer or in the general labour market.
The interim Work Reintegration policies
integrate Early and Safe Return to Work,
Re-employment and Labour Market Reentry. By December 2010, WSIB will
begin delivering LMR case management
services internally and will phase out its
use of external LMR Primary Service
Providers by August 2011.
Prior to 1998, workers were provided with
vocational rehabilitation assessments
and/or services to facilitate their return to
the work force. With Bill 99, which came
into effect in January 1998, the Act
encouraged self-reliance and co-operation
among the workplace parties to achieve
an early and safe return to work. If the
activities of the WPP’s did not result in a
return to work, WSIB would arrange for
an LMR assessment. This would be done
by an external provider.
With the new Work Reintegration Model
(WRM) that WSIB is introducing, it will
eliminate the practice that generally
inferred that the worker’s relationship
with the employer had to be severed
before retraining services could begin.
One of the key concepts of this model is
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to maintain the employment relationship
with the incident employer. Basically, all
return to work possibilities with the
incident employer would be exhausted
prior to considering other employment.
The interim Work Reintegration policies
(which come into effect on December 1,
2010) integrate Early and Safe Return to
Work, Re-employment and Labour
Market Re-entry. The draft Work
Reintegration NEER policy extends the
NEER window from three to four years
beginning with the 2008 accident year.

SBCI STAFF
SBCI SERVICES
TOTAL
EMPLOYEE
ATTENDANCE MANAGEMENT
& SUPPORT (TEAMS)
– Attendance Support –
– WSIB Claims Management –
– Health and Safety –
– Wellness –
ACTUARIAL

With this change comes a new position –
the Work Transition Specialist (WTS).
The WTS will intervene when it becomes
apparent that additional services and
expertise are needed to identify a
worker’s vocational potential, and to
identify suitable alternate work either with
the incident employer or alternatively
with a new employer.
This position does not eliminate the
Return to Work Specialist (RTWS).
Generally, the RTWS will become
involved very early in the claim, just as
we know the position today. The WTS
will generally become involved if the
worker has not returned to work 6 months
after the injury or if there are issues with
the return to work plan in place (for
example, it has been identified that
training is required – the WTS would
complete an assessment and develop a
Work Transition Plan (WTP)). The
employer would be an active participant
in the creation of the worker’s WTP.

– PSAB –
– Sick Leave Utilization –
– Health and Dental Audits –
– Group Benefits Consulting –

SBCI BOARD OF DIRECTORS
Gerry Thuss (Chair)
Lynda Coulter (Vice Chair)
Ronald Bender
Carolyn Miljan
Mark Musca
John O’Connor
Maura Quish
Roger Richard
Mary Lynn Schauer
Anna Sequeira

Brian Brown, Chief Executive Officer
Lynn Porplycia, Chief Operating Officer
Wendy Achoy, Chief Actuary
Joe Huang, Actuarial Analyst
Ellen Xu, Actuarial Analyst
Mary Luck, Senior Claims Manager
Darlene Iwaszko, Claims Manager
Christopher James, Claims Manager &
Lawyer
Kelly Melanson, Claims Manager
Robert Orrico, Claims Manager
Louise Bellamy, Financial/Office
Coordinator
Lina Gallo, Executive Assistant
Teanna Dukic, Administrative Assistant
Melissa Hewitt, Supervisor, Data
Management
Claira Rose, Data Management Assistant
Helene Thomson, Data Entry Clerk
Audrey O’Connor, Data Entry Clerk
Rolly Montpellier, Marketing Consultant
Robbin Lavoie, Sr. Health & Safety
Specialist
Christina Bick, Heath & Safety Specialist
France Germain, Health & Safety
Consultant
Cheryl Luke, Senior Attendance Support
Coordinator
Byron Franson, Attendance Support
Coordinator
Kathleen Gratton, Attendance Support
Coordinator
Shoba Thomas, Bilingual Attendance
Support Co-ordinator
Patrick Gani, Senior Programmer Analyst

As noted above, the WSIB will put
greater emphasis on trying to have injured
workers return to work with the incident
employer. This is noted in the change in
the return to work hierarchy of objectives.
As noted in draft policy 19-02-01 (Work
Reintegration Principles, Concepts and
Definitions), the first 4 points focus on
return to work with the incident employer.
The prior hierarchy of objectives would
consider another employer once return to
work to the pre-injury job accommodated
with the incident employer was ruled out.
The interim Work Reintegration Policies
can be found on the WSIB website,
www.wsib.on.ca and they take effect
December 1, 2010 during the course of
the stakeholder consultation process.
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