


The short answer is yes, you can be fired while you are receiving workers' compensation benefits in Greeley,
Colorado. But that answer is incomplete, and for many people it creates more fear than clarity.

What matters is why the employer ended the job, what was happening at work before the injury, whether the
employer applied its policies consistently, and whether other legal protections were in play at the same time.
Workers' compensation and employment are related, but they are not the same legal issue. A person can
continue to have a workers' comp claim even after losing the job. At the same time, a termination can cross the

line into unlawful retaliation or disability discrimination, depending on the facts.

That distinction catches a lot of injured workers off guard. Many assume that once they open a claim, their job is
protected. Others think the opposite, that once they are hurt, the employer can simply replace them and there is

nothing to be done. Neither view is reliably true.

If you work in Greeley CO and are asking whether your employer can fire you while you are off work, on modified
duty, or still treating for an injury, it helps to break the issue into three separate questions. First, can the employer
end the employment relationship? Second, does the workers' comp claim still continue? Third, was the

termination legal?

Workers' compensation does not guarantee your job stays open

Colorado's workers' compensation system is designed to cover medical treatment, wage loss in qualifying
situations, and benefits tied to permanent impairment when appropriate. It is not, by itself, a job protection

statute.

That means an employer may decide it cannot hold a position open indefinitely. A company may also restructure,
lay off part of a department, or enforce attendance and leave policies, as long as it does so lawfully. If the reason
for termination is legitimate and not tied to punishing the worker for getting hurt or filing a claim, the

termination may stand even though the claim remains active.

This is where people often feel blindsided. Someone gets hurt on a warehouse floor, a construction site, an
oilfield route, or in a nursing role with patient lifting. They report the injury, start treatment, and assume the

system will preserve both benefits and employment. Then a letter arrives saying the position has been filled or



the employment is ending because the worker cannot return to full duty. That feels personal, and sometimes it is.
Other times it reflects a business decision that may still have legal consequences under a different body of law,

especially if the employer ignored reasonable accommodations or mishandled protected leave.

A good Workers Compensation Lawyer Greeley residents trust will usually look beyond the comp file itself and
ask broader questions about timing, policy enforcement, emails, write-ups, and what the employer said before

and after the claim was filed.

What an employer usually cannot do

An employer generally cannot fire someone simply because that worker reported a job injury or pursued a valid

workers' compensation claim. That kind of retaliation can create a separate legal problem for the employer.

The challenge is that employers rarely say, "We are firing you because you filed a claim." More often, the stated
reason is attendance, policy violation, poor performance, inability to return to work, reduction in force, or
insubordination. Some of those explanations are real. Some are dressed-up retaliation. Distinguishing one from
the other takes close attention to detail.

Timing matters. If an employee had a clean record for years, reported a shoulder tear, and suddenly received a
stream of discipline that no one else received for similar conduct, that pattern raises questions. If a worker was
told not to report an injury, reported it anyway, and was fired the next week for a thin or shifting reason, that also

deserves scrutiny.

Consistency matters too. Employers are allowed to enforce work rules, but they should enforce them evenly. If
three employees violated the same safety rule and only the injured worker was terminated after filing a claim,
that inconsistency may be important. If the company claims there was no light duty available, but emails show

modified work was offered to others in similar roles, that matters as well.

Being fired does not automatically end your benefits
This point is critical. Losing your job is not the same as losing your right to workers' compensation benefits.

If your injury arose out of and in the course of employment, the claim can continue even if the employer
terminates you later. Authorized medical treatment may still be covered. Temporary disability benefits may still be
owed in the right circumstances. Permanent Workers Compensation Lawyer Greeley impairment benefits, if

supported by the medical evidence, do not vanish because the employment relationship ended.

There are, however, practical complications. Once a worker is terminated, disputes often intensify over wage loss,
work restrictions, and whether the worker is responsible for not earning wages. Insurance carriers may argue that
any lost income after termination is tied to the firing rather than the injury. Injured workers then need to show

how medical restrictions still limit employability or why the separation should not cut off benefits.

| have seen this issue arise in especially tense ways when a worker is on modified duty and gets discharged for
violating a policy unrelated to the injury. The insurer may argue, "The worker had a job available within
restrictions and lost it for cause, so wage benefits should stop." Sometimes that argument carries weight.
Sometimes it does not, depending on the medical timeline, the alleged misconduct, and whether the modified

job was genuine and sustainable.

This is one reason speaking with a Workers Compensation Attorney early can make a real difference. The legal
fight is often not just about whether the firing happened, but how the firing affects ongoing entitlement to

benefits.
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Colorado is an at-will employment state, but that is not the whole
story

Employers in Colorado generally operate under at-will employment principles. In plain English, that means an
employer can usually terminate employment at any time, for almost any lawful reason, or for no stated reason at

all. But "lawful" does a lot of work in that sentence.

At-will employment does not permit firing someone for an illegal reason. Retaliation for asserting certain legal
rights, discrimination based on disability in appropriate circumstances, or interference with protected leave can

all create claims outside the workers' comp system itself.

For an injured worker in Greeley CO, the most important overlap often involves three areas at once:
Workers' compensation handles the injury claim.

Employment law may address retaliation or wrongful termination.

Disability and leave laws may address accommodations, medical restrictions, and job-protected leave.

That overlap is where cases become more nuanced than people expect.

The role of medical restrictions and light duty

A large share of post-injury terminations happen around return-to-work restrictions. The doctor limits lifting,
standing, climbing, driving, repetitive motion, or use of an arm or hand. The employer then decides whether it

can accommodate those restrictions.

Some employers do a solid job with transitional work. They create temporary tasks, shorten shifts, reassign non-
essential duties, and communicate clearly. Others make a token offer of light duty that is not truly within

restrictions, then blame the worker for not performing it. Still others say there is no work available at all.

If the employer cannot accommodate restrictions, that does not automatically mean the firing is unlawful. A
business is not required in every circumstance to create a permanent position that does not exist. But the analysis
does not end there. If the worker qualifies under disability laws, the employer may have an obligation to engage
in an interactive process and consider reasonable accommodation. If leave laws apply, the employer may need to

allow protected leave before ending the job.

This is where real-world facts matter more than slogans. Imagine a delivery driver in Weld County with a back
injury who cannot lift over 15 pounds for six weeks. If the company has no desk roles, no dispatch position, and
no temporary warehouse function that fits the restriction, it may not be able to keep the driver working right
away. Now change the facts slightly. Suppose the same company has routinely given other injured employees
short-term clerical work, but tells this worker there is suddenly "nothing available" after he filed a claim and

challenged a supervisor about safety. That version deserves a much harder look.

Family and Medical Leave Act, ADA, and workers' compensation can
collide

Many injured workers do not realize that workers' comp may overlap with the Family and Medical Leave Act,

known as FMLA, or the Americans with Disabilities Act, known as ADA.

FMLA can provide job-protected leave for eligible employees of covered employers for qualifying medical

reasons. Not every worker is eligible, and not every employer is covered, but when FMLA applies it can matter a



great deal. An employer cannot simply ignore that protection because the underlying medical condition came

from a workplace injury.

The ADA can also become relevant if the injury results in a condition that substantially limits major life activities,
even if the injury began on the job. The law may require reasonable accommodation, depending on the
circumstances, unless doing so would create an undue hardship.

These laws do not guarantee a worker's preferred job forever. They also do not convert every firing into a lawsuit.
But they often change the analysis. A worker who hears, "You are out too long, so you are terminated,” may need
someone to evaluate whether leave protections were overlooked or whether the employer failed to discuss

accommodation options in good faith.

That is why it is often not enough to speak only with the adjuster or rely on HR's verbal explanation. A Workers

Compensation Lawyer may coordinate with an employment attorney when the facts suggest a broader claim.

Red flags that deserve immediate attention
When an injured worker calls after being fired, a few facts usually move to the front of the file very quickly:

* the termination happened soon after the injury report or claim filing
* the employer changed its explanation for the firing

* the worker had strong performance reviews before the injury

* similarly situated employees were treated more leniently

* the employer discouraged medical care, reporting, or restrictions
One red flag alone does not prove retaliation. Several together can paint a persuasive picture.

A surprisingly common example involves attendance. The employer says the worker violated attendance rules,
but the missed time was tied to authorized treatment visits, surgery recovery, or time the company already knew
about. Another involves "job abandonment" after the worker was waiting on direction about modified duty or
had sent in doctor's notes that someone in management failed to route properly. Cases like that often turn on

documents and timestamps rather than broad legal theories.

What to do if you were fired while on workers' comp

The hours after a termination matter more than most people think. People are angry, embarrassed, worried about
paying rent, and tempted to either say too much or do nothing. A calmer, more methodical response usually
helps.

ask for the reason for termination in writing if possible

* keep copies of work restrictions, claim documents, texts, and emails

* write down a timeline while events are fresh

® continue authorized medical treatment unless your lawyer advises otherwise

* speak with a Workers Compensation Attorney promptly

That last step is not about escalating every dispute into a lawsuit. It is about preserving options before evidence

disappears, benefits are interrupted, or a damaging statement gets locked into the record.

How insurers and employers often frame these cases



From the employer's side, the argument is often straightforward. They will say the worker was not fired because
of the injury or claim. They will say the worker was fired because of absenteeism, performance, economic
necessity, violation of policy, inability to perform essential job functions, or the expiration of available leave. In

some cases, that position is well supported.

From the worker's side, the response may be that those stated reasons are not credible, were never enforced
before, or emerged only after the claim was filed. The worker may also argue that the company failed to consider
restrictions honestly, refused to engage in accommodation discussions, or used the injury as a pretext to remove

an employee it saw as inconvenient.

The truth often sits in the details. | have seen employers hurt their own position by sloppy documentation,
offhand comments from supervisors, and HR letters that contradict earlier emails. | have also seen workers
weaken otherwise valid cases by posting inaccurate accounts online, skipping treatment, or refusing reasonable

modified work because they Workers Compensation Lawyer Greeley assumed firing had already ended everything.

If you are offered modified duty, take the offer seriously

Refusing modified duty can have consequences, especially if the work is legitimate and fits your doctor's

restrictions. Workers sometimes hear from coworkers that "light duty is a trap." That is too simplistic.

Some modified duty offers are indeed poorly designed or outside restrictions. If a worker with a knee injury is
told to perform tasks that still require frequent squatting, that needs to be addressed immediately. But if the
employer offers a real desk role, inventory reconciliation, training support, or other temporary work within

restrictions, a flat refusal can create problems both for employment and benefits.

The safer course is usually to review the written job duties, compare them to the doctor's restrictions, and
communicate concerns clearly and promptly. If needed, ask the treating provider to clarify whether the proposed

job is medically appropriate. That paper trail can make an enormous difference later.

Local reality in Greeley CO

Greeley has a mix of industries where physical injuries are not uncommon, including construction, transportation,
agriculture-related operations, manufacturing, food processing, healthcare, and service work. In settings like

these, return-to-work questions come up fast because the essential functions of the job are often physical.

That does not mean every employer in Greeley handles injury leave the same way. Some businesses have well-
developed safety and claims processes. Others are less polished and more reactive. Smaller employers may not
have dedicated HR staff. Supervisors may say things they should never say, like asking a worker not to report an
injury, complaining about insurance costs, or suggesting the worker is "milking it" before the medical picture is

clear.

Those comments can matter. So can local practicalities, such as whether there are realistic modified duty
opportunities in the worker's field, how far medical appointments are from the jobsite, and whether

transportation itself becomes a problem after a serious injury.

A Workers Compensation Lawyer Greeley workers consult will usually know how these local employment patterns

affect claims in practice, not just on paper.

When the firing may be lawful, but still expensive for the employer
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Not every difficult termination is illegal. Sometimes the employer has a defensible business reason, but handles

the process so poorly that it creates avoidable exposure.

Take a worker who suffers a shoulder injury, exhausts available leave, and still cannot return to a job that requires
overhead lifting all day. The employer may have a legitimate argument that the worker cannot perform essential
functions at that time. But if the company never discussed alternative accommodations, ignored updated medical
notes, misapplied its leave policy, or terminated the worker by form letter without reviewing eligibility under

other laws, the company may invite a dispute that could have been avoided.

This is why blunt answers rarely help. "Yes, they can fire you" is often legally incomplete. "No, they cannot fire you
while you are on workers' comp" is also wrong. The right answer usually depends on timing, motive, restrictions,

policy consistency, leave status, and documentation.

The practical question: should you challenge the firing?

That depends on your goals and the facts. Some workers mainly want to protect ongoing medical care and wage
benefits. Others want severance, back pay, reinstatement, or accountability for obvious retaliation. Sometimes the
strongest path is to fight inside the workers' compensation case over benefit entitlement. Sometimes the facts

justify a separate employment claim. Sometimes both tracks need attention.

An experienced Workers Compensation Attorney will often start by gathering the termination letter, personnel
file if available, medical restrictions, wage records, and claim communications. That review can reveal whether the

main issue is benefit continuation, retaliation, accommodation failure, or some combination.

The hardest cases are often the mixed-motive ones. Maybe the worker did make a mistake at work. Maybe the
employer also seized on that mistake because the worker had become inconvenient after the injury. Cases like

that are rarely won by one dramatic fact. They are built from patterns, comparisons, and careful chronology.

Where injured workers often make avoidable mistakes

After a termination, many people stop treating, either because they are discouraged or because they wrongly
assume they no longer qualify for care. That can damage both health and the claim. Others vent in texts or social
media posts that get used against them later. Some fail to apply for other work when medically able, which can
complicate arguments about wage loss. Others accept the employer's verbal explanation without asking for

documents.

The better approach is steadier. Keep treating through authorized channels. Save everything. Follow restrictions.
Be careful about what you post or say in anger. And get legal advice before signing anything, especially a

separation agreement, release, or broad resignation paperwork.

The answer most people need

Can you be fired while on workers compensation in Greeley CO? Yes, it can happen. But the firing is not

automatically lawful, and it does not automatically cancel your workers' compensation claim.

If the employer fired you because you were injured, because you reported a workplace accident, or because it
wanted to avoid the cost and inconvenience of your claim, that may create serious legal issues. If the employer
had a legitimate, well-documented reason unrelated to the claim, the termination may be lawful even while
benefits continue. And if leave laws or disability accommodation duties were ignored, the case may be bigger

than workers' comp alone.



That is why these cases should be evaluated carefully and quickly. A sound review from a Workers Compensation
Lawyer can tell you whether the real fight is about retaliation, ongoing wage benefits, medical treatment, return-
to-work rights, or all of the above. In a city like Greeley, where many jobs are physically demanding and injuries
can put a worker's income at risk overnight, getting that answer early is often the difference between a

manageable claim and a much harder one.

Law Offices of Miguel Martinez, P.C.
Address: 5312 W 9th St Dr Ste 130, Greeley, CO 80634
Phone number: 970-353-9828

FAQ About Workers Compensation Lawyer Greeley

What not to say to a workers’ comp attorney?

Never lie or omit past medical history, exaggerate symptoms, or admit fault to anyone—especially insurance
adjusters. Do not give recorded statements or accept settlement offers without consulting your attorney. Keep all

communications with your legal team completely honest and 100% transparent to protect your claim.

What are the odds of winning a workers' comp case?

Nationally, about 75% of claimants receive at least some compensation. If your initial claim is denied and you
appeal, hearing-level success rates typically hover around 50%. Your exact odds heavily depend on the strength

of your medical documentation, adherence to reporting deadlines, and whether you have legal representation.



What does a workers’ comp lawyer do?

A workers' compensation attorney can help you recover the maximum compensation you're entitled to, even if
your employer or their insurance provider denies your claim. Your attorney can help gather evidence, file

paperwork, negotiate with insurance companies, and represent you in court.



