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Network Stress Conference - another great success
In this edition

· Report of November 07 Stress Network Conference

· New Handbook Publication

· Recent Conferences and events

· Stress Issues and Stories
Diary Dates
Network Steering Group Meetings:-

· February 9th 2008 10.00 am

· May 10th 2008 10.00 am

· September 6th 2008 10 am

Hillscourt Conference Centre, Rednal, B45 8RS
Next Network Stress Conference
· November 15th 2008 (prov)

Hillscourt Conference Centre, Rednal, B45 8RS
Hazards Campaign Meetings & Conference
· December 13th 2007, Manchester Hazards Centre

· Mar 10th 2008, venue tba

· June 19th 2008, venue tba

· July 18th/20th ’07 Hazards Conference, Keele University
EWHN Conference
Oct 10-12th ‘08, Bologna, Italy
T

he 2007 Annual Stress Network Conference ‘Enforcing the HSE Stress Management Standards’  took place at Hillscourt Conference Centre near Birmingham on Saturday November 10th.  

Some 70+ delegates assembled together and had a most enjoyable and informative day.  We welcomed delegates from England and Scotland and for the first time from Northern Ireland. As always the Conference facilities were an excellent setting for our deliberations, and our grateful thanks are once more extended to NASUWT for its continued support for our work.

We were especially pleased to welcome Kathy Jenkins, Secretary of the Scottish Hazards Campaign who chaired our Conference.  Kathy welcomed delegates to the day, introduced speakers and ably facilitated the Forum and closing plenary sessions.  We are grateful to Kathy for taking time out of her busy schedule immediately before the Scottish Hazards Conference.

David Snowball, (HSE Yorkshire and Humberside) outlined the current HSE position on Stress, the Management Standards and the complex issues of enforcement.  Noting that many employers still continue to feel that only visible hazards are worthy of action, David described the familiar three-prong approach necessary to securing good healthy working practices and environments.  Identification of hazards, their removal and the use of support programmes to assist workers in need remains key to good employer approaches.  Essential to success was total commitment throughout the company.

Putting the process of implementing the Management Standards into a real life situation was ably recounted by Sue Espley (Good Hope Hospital Trust, Sutton Coldfield).  Having the direct support of HSE in a programme of work across 2,500 employees with full commitment from the Board was most helpful.

The process was undoubtedly difficult, beset with problems when essential managerial changes at the top of the Trust occurred.  Nevertheless full commitment to the project remained and employee representatives through the Trades Unions were regularly engaged and on board too.

Outcomes included improved staff car parking, enhanced induction processes, communication systems, joint review and consultations of all HR policies, and improved equality training and peer group support.  In addition more visible involvement (‘walking the floor’) in the day-to-day work of the hospital by managers at all levels was seen as a key benefit for all. 

The next stage in process is to roll out the same programme in an expanded Trust  workforce of 10,000.

Bringing new information from the long-standing Whitehall II Study, Dr Jane Ferrie (University College London) spoke on the issue of organisational justice in the workplace.  She explored data that showed how a lack of effective justice in the workplace impacted on health problems.  These included cardio vascular problems; heart disease, back problems and many other health problems closely associated with increased stress levels.

The Whitehall II study is a linear research programme carried out over some 20 years on mainly male employees in the Civil Service, where stress levels are high.  The most recent report on the work can be downloaded at:-

http://www.pcs.org.uk/Templates/Internal.asp?NodeID=892125?NodeID=891936 

Incidences of high levels of organisational justice create good working environments, practices and relationships.  This included increased commitment, less probability of leaving the job, better job performance, successful conflict resolution, and increased decision acceptance and job satisfaction. 

On the downside, lower organisational justice lead to retaliation, withdrawal, theft stress and overt disobedience.

Statistical evidence showed there were higher incidences of illness in those areas where managers were less fair in their dealings with employees.

Following a much needed coffee and comfort break, Conference resumed to hear Jane Paul (Equality and Safety Adviser) speak on the issue of Gender and Stress.

Jane outlined the key issues of gender differences and their impact on workplace stereotyping and a general failure to acknowledge the needs of either gender, and in particular the specific needs of women.

The fact that many employers disregard the gender difference in making risk assessments or indeed fail to do specific risk assessments for pregnant women and nursing mothers was not unusual.  Employers and employees together forgot that male and female reactions to work situations and stress factors are diverse.  Trades Union Representatives and Stewards needed also to reflect the needs of all their constituent members.

Biological factors in the relationships between mother and foetus and the child after birth make additional demands on a woman, over and above those of being an employee.

Jane’s session concluded with a call to reflect the equalities and diversities of the work force in all aspects.

Bringing the opening plenary session to a conclusion, Ian Draper (Network Convenor) set out the views of the Stress Network on the current state of work and stress.  He focussed on the need for full and proper commitment by all employers to the HSE Standards and a competent risk assessment approach to stress in the workplace.  

Ian commenced with the TUC vision that ‘no-one should leave work at the end of the day feeling less healthy than they were when they arrived’.  He espoused the idea that we should all aspire to work being ‘health and well-being enhancing’.  

Touching quickly on the familiar costs of stress related illnesses to industry, the economy and above all to employees and their families, Ian highlighted statistics from the biennial 2006 TUC Safety representatives survey which constantly showed that Stress was not reducing.

He referred to the Legal, Business and Moral & Ethical foundations to employers’ duty of care, and outlined the history of HSE Stress Management Standards.

Despite an overwhelming call in the 1990s for a change in HSE had declined to act, pending further research.  It had taken 10 years to reach the stage where the 6 Stress Management Standards were published in late 2004.  During this time the same problems continued to escalate and showed no signs of real improvement.

He outlined the very recent publications by the Institute of Directors, which gave clear guidance to all Company Directors of their duty to take all aspects of health & safety seriously.  It was noted that the new Chair of the HSC, Judith Hackett had called for ‘board level engagement and ownership on health and safety’.  The question was ‘is it safe not to act?’

Evidence in all workplaces from sickness absence records, exit interviews, trade Union Branch audits and wider research was that it is NOT safe not to act.  

Employers and organisations were vulnerable to negligence claims and to prosecution for failure to exercise their duty of care.

Regrettably the Stress Management Standards are still only voluntary non-statutory guidance.  There continues to be widespread ignorance of their existence. This situation needs to change.

Delegates then posed questions to the panel of speakers.  The subjects covered included:-

· Risk assessments applicable upon return to work after stress related absence.

· Gender Support.

· Impact on Schools and their Safety Agenda of local direct funding.

· Effects on the remaining workforce of employee absence and where it is perceived as lead swinging.

· Worker and Trades Union involvement in developing the safety agenda with specific response to stress.
· Requirement to get Directors and Managers involved and fully committed.

· Apparent lack of awareness of impact of Burnout and need to educate employers on the impact of workplace stressors.

· The high percentages of managers that are aware of stress in the workplace, and yet seemingly do not act.
A full report of the conference including workshop findings can be found at:-

http://www.workstress.net/
on the newly created Conferences Page.

New Stress Information Pack published

We are pleased to announce that our very popular Information Booklet has now been revised and reprinted.  We are especially grateful to NASUWT for its assistance in reprinting.  

We also welcome and express our grateful thanks to ATL, Community, Hazards Campaign,  PCS, UNISON and UNITE for their very generous support in sponsoring the publication.

ATL, one of the 3 main classroom teacher unions has purchased additional copies for distribution to its Safety Representatives and members and in its training sessions.

Conferences and Workshops

In recent months, the Network has attended a range of conferences and workshops.  A report of these events is on the website.

These include:-

· 2007 Stress Symposium, London

· Tinnitus & Hearing loss Conference 

· HSE Stress Masterclass, London

· Bullying and Harassment Conference

· Scottish Hazards Conference, Glasgow

· CCA Conference on Corporate Manslaughter, London

· Management Competencies Research workshop, London

Stress Issues and Stories
Testing the Effectiveness of the 'Streamlined' National Well-Being Programme at Managing Work-Related Stress in Schools

HSE has been working in partnership with WorkLife Support to develop an intervention for schools that is effective, but not onerous or costly and at the same time broadly equivalent to the HSE Management Standards approach. WLS has re-designed their National Well-Being Programme (NWP), to create a 'streamlined' programme that can be rolled out to a large proportion of schools. 

The aim of this research was to evaluate the impact of a 'streamlined' version of the NWP and to devise ways to secure support in Local Authorities to engage a greater proportion of schools. The one-year pilot, with repeated conclusions, has been tested in a cross-section of 400 schools from eight Local Authorities and the independent sector.

Some key findings include:

· LA's and individual schools attracted to cost effectiveness of 'streamlined' NWP,

· Helping LA's and individual schools meet their duty of care as employers of school staff,

· Provides protocol support for school leaders on well-being issues,

· LA's valued aggregated data - a useful snapshot of the 'health' of their schools, 

· NWP empowers schools to take action themselves to tackle work-related stress, rather than waiting to be told what to do, and 

· Pro-active organisational level risk assessments to manage work-related stress can be undertaken in a cost effective manner in schools.

· The research reinforces the positive outcome (reduction in sickness absence, reduced staff turnover, less teacher supply cover costs, etc) that schools can derive from tackling work-related stress.

To review the full report (ref: RR588) please go to

http://www.hse.gov.uk/research/rrhtm/rr588.htm?ebul=stress/nov-07&cr=1  

The over-55s could soon be screened for hearing problems under new proposals. 

An NHS trial across Britain of 35,000 people aged 55-74 found routine hearing tests offered "substantial benefits" and were good value for money.

A national programme could be in place within five years, said government adviser Professor Adrian Davis, who led the research.

More than one in 10 people in the trial were found to have a moderate to severe hearing problem.

A simple 30-second test using a device which produced tones at different sound levels was enough to identify those who need a hearing aid, the trial carried out in England, Scotland and Wales found.

The Department of Health said it would look at the evidence.

Network Comment
There are many who suffer from hearing impairment, often linked to their work, and stress-induced hearing problems are not uncommon.  Better understanding of the problem and greater concern for worker’s well-being will help to prevent such problems.

Diabetes in the Workplace

Diabetes is a disease that currently affects more than 180 million people in the world. According to the World Health Organization (WHO), this number is likely to more than double by 2030. Increasing absenteeism and safety of workers are among the greatest concerns about diabetes and related chronic conditions in the workplace.

It is worth remembered that work factors, notably long hours, stress and burnout can be contributory factors in the development of diabetes, and a workplace diabetes strategy should deal with these issues just as keenly as the lifestyle, sickness and disability issues. 

HSE warns employers to ensure they comply with HSE enforcement notices following prosecution of company director

The Health and Safety Executive (HSE) has warned employers that they must comply with enforcement notices or risk prosecution. The warning follows a HSE prosecution of a Burnley company director after he contravened a Prohibition Notice requiring him to implement a safe system for working at height.

Shaun Cosgrove of Burnley, was fined a total of £1,500 and ordered to pay costs of £3,500 at Reedley Magistrates' Court, after pleading guilty to one breach of the Health and Safety at Work etc Act 1974 and two breaches of the Work at Height Regulations 2005.

Network Comment
Whilst this case is related to working at height, it is comforting to know that HSE intends to take breaches of regulations seriously and to prosecute Directors of companies who flout the law.  

We continue to press for similar actions in respect of unsafe working practices that have caused stress-related illnesses.

Ban bullying at work

That is the simple message of UNISON's campaign to ban bullying in the workplace.

"All workers have the right to be treated with dignity, respect and fairness," said the union's health and safety officer, Robert Baughan.

In addition, it leads to ill health and stress for many workers.  A recent NHS staff survey, the biggest ever, revealed that a staggering 61% of NHS workers had been bullied at work.  

UNISON is committed to campaigning for policies that are in place and acted upon; ensuring bullying is treated as a potential disciplinary offence, and that it is the perpetrator, not the victim, who is removed from the workplace.

Don't suffer in silence
Under health and safety laws, employers have a duty to assess risks to employees and to develop and introduce policies and procedure to control the risks.  

If you are, or you know a UNISON member being bullied at work, UNISON can help. Contact your union rep, or call UNISON on 0845 355 0845.

Government proposals should give union reps more time to do their jobs
Welcoming Government recommendations that ACAS should consider ways to strengthen its Code of Practice outlining the time and resources that employers grant union reps to do their jobs, TUC General Secretary Brendan Barber commented: 'Beefing up the ACAS Code would prove a great help to the small but significant minority of union reps whose employers refuse to give them paid time off to train or make it impossible for them to carry out their union duties.

'ACAS needs to find ways to strengthen its Code so that it reflects the modern world of work. This would help give union reps the time off they need to train, represent their colleagues and work with their employers to run safe, well-trained workplaces where staff enjoy a good work/life balance.

'The Government's own figures suggest that properly trained and supported union reps can bring big benefits to employers by reducing absenteeism, improving job retention rates and boosting productivity.

'Unions will be pleased by the news that the Government intends to produce a joint statement with the TUC and employer organisations stating the positive role played by union reps. But we are disappointed that the Government hasn't used the facilities review to give environmental and equality reps the right to paid time off so that unions can do more to make the UK's workplaces greener and free from discrimination.'

Disappointing Statistics

Responding to new health and safety figures for 2006/2007 from the Health and Safety Commission, TUC General Secretary Brendan Barber said: 'These statistics are very disappointing. Thirty six million days lost to ill-health at work is unacceptably high and this number has risen in the last year.

'This is bad news for everyone. Too many employers are getting off the hook because the HSE does not have the tools to deal with the massive workplace health problems we face.

'We share the HSE's recognition that more needs to be done on enforcement and welcome the steps that have been taken. But the HSE cannot meet its targets for reducing occupational ill-health by 2010 without a significant increase in the resources available.

'Instead, the HSC has had its workforce reduced and faces further cuts of up to five per cent for the next three years as a result of the current spending review. These spending trends must be reversed. Otherwise, employers will continue to get away with playing fast and loose with their staff's heath.'

Learning to manage risks is an essential part of growing up, says HSC

Judith Hackitt, new Chair of the Health and Safety Commission (HSC) has sent out a clear message to those who hide behind so called health and safety rules to stop children from enjoying a normal childhood. The new HSC Chair said, "Life is not risk free, we know that. Our children encounter risks every day and learning to manage risks is an essential part of growing up. Through educational activities and play we want children to enjoy themselves whilst staying safe."

"All too often 'health and safety' is blamed for imposing unjustifiable bureaucracy on teachers. I do not want to see bureaucratic actions taken in the name of health and safety. As the regulator, the HSC wants to see risks managed sensibly and responsibly, not eliminated. Most education authorities are extremely sensible on issues like this, but it is important every authority continues to adopt a sensible approach."

Sensible risk management IS NOT about:

* Creating a totally risk free society;

* Generating useless paperwork mountains;

* Scaring people by exaggerating or publicising trivial risks;

* Stopping important recreational and learning activities for individuals where the risks are managed; and

* Reducing protection of people from risks that cause real harm and suffering.

Sensible risk management IS about

* Ensuring that workers and the public are properly protected;

* Providing overall benefit to society by balancing benefits and risks, with a focus on reducing real risks - both those which arise more often and those with serious consequences;

* Enabling innovation and learning, not stifling them;

* Ensuring that those who create risks manage them responsibly and understand that failure to manage real risks responsibly is likely to lead to robust action; and

* Enabling individuals to understand that as well as the right to protection, they also have to exercise responsibility

Joblessness is 'bad for family health' 

The Government's crusade for full employment has been strengthened by "shocking" statistics about the impact on people's health of being out of work, a minister is to say.

Work and Pensions Secretary Peter Hain told a conference in London that being unemployed is bad for the health of parents as well as their children.

He said that the notion that life without work is stress-free was wrong.

A recent study showed that the death rate for children of parents who had never worked or were long-term unemployed was 13 times that for the children of professional employees, according to Mr Hain.

He added, "the prevalence of psychiatric disorders among children in families whose parents have never worked is around five times greater than those with parents in professional occupations.

"While the rates of deaths from injury and poisoning in children have fallen in England and Wales over the last 20 years they have not for children in families in which no adult is in paid employment.

"This is shocking and underlines for me even more starkly why our crusade for full employment in our generation is so important."

Mr Hain speaking at the conference, organised by Child Poverty Action Group and One Parent Families, said that the Government was right to do what it could to help long-term benefit claimants, including lone parents, to get a job, adding: "It is also right for us to expect people to take advantage of that help for their families' sake."

If a firm pressures its employees to break the Working Time Regulations it could face heavy fines

According to a recent report from the International Labour Organisation (ILO) the UK tops the list of wealthy nations that work excessive hours. 

The ILO survey shows that one quarter of UK employees work more than 48 hours a week, more than any other developed nation.  This is despite the fact that in October 1998 the UK introduced the Working Time Regulations to implement the requirements of the European Working Time Directive.  

These regulations limit the average weekly hours that a worker can be required to work to 48, although workers can choose to work longer hours if they so choose.  

Company pressure

The danger, of course, is that a worker might feel under pressure to work longer hours even when there is no explicit request for them to do so.  This was the danger highlighted by the recent case of Eyres v Atkinsons Kitchens & Bedrooms, heard in the Court of Appeal.  The claimant, 20-year-old Michael Eyres, a fitter working for a specialist contractor based in Bradford was paralysed after a road accident in which he was thrown from his van after falling asleep at the wheel.

Mr Eyres and his 28-year-old managing director, Craig Atkinson, met in Bradford at 3.30 a.m. in order to fit a kitchen in Swindon, Wiltshire.  They loaded the van and set off on the 111-mile journey, sharing the driving. They arrived in time to start work at 8.00 am and worked through to 2.30 pm.  

From Swindon, the two men then travelled another 122 miles to Sidmouth, Devon, stopping briefly to pick up a takeaway meal, which they ate on the move.  They started work in Sidmouth at 6.00 pm, finishing an hour later and embarked on their journey back to Bradford (230 miles) at around 7.00 pm. Mr Eyres was at the wheel.  

Dangerous working practices

Mr Eyres asked his boss if they were going to stay somewhere overnight but Mr Atkinson, who had a penchant for sayings such as “eating’s cheating” and “you can sleep when you’re dead”, said “No”.  

Although he had told his boss that he was, in his own words, “knackered”, Mr Eyres did not object to driving home since this was quite common practice. 

Mr Atkinson, in the passenger seat, went to sleep.  Mr Eyres after a period of driving suddenly and inexplicably lost control of the van.  Eye witnesses reported Mr Eyres braking so hard that smoke came from the tyres.

All the Appeal Court judges agreed that Mr Eyres had shown, on the balance of probabilities, that he had fallen asleep and that his sleeping was the cause of this accident.

His appeal succeeded, although he was found to have contributed to his misfortune through his own negligence. The Court of Appeal apportioned 25 per cent of responsibility to Mr Eyres because he had not been wearing a seat belt and a further 12 per cent for driving knowing that he was tired.

The overall reduction for contributory negligence was therefore 37 per cent. The Appeal Court declined to make a higher finding on the basis Mr Atkinson had placed Mr Eyres in the predicament of driving home in a state of exhaustion.

Who's liable
What is interesting about this decision is that all parties accepted that if the accident was caused by the claimant’s tiredness, the company would be liable to him.

In other words, it was common ground that the employer would be liable in negligence or for breach of statutory duty, in causing or permitting the claimant to drive when he was too tired after having worked excessively long hours without a proper break.  Clearly, this was a one-off case. 

Employers that insist on employees working long hours without a break may well put them at increased risk and could find themselves held liable for any resulting stress or injury.

Network Comment

This is a classic case of an employer deliberately encouraging an employee to put his (and the employer’s) life in danger.  It is an appalling illustration of deliberate disregard for working hours, concentrating more on cash than on personal safety.

The Network highlights cases such as this in its regular armoury of evidence that the law on employer duty of care is far too loose.


The workplace is too often the source of ill-health warns the Institute of Employment Rights

The Institute of Employment Rights has produced a Briefing in response to Dame Carol Black’s Review of the Health of Britain’s Working Age Population. The Black Review, announced in October 2007, was hailed as “the first ever review of the health of the working age population”. At the launch of the Review, Peter Hain MP said its aim was to “address how we can improve people’s health and support them to stay in or return to work”
In submitting evidence to the Review, the Institute of Employment Rights argues that by focusing policy initiatives on ways of reducing the numbers out of work and in receipt of benefits, the government is downplaying the role of the workplace as a source of ill health and labour market inequality. According to figures quoted in the Briefing, over 600,000 new cases of work-related ill health occur each year. More importantly, the IER claims that evidence suggests that “much of the current health-related economic inactivity is the outcome of past failures to protect worker health at workplace level”. 
The Institute then considers the problems and policy options under five main headings: 

· Compliance with existing legal requirements: 

· Financial incentives to ensure employers comply with their duties 

· Provision of an occupational health infrastructure and of “good work” 

· Extending the rights of worker representatives. 

· Dealing with the challenges posed by agency and outsourced work 
Network Comment

The Stress Network has also responded to this consultation exercise, setting out its views on how health and well-being sensitive employers and managers can avoid and prevent those unnecessary costs to individual and society of prolonged sickness and related absences.
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