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Langley School District Attendance Support Plan
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Attendance

Management Program

Soft Start- 2014

o Langle

Health and Wellness Support Plan
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Langley School District
4875 222 Street
Langiey, BC V3A 327
Tel: 604-534-7851
Fax: 604-532-1425
Waeb: www.sd35.bc.ca

Stakeholder Engagement

e District Leadership Team, Trustees, Unions, Administrators &

Managers, Employees

The Purpose:

A proactive plan to identify, support and empower employees who may
be distressed and to provide them with support to help improve their
wellbeing

The Steps:

|dentify the Health and Wellness Concern

Supportive meeting between Supervisor and Employee
Supports Provided to Employees

Follow Up Meeting

HR Involvement as required throughout each step

GAPS in Soft Start:

Data

* Administrator/Manager training
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HEALTHY STAFF HEALTHY SCHOOLS
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Origins of the Project “thy S*

* Began with four individuals from different roles united by a shared goal: supporting well-being in schools.

* Evolved into a collaborative district-wide passion project for sustaining well-being.

Initial Focus

el aunched a district-wide learning series on social-emotional learning and well-being.
*Recognized that adults also need access to these skills

Shift in Focus
*Prioritized staff well-being as the core project.
*First objective: Understand how prioritizing staff wellbeing directly influences and improves student wellbeing.

Project Complexity and Growth
*Became more challenging and rewarding than anticipated.

*HSHS Strategic Framework
*Staff Wellbeing Vision, Mission, Definition, Plan Criteria, Strategic Priorities
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HEALTHY STAFF HEALTHY SCHOOLS
Strategic Priorities

The Healthy Staff Healthy Schools Strategy outlines the approach to achieve the staff well being vision. These priorities are
indented to support and integrate with existing district support programs.
1. Create a Natural/Authentic Well Being Culture
* Build a culture of care that leads the way to a workplace that values, respects and adapts to individual well
being needs.
2. Take Care Of Our Staff
 |Improve our focus and delivery of preventative and active staff centered care.
3. Enhance Learning & Collaboration
* New approaches to growing through collaboration sharing and idea generation.
4. Enhance Employer of Choice
 Arewarding, respectful caring & supportive place to work

Teal oy 0

Three Interconnected Parts
Individual Actions Collaborative Actions | Systemic Actions

Actions that staff take to support theirownwell- | Where groups of employees act to support Actions by the school district to

being and the well-being of others. staff well-being support staff well-being.




Attendance Pillar in the Langley School District Health and Wellnhess
Management Program Support Plan

2024 Prior to Formal Roll Out Stakeholder Engagement:

» District Leadership Team, Trustees, Unions, Administrators & Managers, Employees

Purpose of the Attendance Support Program

e The Langley School District relies on employees to inspire learners and build student
confidence. Regular employee attendance is essential to achieving this.

* |dentifies and supports employees with higher-than-normal absences, promoting wellness
and consistent attendance to benefit students.

* Encourages open discussions between managers and employees about strategies for
improved attendance.

* Important: The program does not require employees to share confidential medical
information with their supervisor.

Supports Provided to Employees

 EFAP - BCTF Wellness - H&W District Support
Barriers

* Data
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Name of your attendance program Overview



Employee Attendance Support Program —the Why

* Timeline: 2013 ----- 2015 ----mmmmmmmmm e 2025

The Attendance Management Program provides the district the ability to meet its key
organizational priority of focusing on “students first” by providing continuity of

[ )
ﬂ:&& learning. It also promotes employee wellness engagement while being fiscally
responsible.




Attendance Management Program - the How"?

1. Determined what was in scope and out of scope — October 2024

* In Scope - Sick and Unpaid Sick Absences.

* Out of Scope —Long Term Sick Absences / Disability Claims and WorkSafe Claims. Managed
through Disability Management Program.

2. Reviewed Best Practices in Public Sector — October 2024
Municipal Government, Health Care, Post — Secondary (UBC / SFU) , BCPESA, Other School Districts

3. HR determined Program Structure and Elements — November 2024
* Peer Group Averages

* Informal and Formal process

* Administered by Administrators / Managers

* Rolling 12 month calendar

* 3-month intervals between meetings

* Long enough of an Informal process to allow for improvement



Attendance Management Program - the How"?

4. Determined Peer Groups - November 2024
5. Data Collection - November 2024 onwards

6. Stakeholder Engagement — December 2024 onwards
* External Stakeholder Engagement
* Internal Stakeholder Engagement

* Senior Management
* Working Group of Administrators / Business Services Managers/Directors

* Partner Groups - monthly

7. Developed Resources - December 2024 to March 2025

e Manual

Letters
* Entryinto Program, Informal Meeting 1, 2, 3, Exitfrom Informal, Entry into Formal, Formal Meeting 1, 2, 3

Frequently Asked Questions — Employees and Administrators/Managers

Brochure with supports
Administrator/ Manager Guidelines

TS



Attendance Management Program - the How"?

8. Introduced to all Exempt personnel—April 2025

9. Board Approval (anticipated cost savings added to the Budget) - May 2025

10. Trained all Administrators / Managers - May 2025

11. Superintendent introduced Attendance Management Program to All Staff — June 2025
12. Administrators/Managers introduced Attendance Program at staff meetings — June 2025

13. Implemented Program - employees enter Informal Meeting #1 - October 2025

a. Premeeting between HR and Administrator/Manager to discuss employee calendars
and reasons for absences - case by case review.
b. HR determines entry

c. HR communicates decision to Administrators/Managers who then issue the entry letter
to employee.
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Attendance Support Program Overview

2013 to 2023



Employee Attendance Support program aligned with strategy:

1. Students fully engaged in learning.
2. All students are included and have the opportunity to succeed.
3.  Our communities, families and educational partners are effectively engaged in supporting student success.

4. Ourschooldistrictis efficient, effective and sustainable.



Three part strategic initiative

Wellness Supports

Employee Family Assistance Program

Enhanced counselling including Depression
Care

Lifespeak on Demand

Community based professional support
agencies

Resource informational pamphlet

Training on Professional Development Days

Disability Management

Enhanced adjudication and expertise

Strengthened relationship and participation
with BCTF Health & Wellness and Public
Employee Benefits Trust Joint Early
Intervention Services —including
promotions to raise awareness for
employees and their supervisors

Increased opportunities for temporary
workplace modifications and earlier return
to work options

Attendance Support

Approach -“We care”
Non-culpable absences

Not disciplinary — union rep not
required but can be invited at
employee’s discretion

Peer group averages

Incidental absences only (excluded
all leaves)

Conversation based, resource
referral program, including

disability management

No termination



Key Actions

Change Management —required all employees
to self report absences with defined reason
codes

Trained all Supervisor/Principals on the program
and provided specific sensitive conversation
training

Developed and refined the data collection,
analysis and reporting

Went to every school and workplace to
introduce the program & part of onboarding

Defined confidentiality guidelines and
procedures to maintain privacy

Communicated key messages about the
program to all staff and stakeholders
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Review C & ormtqons Support
rsati .

Phase OrvesSs Sessions

1. Human Resources conducted the review phase — analyze data & prepare reports
2. Supervisors were required to demonstrate they noticed and cared and to provide Wellness

Support brochure
3. Wellness Advisor met to inquire if there was anything the employer could do to supportthem in

attending work regularly and consistently




Employee Name: |EE#:
Position: |Location: School
S a m p l e O f t h e Period: Mar 1/XX to |Feb 28/XX
. - Peer Group Average:
Confidential
[Total Occurences:
How you compare to Peers: > 95%
Employee e
Reporting period # of occurrences # of different subs
R e O r t March 20XX 2 2
p IApril 20XX 5) 2|
May 20XX 7 5|
June 20XX 3 3|
Uuly 20XX
|August 20XX
Sep ber 20XX 0| 0l
October 20XX 5i 5|
November 20XX 2 1
December 20XX 3 1
January 20XX 2 2
February 20XX 3 3|
IYTD Totals* 32| 24




Average incidental absence by peer group comparison year to year

12.6 10.0 10.1 11.2 9.0 9.2
5.7 6.3 5.4 9.2 6.2 7.4
7.6 7.3 7.7 103 7.8 8.0

14.3 13.4 11.9 12.6 14.4 125

15.7 14.2 14.0 17.4 13.9 11.4

14.0 133 14.4 13.8 125

18.6 18.8 16 18.1 16.4 14.8

115 9.7 9.7 10.7 9.1 9.7

11.8 12.2 9.8 11 8.8 8.9

11.6 13.8 17.3 15.1 10.1 11.7




WellAssist Program

H ow it WO r kS 5 Performance Issues Identified

Leader to follow standard
processes relating to
performance issues.

Leader has a caring
conversation with employee to
inquire if they are ok and if

they would like to be referred Follow Ups
to Employee Services (wellness Referral Employee Wellness checks

team) about resources that Employee Wellness staff in with employee at timed

Employees identified by
Supervisor due to
observable changes in
behaviour or absenteeism
or presenteeism that
trigger the employer’s

ity Sa tngui g may be available to support receives referral and contacts intervals agreed upon by
u © Inquire and care.

them employee to introduce them to employee and Employee
available Weliness supports and Wellness. Identifies
reviews specifically what may participation in programs,
be applicable/benefit to barriers to access, benefits
support their well-being. experienced. and identify
further support/needs

WellAssist Evaluation
(6 weeks post final follow up)

Resources (for Leaders) o Self At /oabiet / Tracking (Wellness)

How to have a supportive/coaching Review of Wellness Participation in Wellness
conversation (TWM} . resources/programs available programs

‘Why supervisor has first conversation encouragement to participate in Number of referrals into

doc | prog! (EFAP, workshops, wellassist and their actions
How Can | Help My Team? (from health challenges, recordings etc.) Number of referrals to EFAP
TWM] . self-Care and Resilience Guide {TWM) services (Workplace Referrals
Wellassist SharePoint page for leaders Referrals to: Program only)

with "'fwmes :Fd N;:":fms a2 RE@W Self Assessment and 1 Number of R@W 1-2-1 Debrizfs
referral metho i (in addition to on 1 Debrief with workbook Number of referrals into Leaves
telephone/email referral to wellness) Workplace Referral Program Change in absences for those in
(EFAP) ) the Wellassist program

EFAP Enhanced Services Views to Wellassist Sharepoint

) Evaluation of effectiveness of
wellassist Program

Transitioned program after COVID 19 to Well Assist: 2021-2023




Let’s talk
about the
data....

 Records/Collection
system

 Accurate
 Defensible

* Analytical consistency



Experiences with
Union Partners
and staff.....



Impact of the
program.....






THANKYOU !
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