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Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	1. Give short answers to the following questions: (20)

i. What are the main purposes of Health and Safety at Work Act?
The main purposes of the Health and Safety Act at Work 1974 are:
· to protect employees, contractors and visitors to workplaces or members of the public who come into contact with a company’s work or actions, from the risk of injury or ill-health. 
· to control the use and storage of dangerous chemicals and substances by requiring materials safety data sheets to be in placed and issued by each manufacturer and supplier. 
· The control of any potentially dangerous emissions into the atmosphere. 
The Act incorporated three pieces of existing legislation at the time, including The Factories Act 1961, Offices, shops and railways premises Act 1963 and The fire precaution Act 1971.  The 1974 act was intended to apply to all employers, employees, self-employed people (although some of these were deregulated in 2015), anyone in control of non-domestic premises and the manufactures/suppliers of articles and substances. Its lays out the duties which:
a. Employers have towards their employees and members of the public
b. Employees have to themselves and to each other
c. Self-employed (where they work directly with or their work comes into contact with the general public) towards themselves and others. 
The HSE [*https://www.hse.gov.uk/legislation/hswa.htm Dec 2020] has outlined the basic requirements of this act as:- 
Appointing a competent person*: This is a person who either works for the company or a third party contracted to give this assistance to the company. They should be adequately trained in Health and Safety matters, ideally having such qualifications as IOSH (Institution of Occupational Safety and health) or NEBISH (The national Examination board in Occupational safety and health). The person appointed should also have experience in both the health and safety field but also the operations of the company they are employed in/at, so they can adequately identify hazards and be able to put forward and implemented sensible controls. 

Prepare a health and safety policy*:
If a company has 5 or more employees, then it is a legal requirement under this act to establish a health and safety policy and share this with all of the employees or contractors. The Health and safety executives’ guidelines as published on their website [https://www.hse.gov.uk/simple-health-safety/policy/index.htm Dec 2020**] break the policy down into 3 parts. 
1. Statement of intent** – this covers the general aims of the of the company in how health and safety will be managed and the company’s commitment to it. 
2. Responsibilities for health and safety** - the policy should include a list of those employees on site, on external contractor how has responsibility for health and safety. It should also include their role and ideally contact details such as email address and contact telephone number. 
3. Arrangement for Health and Safety** - The policy should also give details of the arrangements in place to safeguard employees, contractors, and the general public. This could include such areas as risk assessment, induction and further “on the job” training, Occupation health facilities, lock off tag off systems of working etc. 
Risk assessment*:
The act requires the employer to identify any hazards in their business which may cause injury or ill health in their employees or public who encounter their work. This should include all aspects of the business, from the chemicals or substances used, the equipment used, the environment right through to hazards from stress and anxiety.  
Once the hazards are identified they should be risk assessed. Generally, they are usually scored in three areas, likelihood, severity, and extent. The higher the score the higher the risk and priority. 
Once the risk scores are known, then practical solutions should be found to eliminate the risk or if not practical to eliminate then to adequately control the risk to an acceptable level. 

Consult your workers*:
An employee must consult with their workforce. This should be a two-way conversation regarding how health and safety works in their business. The consultation should include how they control the risks and the part the employees play in ensuring the site remains safe for all. The employer should also encourage the employees to highlight areas where they believe there is a hazard not already or adequately controlled or an improvement on a current control to make it even safer. 

Provide information and training*:
Ensuring employees are given adequate training in health and safety matter. Initially this should start with the induction of new staff, then “on the job” training and then regular refresher training sessions. Special attention needs to be made to employees with any disabilities to ensure the training is adequate for them to ensure they fully understand the requirements and their part to play in maintaining a safe working environment for themselves and their colleagues. 

Have the right workplace facilities*:
The employer must ensure there are certain facilities in place for the employees, including toilets, washbasins, drinking water and having somewhere to rest and eat their meals. 
The workplace should also be a clean and healthy environment to work in, with suitable lighting, ventilation, and temperature. It should also be safe, with well maintained equipment, no obstructions or trip hazards and chemicals safely stored etc. 

First aid in work*:
An employer must have first aid provisions on site. They should have appointed suitably trained first aiders to ensure employees get immediate help if they are taken ill or are injured whilst in the work-place. If employees work remotely, then first aid provision must be reviewed and implemented if the risk of accident and injury is deemed medium to high risk. 
Staff should be aware of the first aid provisions on site by way of signage etc. Ideally it should also be included in induction programmes for new starters. 

Display the law poster*:
The HSE Health and safety law poster must be displayed within the work place or the HAS health and safety leaflet should be given to each member of the workforce. This outlines the current British health and safety laws applicable. 

Get insurance for your business*:
Most employers are required within the Employers’ Liability (Compulsory Insurance) Act 1969 to insure against liability of injury or disease to their employees whilst they are at work.  

The law*:
There are 2 parts criminal law and civil law. 
In criminal law, where there is a potential, alleged or actual breach of health and safety requirements The Health and Safety Executive (HSE) or local authority have a number of powers extending from this act. This includes verbal or written notice, raising improvement or prohibition orders and finally to prosecute the offending employer. This could result in a hefty fine or even imprisonment if the company or an individual is found guilty.
civil law is mostly around compensation claims for death, injury, disease or ill health arising due to the employer failing to manage the hazards and risks reasonably and practicably. This is not enforced by the HSE or local authorities but is dealt with by the courts. Where the case finds in the favour of the claimant, then the court will decide on the level of compensation to be awarded.  Where a company is seen to meet their responsibilities under the health and safety act, then the risk of being found negligent under civil law will be greatly reduced.  

Report accidents and illness*:
Certain types of workplace accident, injuries, work related disease and also near misses must be reported to the HSE as a legal requirement. The RIDDOR (Reporting of Injuries, disease and Dangerous Occurrences Regulations) 2013 is a list of specific injuries which include, this not an exhaustive list [https://www.hse.gov.uk/riddor/reportable-incidents.htm Dec 2020] :
· Fractures apart from Phalanges
· Amputations
· Permanent loss of sight
· Serious burns covering 10 or more % of the body and or causing serious damage to eyes, respiratory system, or vital organs
· Loss of consciousness cause by a head injury or asphyxia
· Any injury arising from working ion confined spaces, leading to hypothermia, hyperthermia, requiring resuscitation or admittance e to hospital for more than 24 hours.  
 In addition, workers who have been incapacitated and unable to work for 7 or more consecutive days due to an accident they were involved in within their workplace, must be reported within 15 days of the accident. 
All accidents must be recorded by the employer within an accident book as required by the Social Security (claims and payments) Regulations 1979. 
There are also several diseases which must be reported, where these are likely to have been caused or worsened by an individual’s work, examples being: 
· Carpal tunnel syndrome
· Severe cramp on hand or forearm
· Occupational dermatitis
· Occupational cancer
· Occupational asthma

ii. Outline the benefits of health and safety at work place. 
Some of the main benefits of an employer maintaining a good level of health and safety in their workplace are:
· The likelihood of there being accidents is greatly reduced as all known hazards have been risk assessed and where practical, action taken to eliminate or added control in place where they can’t. 
· Lower rates of absenteeism amongst the workforce from both reduced accident levels but also from better welfare initiatives to identify such issues as work- related stress early. 
· Reduced costs, mostly around reduced lost working days but also in reduced risk of potential fines, compensation payments and insurance costs. 
· Greatly reduced threat of legal action against the company. 
· Able to attract and recruit good quality staff due to the good health and safety reputation. 
· Positive PR for the company within their industry.
· Preferred partner or supplier. Leading to increased business and turnover. 
· Greater reputation and standing for corporate responsibility amongst the community, potential investors, and customers alike. 
III. What is risk assessment about? 
A risk assessment is a systematic approach to identifying hazards and then determining the risk. A risk assessment should be conducted on all hazards identified within a workplace. These could include machinery, handling practices, environment, chemical or substances used, vehicles movements on site, VDU,s repetitive strain injury or potential stress inducing tasks or areas within the business. 
For a health, safety and welfare risk assessment, there are three questions which need to be answered regarding the hazard to find the actual risk rating. 
The likelihood of the hazard occurring. This can range for extremely unlikely to highly likely that the hazard could occur. 
What the worst-case scenario might be is the hazard occurred. This could range from no ill effect or injury through to death.  
Lastly, how many people could possibly be affected if the hazard occurred. This can range from none to all the workforce.
The final risk score then gives the Health and Safety Officer the level of risk associated with the hazard and allows him or her to prioritise the most important that need action first.  
Once the risk assessment is completed, then the next step is to determine the action needed to address the hazard and ideally eliminate it or at best put in added controls to ensure the risk is reduced to a level that is deemed safer. The health and safety act expects reasonable and practicable action to be taken to eliminate the risk where possible. If, however it is not and this might come down to the nature of the task or the sheer cost of action, the act does allow for this, with some level of control being preferred. 

iii. What are the different types of risk assessment?
There are 2 types of risk assessments, quantitative and qualitative.
Quantitative risk assessment is generally preferred as this is based on objective data and evidence. The risks can be assessed using known or historic data and therefore can be applied when determining the actual level of risk for a particular process or event. An example of a quantitative risk assessment could be for a chemical to be used on site, where the manufacturer has already given the customer the Materials safety data needed and associated risks to people and the environment.  
Qualitative risk assessment is subjective and can be used where there is no or very little data to base the risk assessment on. A recent example of this is the COVID19 risk assessment that UK business where required to complete. A lot of the data given to businesses was very subjective as the facts for how the virus was spread were not known and have very much evolved over the last 9 months or so. As the data is not available it is important that the person or persons conducting the risk assessment compensate for this and base it on the working conditions, known hazards and their own expertise and knowledge, often erring on the side of caution to ensure that every angle possibly is looked at. 

iv. What is Health and Safety audit?
This is an inspection usually organized by the Safety representative and or the safety committee or a third party contracted to complete one. These types of audits also work better when other members of the work force are also involved, such as staff in the areas being inspected or from other departments. Using staff from other departments is useful as these staff are not familiar with the equipment and environment and with a pair of “fresh” eyes may well be able to identify areas of concern not seen before. It can also ensure best practice spreads easily across different sections of the business. 
These audits will cover the whole site and may cover the whole site at once or in smaller “bite” sized chunks, dependent on the size of the workplace.  
 The main points of the health and safety audit are: 
1. To ensure that the companies health and safety policies, safety practices and controls in place to eliminate or reduce hazards are being correctly adhered to by the workforce. 
2. To ensure all the staff have had the relevant safety training for the tasks they are completing and are familiar with the current health and safety requirements for machinery they are operating. 
3. To ensure the management and supervision commitment to health and safety is evident and being well maintained. 
4. Ensure risk assessments are being completed and adequate action taken where the risk requires it and that it is effective. 
5. Are accidents and near misses being adequately investigated and reported where required. With actions taken where highlighted. 
6. What are the trends on site in regard to accidents and near misses. If this is adverse review what action is needed to reduce. 
7. To identify any further hazards that have not already been taken into consideration to enable these to be risk assessed. 
Once completed the report will be generated. Where action is required these should be raised and recommendations made, with relevant costs if appropriate. The report should then be submitted to the senior management for approval and action. 
Ideally the frequency of the audit itself should be risk assessed, whereby if the audit is showing big gaps and poor or little management commitment, then the audit should be undertaken very frequently.  Whereby if trends are positive, none or little action required from the audit, then the next audit may not be required for a longer time.
 
2. Discuss different approaches that employers can adopt to help employees manage stress.(10)
Approximately 1 in 6.8 people are experiencing mental health problems in the workplace (14.7%)  [Lelliott, P., Tulloch, S., Boardman, J., Harvey, S., & Henderson, H. (2008). Mental health and work.]. The HSE [HSE December 2020] have stated that the latest statistics show that over 0.6M people across the UK reported work related metal illness, stress, depression or anxiety with 13 million days lost [Sodexo Dec 2020]. This is estimated to have cost the British economy in excess of £5 billion pounds last year [HSE Dec 2020]. 60% of employees say they’d feel more motivated and more likely to recommend their organisation as a good place to work if their employer took action to support mental wellbeing [Mind - Populus poll for Mind of 2,060 adults in England and Wales in employment - polled between 6 and 10 March 2013]. Therefore, tackling this is often seen as the number one priority by many employers as the initial cost can reap far more financial benefits in the future, through reduced absenteeism and staff churn.
Ways in which employers can tackle may include:
1. Employee assistance programme (EAP’s). This is a confidential service offered to all staff, this may be run using company staff or more likely a thirds party external provider, such as Perkbox; where confidentially can be maintained. The programme offers employee the chance to obtain certain types of services such as:-
· Confidential 24/7 confidential helpline.
· Workshops to help and offer advice on handling outside factors such as caring for relatives, marital breakups, and financial pressures, trauma management etc..
· One to one or group counselling.
· Referrals to specialist services for issues regarding drugs and alcohol abuse.
These types of programmes started in the USA and have moved over to Britain in recent years and employers have seen a benefit when using this approach. 
Now with the increase of online real time solutions, additional benefits are being added to the programmes such as gym membership, online GP, employee recognition and feedback.
2. Stress Indicators. Stress surveys of the work force regarding their levels of stress and anxiety, are a useful tool to enable an employer to ascertain the current levels of mental wellbeing within their work force. Highlighting the areas where improvements could be made. The HSE offers their Stress indicator, which has been developed with many experts. It is intended to be used on a regular basis as this will show the level of improvement following any actions taken to improve the metal well-being of the work force is having. In addition, trends on absenteeism levels and productivity will also show if improvements are being made in the right areas. 
3. Culture. A poor culture in a business can result in very negative effects on its employees. Often it is easier to join the moaners and complainer than remain positive. Many companies have a culture of blame, this can severely affect the mental health of staff leading to acute anxiety. 
It is often said that “to change the culture of a business is like turning around an oil tanker”. A lot of the way a company runs and operates can be embedded in years of “we’ve always done it like that”, so culture changes can be hard to sustain unless the senior management are fully committed to it. It can also be slow to see benefits, especially where businesses have tried and failed in the past. Employees have long memories and easily become skeptical, often meaning it can fail before its begun. 
Like stress surveys, culture surveys again can highlight the areas of concern and improvement from one survey to the next. There are several companies who offer such survey services for companies, such as Peakon®, who actively want to improve their culture. 
Change management should ideally be used in conjunction to affect a more positive response from the workforce and keep the momentum up until habits are formed. Looking for quick wins, where staff can see the improvements, can then make it easier to achieve change in the harder areas. 
It is essential however that the workforce are kept up to date and they can see progress happening. 
4. Appointing a Welfare Officer. Often mental wellness issues if spotted early can greatly reduce the risk of employees becoming overwhelmed and having to taking considerable time off in the future. A problem shared is a problem easier to solve and this can be aided by offering the confidential service of a welfare officer. Where employees can chat on a 121 basis regarding the anxieties or events leading to the stress they are currently experiencing. Although the Welfare Officer may not be able to solve their issues, they may well be able to effect change, either just by listening or by offering advice or making changes to other factors within the work environment for that individual. 

5. Offer healthier food alternatives. A person’s diet can adversely affect their mental wellbeing as well as their ability to perform their role when at work. By offering healthy alternatives such as fruit and salads, whilst also ideally supplying these free or heavily subsidised, staff will be encouraged to partake. Where there are office and workshop bound staff, then a fruit and health snack re-fueling trolley could be offered. 

6. Offer rest and relaxation areas. Staff canteen or kitchen areas can often be noisy dreary areas, which ultimately don’t allow the workforce time to relax between shifts, therefore have very little benefit in wellness and relaxation and can actually be detrimental to them. 
Different people want and need different things, so initially an employer looking to revamp the canteen or communal areas should ideally canvas the workforce to ascertain their needs first. The result may be a well thought out canteen area or a series of areas, offering staff alternatives, ranging from quiet areas, e,g, reading area or single audio pods to area for social activities, e.g. games room, communal chatting areas. The idea being that staff can de-stress and recharge their batteries in a non-work pleasant environment. Additional there may be wellbeing rooms, where staff who are having well-being issues, a safe place where they can take themselves too if they need to. Many schools, colleges, and universities within the UK now offer these types of facilities for their students and have seen major benefit in the students who use them.
 
7. Social activity or event. By an employer offering the entire work force or individual departments an activity or event, often away from the workplace, not only aids team building but also makes the employee feel more valued by the company and less insecure and anxious. The events can be tailored to include many areas to benefit both the employees and the employer. Such as sharing the good, recognising staff who have overcome challenges or exceeded expectation. Offering workshops or group activities, so not just learning skills but also building relationships away from the day-to-day work environment. Also, it gives an employer the means to openly discuss mental well being and proposed changes, so that everyone is aware of journey the business in on and their participation within in it. 


8. Encourage physical exercise. For company’s who work force tend to work at desks or in a fixed areas, offering and encouraging the work force to take some sort of physical exercise, can be a big benefit for both parties. Employers could do this in a number of ways, some examples are:
· Offering a subsidised gym membership or adding a facility to the work place, so this can be used during the working day too. 
· Encourage staff to “walk around the block” at breaktime, or even providing transport to a local park regularly, if a business is in a built up area such as an industrial estate.  
· Holding weekly step challenges using smart watches.
· Encourage departmental team challenges, such as football, netball etc. 
· Offering Desk pedal exercisers for desk bound staff. 
· 
9. Lunch and learn. Offering training on wellness related topics over lunch. Getting guest speakers in, so the topics can be varied and aid all staff. This not only offers the employee the opportunity to learn but also makes them feel valued. This also gives those taking part the opportunity to open up, give their experiences or their advice to other, making the topic of metal health not just more accessible but also much easier for everyone to talk about and much more socially acceptable rather than a taboo subject.
 
10. Company mental wellness publication. Sending all employees either a hard copy or an electronic copy on a regular internal publication. Giving helpful tips and advice on maintaining mental health. Potentially getting sponsorships for outside companies, who offer wellness related services. There could include vouchers off these services or competitions to win wellness related prizes. It could also track and update the staff on mental wellness improvements within the company etc. Making the journey on improving Mental wellness for all very transparent. 
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