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WorkSafeBC — Who we are

* Promote occupational health and safety
to create safer workplaces through
consultation, education, enforcement,
and investigation

« Support workers, provide compensation,
facilitate recovery and safe return to
work, and reduce disability

« Run a sustainable no-fault insurance
system

At WorkSafeBC we partner with workers and employers to prevent injury, disease, and disability.

e 280,000+ registered employers o 500,000+ workplaces in BC ¢ 2.7 million workers covered




Prevention Programs & Services

The operational priority for Prevention Services is to prevent workplace injury,

disease, and death by engaging employers and workers in workplace health
and safety.

We engage employers and workers to reduce risks and keep workplaces
healthy and safe through education and consultation.


Presenter Notes
Presentation Notes
*We are from our Prevention Division at WorkSafeBC, where we focus on the prevention of workplace injury and in my case as an Industry Program Specialist in Psychological Health and Safety, my area of focus is on mental health injury prevention

-you may be familiar with some other departments such as Claims and Compensation, Assessments, and so on…today I’m here to share information from a preventative lens so let’s get started…

NOTE: content on claims or other department focus we will be happy to connect you to the folks within WSBC that can answer your questions.


The mission of the Committee is to actively promote positive mental health
and provide the leadership, best practices (resources, awareness, education,

training, and supports) that first responders, their communities, and leaders
need.

SHARE IT. DON'TWEAR IT.

IT'S TIME TO SPEAK UP ABOUT MENTAL HEALTH.

BCFirstRespondersMentalHealth.com
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Presenter Notes
Presentation Notes
My group works closely with the BCFRMHC, where we focus primarily on the prevention of psychological injury and promote PHS. There are some resources that I’ll share later that would be relevant and applicable to the important work that all of you do.



Current state of mental health




Mental health by the nhumbers

500,000 a week

1 in 5 Canadians 500,000 Canadians a Mental health is the #1
experience a mental week are unable to work cause of disability
health problem due to their mental health claims in Canada

$50 billion 75% of workers 71% of employers
Poor mental health costs 75% of working 71% of employers with
the Canadian economy Canadians would be front-line employees believe
over $50 billion a year reluctant to disclose a they do a good job
mental health condition to supporting mental health;
their boss or co-worker only 27%% of front-line
workers agree
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Psychological injury-only claims
Reported

6,791

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023

Psychological injury-only claims reported to WorkSafeBC are reported in the year that a first psychological injury is added on a claim.




Psychological injury-only claims
First Accepted

2,208

365 449 428

-0

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023

Psychological injury-only claims accepted are claims where the psychological injury is the only injury on the claim and are reported in the year the
psychological injury is first accepted on the claim.




Psychological injury only claims
By occupation, 2020-2024

Five-Year Summary, listing occupations with more than 20 psychological injury only
claims accepted in 2024.

Psychological injury only claims Psychological injury only claims
reported first allowed in year

2020 2021 2022 2023 2024 2020 2021 2022 2023 2024
L:‘;:P'.‘;:“ 4,437 | 5,449 | 5,880 | 6,773 | 7,258 | 1,624 | 1,739 | 1,977 | 2,192 | 2,437
Nurse 508 692 856 960 941 222 244 308 363 352
Social and
community 365 517 518 654 730 154 202 211 282 247
service
workers
Paramedic 282 359 315 312 a17 214 224 214 181 205
g“ﬁr;:f'“”a' 127 188 190 163 202 89 124 130 127 152
Teacher and 203 287 257 324 325 75 74 96 110 118
assistant
Murse aides,
orderlies and 183 196 232 308 331 75 67 76 100 115
patient service
associates



Presenter Notes
Presentation Notes
This slide shows an excerpt of psychological injury only claims by occupation for the same five-year period. 

The occupations experiencing the most psychological only injuries in BC include nurses, social and community service workers, and health care assistants (i.e. nurse aides, orderlies and patient service associates).


Short-term Disability (STD) Duration
By claim types

330
311
283 291 294 =o—Physical Injury With
—— Psychological and/or Chronic
o Pain
208
184 20 191
1/ _./. =8—Psychological Injury Only
44 =8—Physical Injury Only, No
35 3|9 39F 36 =3 Psychological or Chronic Pain

2019 2020 2021 2022 2023
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Presentation Notes
LTIF and LTIS 

Telling us that Safety is for ALL Things. Physical safety still matters!

What you’re looking at: Days off work on short‑term disability for three groups.
	Physical injuries only
	Psychological injuries only
	Physical injuries with a psychological or chronic pain component

What the data shows:
	Physical‑only: about 35–45 days off.
	Psych‑only: much longer—around 180–200+ days.
	Physical + psych/chronic pain: the longest—330+ days.

What that means in simple terms:
	When the mind is affected, time away jumps—more than four times longer than physical‑only.
	The longest times happen when a physical injury also has a psychological or chronic pain piece.

Why you see this pattern:
	People often get physically able before they feel mentally ready.
	Sleep problems, worry, and avoidance slow the confidence to return.

Why it matters: Spotting those signs early and adding support can be the difference between a short recovery and nearly a year off work.



Mental Health
Legislation & Policy History

~N
e Bill 9: Mental Disorder Presumption Clause (Mental Disorder Policy)
e Correctional Officer, Emergency medical assistant, Firefighter, Police Officer, Sheriff
J
~
e Expansion of Mental Disorder Presumption
* Emergency response dispatcher, Health care assistant, Nurse
J

e Expansion of Mental Disorder Presumption

] 10 e Community Integration specialist, Coroner, Harm reduction worker, Parole officer, Probation
I B2, officer, Respiratory therapist, Shelter worker, Social worker, Transition house worker, Victim
2024 service worker, Withdrawal management worker
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Presentation Notes
WSBC Presumption: Senior Leadership Explanation
Presumption under the Workers Compensation Act is a legislative tool designed to streamline access to compensation for workers who experience certain injuries or illnesses—most notably, mental health conditions arising from workplace exposures.
How Presumption Works
When a worker in a prescribed occupation (such as social workers, harm reduction workers, or other community social service roles) is diagnosed with a mental health disorder following a traumatic event at work, the law “presumes” the condition is work-related.
This means the worker does not have to prove that their job caused the injury. Instead, WorkSafeBC will accept the claim as work-related unless there is clear evidence to the contrary1

Why This Matters for Community Social Services
The presumption clause recognizes the unique and often repeated exposure to trauma and stress in community social service roles.
It reduces barriers for staff to access timely support, treatment, and compensation, which is critical for organizational resilience, retention, and psychological safety.
For employers, this shifts the focus from contesting claims to supporting recovery and return-to-work, aligning with best practices in workplace mental health and safety2

Key Points for Leaders
Presumption is not automatic approval of all claims: Employers can still provide evidence if they believe the injury is not work-related, but the default is to support the worker.
Policy intent: The goal is to acknowledge the realities of frontline work and to foster a culture of trust, safety, and early intervention.
Sector impact: Community social services are now included alongside first responders and health care, reflecting the sector’s evolving risk profile and the importance of mental health in the workplace3

In summary:�Presumption is a legislative safeguard that ensures workers in high-risk, trauma-exposed roles receive the benefit of the doubt when seeking support for mental health injuries. For leaders, it’s both a compliance requirement and an opportunity to strengthen organizational health and resilience.


Bill 41
Return to Work Obligations

New return-to-work duties

As of January 1, 2024, changes to the Workers Compensation
Act legally require workers and employers to cooperate in timely
and safe return to work. Some employers are also required

1o maintain employment with their injured workers in specific
circumstances.

The new amendments are designed to:

+ Encourage connection and collaboration between workers and
employers by laying out formal return-to-work responsibilities
in the event of a work-related injury or illness.

« Reinforce the value of return to work and promote positive
outcomes for workers.

New return-to-work duty changes

Workers and employers: The duty to cooperate creates
obligations for an injured worker and their employer to cooperate
with each other and with WorkSafeBC to identify suitable work.
The employer must make the suitable work available to the
waorker in a timely and safe manner, and the worker must not
unreasonably refuse the work. The duty to cooperate applies

to claims with injury dates on or after January 1, 2022.

Some employers: The duty to maintain employment applies
only to certain employers. If an employer regularly employs
20 or more workers and has employed the injured worker for at
least one year before their injury, the employer has an obligation
to maintain that worker's employment, to the point of undue
hardship. The duty to maintain employment applies to claims
with injury dates on or after July 1, 2023.

Learn more

Visit worksafebc.com/returntoworkduties

or scan the QR code to learn more about what
these new duties mean for you, and to access
resources related to return to work.

Questions?

Please visit gems.online.worksafebc.com/emailus and select
“Duty to cooperate and Duty to maintain employment” to submit
your questions.

BC


Presenter Notes
Presentation Notes
We take these current abilities (or as previously known as, restrictions and limitations) to the employer where they would ideally canvass modified duties opportunities within their establishments. ��Pre dating bill 41, board officers did not have strong language in law in policy holding employers accountable and bringing back their injured workers in modified capacities. Case managers often educate employers on the benefits of timely RTW (ie claims costs and risk of prolong disability), in hopes there is buy in to the therapeutic and cost benefits in timely return to work. In fact, according to the Canadian Society of Professionals in Disability Management, When a worker is away from work for more than a year, only 20% of workers return back to their substantive employer. Therefore, really highlighting the importance of timely return to work and the race against the clock to avoid workers to become part of this statistic. ��Case managers review modified duties offer in a neutral lens to assure they meet the requirement that it is safe, productive and consistent with the workers functional abilities and skill. ��In the event there is either refusal of suitable work or an employers unwillingness to cooperate, Case managers can send a internal referral to the RTW compliance team. 


Return-to-work (RTW) obligations

Duty to cooperate and duty to maintain employment

Recognizes the benefits of injured workers
remaining connected to employment
following a workplace injury or illness:

« Supports cooperation on timely and safe
return to work

« Preserves or restores employment
relationships

 Promotes greater worker and employer
independence and engagement in the RTW
planning process



Presenter Notes
Presentation Notes
The RTW obligations came into effect on January 1, 2024, and establish that both workers and employers have a legal duty to cooperate with each other and with WorkSafeBC to support return-to-work following a workplace injury.

These obligations recognize the value of keeping injured workers connected to the workplace during their recovery. 

The goals of the legislative changes are to:
Support cooperation in achieving a timely and safe return to work
Preserve or restore employment relationships, and 
Promote greater independence and engagement by both workers and employers in the return-to-work planning process

The RTW obligations are the foundation for workers and employers to work together in developing a RTW plan. 



Psychological health and safety




How do we talk about mental health at work?

-‘n' ury Psychosocial factor
1in) Menta| health

gically health
e

psychologic?
Psycholo

Occupational stress injury

psY cno (.) e Ps
el\-be ych OSsoc;

psychosocial safety climate al hazard ‘



Definitions

- Psychological Safety

Show up authentically, push back and ask for support without fear of
negative consequences

- Psychologically Healthy and Safe Workplace

Psychological well-being is protected and promoted.

No harm to worker mental health is allowed to occur in negligent,
reckless, or intentional ways.


Presenter Notes
Presentation Notes
These definitions are the working definitions that WSBC is currently using. These definitions are pulled from credible resources, as an example the definition of PH&S was taken from the CSA Standard…there have been two standards released since 2013:

CSA Standard released in 2013 
ISO Standard released in 2021 

Run through the first two definitions and highlight the difference between them

NEXT SLIDE


Global landscape of psychological health and safety

,4" Governments of
Queensland and
New South Wales

European Agency
for Safety and
Health at Work




What framework does Canada rely on?

CSA factor ISO focuses
Organizational culture Leadership, organizational/workgroup culture, recognition and reward

Clear leadership and expectations Leadership, roles and expectations

Civility and respect Civility and respect, violence at work, harassment, bullying and
victimization

Psychological competencies and Job demands, workload and work pace

requirements

Growth and development Career development

Recognition and reward Recognition and reward, career development

Psychological support Support

Involvement and influence Job control or autonomy, interpersonal relationships, supervision
Workload Work/life balance, workload and work pace

Engagement Recognition and reward, career development

Balance Work/life balance, workload and work pace

Psychological protection Organizational change management

Protection of physical safety Work environment, equipment, and hazardous tasks




)

Our Mental Health Strategy — Overview

Vision Focus areas Intended outcomes

@® Short term:

Increased awareness of and
support for the importance of
building and maintaining a

WorkSafeBC psychologically healthy and
will be a leader safe workplace, among

in promoting employers and workers
psychologically Medium term:

safe and Improved outcomes for
healthy psychological injury claims,

including safe and timely
return to work and reduced
human and financial costs for
workers and their employers

workplaces and
compassionate
recovery.

Long term:

Reduced claim volumes as
workplace psychological health
and safety culture matures

iiiii
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Presentation Notes
Published in 2023


Framework for Success — Key Principles

Show leadership
commitment

Ensure worker
participation

Develop supportive
managers and
supervisor

Risk assessment and
mitigation



Presenter Notes
Presentation Notes
Mental Health Strategy is a foundational step on a journey to improve workplace psychological health and safety in B.C. 

PS – PHS  Applying a Risk Management Framework to identifying psychosocial hazards to prevent harm. Elevating the way, we view mental health at work to the same as physical health.  

Framework for Success – Three Principles  Culture  Psychological Healthy and Safe Workplace

When we have the first three pillars/principles in place Employers can then really dig in to identify psychosocial risks and mitigation.


Principle 1 - Show Leadership Commitment

- Leaders need to set the tone by demonstrating their commitment to
psychological health and safety

PH&S Policy
Ensure access to necessary resources
Communicate openly and encourage worker participation

Integrate psychological health and safety policies into the overall occupational
health and safety program required by sections 3.1-3.3 of the Regulation

21
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Presentation Notes
What is Leadership?
What is Leadership in action?
Benefits



Principle 2 - Develop Supportive Managers
and Supervisors

- Managers and supervisors often have the most influence in shaping
workplace culture

Enhancing relationships with workers

* The quality of relationships between managers and workers can make the

difference in workers feeling comfortable voicing concerns or reporting
mistakes or risks

- Education and training to manage mental health in the workplace

22
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Presentation Notes
Good communication skills Provide clear and concise direction to the team and ensure workers understand what is expected of them in the workplace. • Ability to foster supportive and trusting relationships Act reliably, honestly, and transparently to build workers’ sense of safety and foster team cohesion. 
• Respect and empathy Be thoughtful and try to understand varying points of view. Listen actively so everyone has space to be heard and ensure that all team members feel valued and supported. 
• Ability to problem solve and work collaboratively Deal with problems promptly and objectively, approach challenges with a team mindset, and ensure worker participation and involvement where appropriate and practicable. 
• Competence Have a good working knowledge of job duties, expertise in workplace policies and procedures, awareness of resources, and literacy in psychological health and safety. 
• Awareness of disability management and resources Know about and understand relevant programs; communicate with providers and agencies such as WorkSafeBC. Understand the relationship between being off work and psychological health, and manage return to work in a way that considers workers’ mental well-being along with their physical well-being. 
• Leading by example Take care of one’s own mental health to model self-awareness and stress-management strategies for workers


Principle 3 - Ensure Worker Participation

- Worker participation means employees are included in discussions,
decisions, and initiatives about workplace factors that affect their mental
well-being

Participating in prevention activities

Voicing concerns with the joint health and safety committee or worker
representative

Contributing to psychosocial risk assessments
Peer support

Providing time, training, and resources to actively participate

23



From psychosocial hazard to psychological
injury
Psychosocial hazards often stem from:

-

~

Need for
Interpersonal Workplace
employer

environment conditions >
supports

\ 4

Exposure
Job design to traumatic
events

Potential psychological
injury

! ) 4
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Presentation Notes
Psychosocial hazards identified in 5 categories – Framework for success offers controls and ways to mitigate the risks associated to those psychosocial hazards, ultimately working towards preventing psychological injury


Psychological injury

Resources
to cope

Demand



Presenter Notes
Presentation Notes
What we know is that when demand exceeds the resources to cope, we are at greater risk of suffering from a psychological injury or mental health condition.


Recognize Stigma & Promote Resilience

- Stigma: “a mark of disgrace associated with a particular circumstance,
quality, or person”

Self-stigma - negative views about self around mental health

Social stigma - negative stereotypes held by society about mental health

issues and the people who have mental health issues

- Resilience: “"The process of adapting well in the face of adversity, trauma,
tragedy, threats or significant sources of stress and the ability to “bounce
back” from difficult experiences”

26
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STIGMA
Self – “I’m weak, not good enough, should be stronger, what would people think of me (shame)”

Structural - societal-level conditions, cultural norms, and institutional practices that constrain the opportunities, resources, and wellbeing for stigmatized populations

In Your Workplace:
	- Aspect of asking for support is often left out of the dialogue of PH&S and it is critical for PH&S workplaces.
	- Can employees ask for support without fear for being perceived as incompetent or without risk to upward movement.
	- By creating psych safety informed workplaces, it will bolster the likelihood employees will ask for support.



Anti-stigma Campaign

- anti-stigma campaign to help
address and reduce stigma

SHARE IT. DON'T WEAR IT.

IT'S TIME TO SPEAK UP ABOUT MENTAL HEALTH.

C EAERGENCY | BC MUNICIAL 184 w s GREATER | PROVINCE | BOVAL | TRANSIT | VOLUNTEER

HEALTH cHiErs 10HAL It e OFBC | CANADIAN | POUCE | FIREFIGHTERS

SERVICES oF paLice olce Foc s P MOUNTED ASSOCITION
ast N LATION

BCFirstRespondersMentalHealth.com

27



ROI of a culture of psychological health
and safety

Average ROI
of mental health programs

Amount company stocks
appreciated — versus
159% — over 6 years

Non-financial

benefits

Retention rates

Talent attraction

Employee engagement
Effective risk management

Alignment with
shareholder priorities

International

evidence

Studies from around the world
consistently show
that promotion, prevention,
and early intervention can
provide positive ROI




Building a culture of psychological health
and safety

Supervisor and
manager training
and development

Leadership
commitment

Ongoing worker ’ Risk assessment
participation and mitigation




Key takeaways

Mental health Psychological Engage your

costs and health and safety workforce in
consequences are is everyone’s identifying risks

increasing responsibility and solutions

We are all on this
journey together




Resources



WorkSafeBC resources

- Crisis Support Line: support for if you or your family is in emotional crisis
available 24 hours/7days a week. 1-800-624-2928

* Critical Incident Response Program: support for if you witnessed a
workplace accident or fatality. Available 9am-11pm, 7 days/week.
1-888-922-3700

- Claims Call Centre: if you have experienced a workplace injury; access to
information on eligibility and claims processes. 1-888-WORKERS

- Prevention Information Line: access to information about occupational
health and safety law and processes. 1-888-621-7233




Managing psychological health & safety

WORK Bc Forms & Resources Law & Policy About Us Contact Us Log in to online services

Health & Safety Insurance Claims Il Am a... Q

Home > Health & Safety > Create & manage a healthy & safe workplace > Managing psychological health & safety

P — Managing psychological health & safety

health & safety

Managing psychological health and safety in the workplace is as important as managing
physical health and safety. A psychologically healthy and safe workplace prevents harm to

Eelions workers’ mental health and promotes mental well-being.

Related topi
clated topies While many factors outside the workplace can affect mental health, it is an employer’s

responsibility to address the factors that are within the control, responsibility, or influence of
the workplace. These three principles help to create, support, promote, and maintain a
psychologically healthy and safe workplace:

1. Show leadership commitment
2. Develop supportive managers and supervisors
3. Ensure worker participation

Many employers already operate according to these principles, which are outlined in detail in
our framework for success. Those who effectively promote psychological health and safety
have greater productivity and employee engagement. Their workers experience less conflict
and higher morale, and are less likely to leave.

Managing psychological health & safety - WorkSafeBC
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WorkSafeBC has resources available on our website to assist with managing psychological health and safety in the workplace.

And of course, SafeCare BC has a wealth of resources and supports available to you.

https://www.worksafebc.com/en/health-safety/create-manage/managing-psychological-health-safety
https://www.worksafebc.com/en/health-safety/create-manage/managing-psychological-health-safety
https://www.worksafebc.com/en/health-safety/create-manage/managing-psychological-health-safety

New psychological injury support resources
for employers

We've developed two new resources o
(one long form, and one short form) to

help employers support workers who —

experience psychological injuries.

How to support workers who
experience psychological injuries

O N |

These resources include: Return-to-work strategies to
support w9rkers.wl:|o experience E
- Strategies on how to support e il E

A resource for employers

workers who experience commonly
occurring psychological injuries.

- Abilities-focused language that
highlights what a worker is able to
do, not what they are unable to do.

« An emphasis on the importance of
collaboration and communication (23 pages)
between the worker and employer.




RTW planning tool

/ WoORK BC Forms & Resources Lam & Poticy About s Contact us [ ESY IIBISARS SN

Online self-serve tool that allows you to

Health & Safety | Insurance | Claims | Am a... Q

Create return-to-work plans with ease: Coming summer 2025

« Create customized return-to-work plans
« Collaborate with your injured employee

- Follow step-by-step prompts that walk you through the
entire planning process

Wihen workers and employers communicate and cooperate with
each other after a workplace injury, it can improve return-to-work

. News & Events
outcomes for both parties. An important step to help ensure a Q '

+ Manage all your plans in one place

Our anline Retum-to-Work Planning Tol gives you the opporturity to create
customized retum-to-work plans with ease and confidence. collaborate with your
inured employee, and identify safe and suitable vierk that's tailored to their abilities.

Announcements >

Your online guide 1o return-to-work planning

Q
Q Campaignz »
Q

Our anline tool is easy ta use and helps ensure you mest your return-to-wark
respansibilities 25 an employer. Under the duty to cooperste, workers and employers
‘are required to viork togather to find suitable, meaningful werk for a orker after 2

workplace injury. Q Enews »

The RTW tool, and any claims information, can be o

Follow quided steps: Step-by-step prompts walk you through the entire
jou're asking the
ps to creste

righs questions, filling in the correct
e and effective retum-ta-work

planning process te ensure:
. . information, and followins
slan. Stay Connected
accessed throu our online services accoun
L them and identify how they can sahe\\ contribute w\(hm their current ab\hne:
Plans can be easily shared or worked on in tandem with workers, allowing for
their input until the plan is signed off.

Plan at your own pace: Access the tool from your computer, mobile device., or
‘bl and sare e o rk laving soonsferan iy e, e
cases, you can stert the planning conversation on the day

Manage all your plans in one place: See al your return-to- ot plar ata
glance, stay up 12 date on progress, and get netified when a worker makes 3
change or accepts your wiark offen

Customize a plan to meet your needs; Chaose fram & variety of templates o
create & neturn-to-viork plan based on modified duties, modified hours, or bath
With time and healing, a werkr's abilities and function will ikely increase. You

can easily duplicate an existing plan in the tool znd updsta it to craste 3
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To help ensure you meet your RTW responsibilities as an employer, WorkSafeBC has a new RTW planning tool that is set to launch this summer.

Our Return-to-Work Planning Tool allows you to easily create customized return-to-work plans, collaborate with your employees, and identify safe and suitable work that’s tailored to their abilities.

The tool walks you through the entire planning process, ensuring you’re asking the right questions, filling in the correct information, and following steps to create a safe and effective return-to-work plan.

The RTW tool will be available through your online services account. By signing up for e-mail notifications, you’ll find out when the tool is live and a worker has filed a claim that the tool could help with. 

https://authoring.worksafebc.com/en/resources/insurance/information-sheet/online-services-faq-for-employers?lang=en

Employer supports

« RTW resources for employers at
worksafebc.com/returntowork

« Return to Work Services Consultation

and Education Services Team

« RTW-CES@worksafebc.com

« 604.279.8155 (Lower Mainland)
 Toll Free: 1.877.633.6233

Managing a Safe
Return to Work

WORK Bc Forms & Resources Law & Policy About Us Contact Us Log in / Create an account

COVID-19  Health & Safety  Insurance  Claims | Ama... Q

Home > Claims > Return to work

[— Return to work

Returning to work while recovering is a healthy and safe approach for most people with work-
related injuries. Working is good for physical and mental health, and often supports healing.
Making safe, sustainable work arrangements for people who were injured at work takes

all have important contributions

Workers: Return-to-work
information

Forms & Resources Law & Policy About Us Contact Us | Log in to online services.

WORK BC

Health & Safety  Insurance  Claims | Ama.. Q te and duty to

Home » Health & Safaty » Create & manage a healthy & safe workplace » Managing psychological health & ssfety
lers Compensation Act that affect

lers have a legal duty to
safe return to work following a

R .

G Managing psychological health & safety
health & safety S o

How to support workers who
experience psychological injuries a’
| - il

10 to th

0 s documen s pratet workers wha N
fectivel firety et 1wk .
2ngagel o what the warkes is
leave. o o o

4. saring poim
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fety: u productivy expectations  Tolwrating sieess
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DAY IS 4 MEMT o supporie employmen: | UPUISHPICAY 8 1SS0 | o . cuteter work
aquany servicesfeg. work  + Modcavons towork  enviooment
« Supportocresources  cosch peersuppor)  processes thatsiow . The opton o isienta
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Presentation Notes
You can also find additional education, tools, and resources for both physical and psychological injuries on our RTW Information Hub at worksafebc.com. In addition to the RTW planning tool, we have a new employer guide, “Managing a Safe RTW” that includes tips and templates to help you develop a seamless process for managing workplace injuries and helping your employees get back to work safely. 
�Check back regularly, as resources are continually updated and revised.

If you have question or would like additional training and education on RTW planning, identifying options for suitable work, or understanding your RTW requirements, our Consultation and Education team is here to help.

https://www.worksafebc.com/en/claims/return-to-work
https://www.worksafebc.com/en/claims/return-to-work
mailto:RTW-CES@worksafebc.com
mailto:RTW-CES@worksafebc.com
mailto:RTW-CES@worksafebc.com
mailto:RTW-CES@worksafebc.com
https://www.worksafebc.com/en/claims/return-to-work
https://www.worksafebc.com/en/health-safety/create-manage/managing-psychological-health-safety?origin=s&returnurl=https%3A%2F%2Fwww.worksafebc.com%2Fen%2Fsearch%23sort%3DRelevancy%26q%3Dpsychological%2520injuries%26f%3Alanguage-facet%3D%5BEnglish%5D&highlight=psychological%20injuries
https://www.worksafebc.com/en/resources/claims/guides/how-to-support-workers-who-experience-psychological-injuries?lang=en&origin=s&returnurl=https%3A%2F%2Fwww.worksafebc.com%2Fen%2Fsearch%23sort%3DRelevancy%26q%3Dpsychological%2520injuries%26f%3Alanguage-facet%3D%5BEnglish%5D&highlight=psychological%20injuries

BCFIRSTRESPONDERSMENTALHEALTH.COM

@ NEED HELP NOW?

BC First Responders' Mental Health L ifimmediate crisi call 911

Looking Looking
FOR He|p Resources Events Reach Out

SHARE IT.
DON'T WEAR IT.

IT'S TIME TO SPEAK UP ABOUT MENTAL HEALTH.

% Self-Assessment @ Ways To Help B COVID-19 Resources
Sometimes it's helpful to take a personal mental Is someone you work with struggling with their These resources are intended to help first
health check—to see how you're managing with mental health? Do they seem stressed? Are they responders and first responder organizations
the stress and pressure of work (and life!). acting differently—or is there something a little better understand how the pandemic can have
“off” in the way they're behaving? Here are an impact on mental health, and to offer
things you can do to offer support. suggestions on how to support the mental

health of first responders.

Learn More Learn More Learn More
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Presenter Notes
Presentation Notes
We’ve given you a lot of information throughout this presentation, and we have some time now for your questions. 
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