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▪ “Any accident or injury to the employee occurring during the performance of 
duties or when directed or requested by the employer to be on the property of the 
employer, which prevents the employee from working or returning to his or her 
job.” Section 16-1-18.1(a)(5)



▪ Up to 90 days paid leave, with full pay and benefits

▪ Days absent must be associated with OJI, including treatment, follow-up, referrals, etc.

▪ Law states the Board may require medical certification from a physician certifying injury, 
inability to return to work as a result of the injury, and when the employee can reasonably 
be expected to return to work – either with or without limitations

▪ Law also states the Board may adopt a policy to offer days extended beyond the 90 days 
required by law

▪ Sick leave (and other earned paid leave) will not be deducted during time off due 
to an approved OJI leave if within the 90 day limitation by law or the limitation set 
by your Board



▪ Full-time employees, including bus drivers

▪ Possible qualifier - Does the employee receive a full PEEHIP allocation each 
month?

▪ Employees classifications to seek guidance if you have a potential on-the-job injury 
situation: Non-Benefited employees working in temporary full-time basis (subs, 
retirees filling in, etc.)



▪ How does the everyday employee know OJI leave exists?

▪ Since we are a large district, it’s hard to ensure employees know the ‘rules’ without 
‘opening a can of worms’ with an all employee email, announcement, etc.

▪ Documents and Policy available on shared drive

▪ Published Policy Manual available to the public

▪ Consistently remind administrators in periodic meetings of the 24 hour requirement to 
document and report any incident

▪ Remind them of the risks of not reporting a known incident

▪ Consistent communication and reminders to those most prone to have an OJI

▪ Lunchroom Managers (annual manager meetings, in-service, etc.)

▪ Custodial Staff

▪ Maintenance Staff



▪ 5.10.4 On-The-Job Injury Leave – On-the-job injury includes an accident or injury to an employee that occurs in 
the course of performing job duties for the Board or when the employee is directed or requested by the 
employer to be on the property of employer and which prevents the employee from working or returning to the 
job. Employees who are accidentally injured on the job may be approved for paid “on-the-job injury” leave 
without using sick days, provided that: 
▪ a. The injured employee submits written medical certification from the attending licensed physician stating that the 

employee was injured and cannot return to work due to a specified injury, if there is a reasonable expectation that the 
employee will return to work and, if so, the expected date of that return. The Board may require a second opinion from a 
Board specified physician, at its expense. 

▪ b. The employee submits a signed written account of the accident attested by a principal or department head within twenty-
four (24) hours after the injury occurred. If the injured employee is not able to notify the Board, another person reasonably
knowledgeable about the employee’s condition and circumstances leading to the injury may provide the required 
notification. 

▪ Upon a determination that the employee has been injured on the job and cannot return to work, the Board may 
maintain the employee’s salary and benefits for the period of incapacity caused by the injury, not to exceed 
ninety (90) days. An employee who is injured on the job may file a request for unreimbursed medical expenses 
and costs with the State Board of Adjustment. The Board will provide such reasonable assistance to the employee 
in filing the Board of Adjustment claim as is required by law, but assumes and will have no responsibility or 
liability for processing the claim or directly reimbursing the employee any unreimbursed medical expenses 
and costs. On-the-job injury leave will be administered in accordance with and subject to the requirements and 
limitations imposed by state law regarding such leave. [Reference: ALA. CODE §16-1-18.1 (1975)]



▪ Each Board of Education is tasked with developing their own procedures and forms 
for notification of an on-the-job injury as well as procedures to qualify for leave

▪ Jefferson County Policy 5.10.4 a/b requires
▪ The injured employee submits written medical certification from the attending licensed 

physician stating that the employee was injured and cannot return to work due to a specified 
injury, if there is a reasonable expectation that the employee will return to work and, if so, the 
expected date of that return. – AND –

▪ The employee submits a signed written account of the accident attested by a principal or 
department head within twenty-four (24) hours after the injury occurred. If the injured 
employee is not able to notify the Board, another person reasonably knowledgeable about 
the employee’s condition and circumstances leading to the injury may provide the required 
notification. 

▪ JEFCOED instructions and forms are available and/or given to the employee 
(examples in next slides)













▪ We communicate with the employee throughout the process to ensure all necessary 
paperwork is completed and submitted

▪ Once a final decision is made, the employee is notified via email and/or phone

▪ At this time, we also ensure the employee has the Alabama Board of Adjustments 
paperwork via our shared drive or a hard copy is sent

▪ Once decision is made and if leave is granted, HR notifies Payroll of days/hours to 
apply OJI
▪ We have the employee go ahead and account for their absences while a decision is being 

made (i.e. enter sick leave).  This seems to help to ensure the employee makes the effort to 
submit all required paperwork.

▪ Payroll will ‘replace’ or enter OJI leave

▪ Individual employees do not have the ability to enter their own OJI leave

▪ Days granted are tracked through our Time and Attendance system

▪ Each follow-up visit requires a new Physician Certification form





▪ Employees that may not be familiar with the OJI process who experience an OJI 
event, possibly notify administration or office staff via passing conversation, but 
never are instructed on how to proceed

▪ Employees/Administration who witness a possible OJI event, are genuinely 
concerned about the employee’s well-being, but never think about notifying them 
of the OJI policy/forms





▪ Laura Nance

▪ lnance@jefcoed.com

▪ (205) 379-2001

▪ Brandon Seigman

▪ bseigman@jefcoed.com

▪ (205) 379-2002
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