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Li£e savings

E.ON saved nearly £12 million in a year
Rolls-Royce saved around £11 million
in just three years
AstraZeneca saved an estimated
£5 million in one year
Glasgow City Council saved
£4.5 million in one year
Transco saved about £4.5 million
in four years
East Sussex Council saved £900,000
in a single year
Huntsman Petrochemicals saved
£250,000 in a year
Barts and the London NHS Trust saved
£217,000 in a single year
British Polythene Industries saved
£176,000 in one year
Chilled foods producer Uniq saved over
£100,000 over three years
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Li£e savings

Hundreds of companies have already found that health and safety pays. It’s the perfect winwin – people are protected, and the business gets a healthy return on its investment. In
today’s tough economic climate, this has never been more important.
Whatever the sector, whatever the size,
every organisation can see a saving
from sound health and safety. Typically,
even a small investment can mean a
drop in the many costs associated with
accidents and illness, from insurance
premiums to agency staff to cover gaps
in the workforce. But it can also mean
productivity, quality and motivation go
up, and reputation improves.
The case studies featured here show
you how IOSH members in six different
organisations have cut costs while
looking after the people who make
their business tick.

You’ll find more case studies at:
- www.hse.gov.uk/business/
business-benefits.htm
- www.hse.gov.uk/sicknessabsence/
casestudies/bpi.htm
- www.dwp.gov.uk/health-work-andwell-being/case-studies
- www.dwp.gov.uk/docs/hwwbhealthy-people-healthy-profits.pdf
- http://www.bitc.org.uk/resources/
publications/healthy_people_.html

Go to the Business Link website for a
step-by-step tool for developing a
business case or project evaluation:
http://www.businesslink.gov.uk/bdotg/
action/detail?itemId=1084516235&type
=PIP&furlname=wwt&furlparam=wwt
Do you have a Li£e Savings success
story to share? Let us know at
jasmeen.daji@iosh.co.uk.

May 2011
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E.ON

The facts
E.ON is one of the world’s largest
investor-owned gas and electricity
companies. In the UK, it has more than
50 sites and around 15,000 employees.
Its retail arm supplies power and
energy services to more than 5 million
customers. Its network business,
Central Networks, distributes electricity
to more than 10 million people.
The issue
E.ON was concerned at a gradual
increase in absences from work put
down to occupational health issues
ranging from back pain to stress. The
business put a cash value on the
working days lost – it was estimated at
around £30 million a year.

The solution
E.ON developed a new occupational
health strategy, led by Derrick Farthing,
Director of Safety, Health and
Environment, Neil Budworth,
Corporate Health and Safety Manager
and a Chartered Fellow of IOSH, and
Louise Boston, Occupational Health
Manager. The 23-strong team of
occupational health professionals took
on more of an ‘outreach’ role,
managers were given simple guidance
on what to look out for and how to
deal with people who fell sick, and
experienced senior nurses got much
more heavily involved in positioning
health as a leadership issue, spotting
trends, highlighting patterns to
managers and dealing with
complicated long term cases.
The occupational health team followed
the BBC programme ‘Street Doctor’
model, going out of the consulting
room and into the business, talking to
thousands of staff, literally desk to
desk. The team talked openly about
health issues, asked the right
questions, and gave out basic advice.
The message was: ‘If you need help,
just ask us’.
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The team also developed a fast track
referral process for workers with
musculoskeletal problems. Everyone
who reported this kind of issue was
assessed, and if it was appropriate,
referred to a physiotherapist within
seven days. Simply taking faster action,
and making sure that specialist referrals
are working, have shaved 20 days off
the average musculoskeletal case.
E.ON designed a range of online selfhelp materials in-house to tackle stress
and other mental health issues.
Employees reporting this sort of
problem are encouraged to use the
materials, and to work with their line
manager to see what other support is
available. If it’s needed, people have
the opportunity to see a counsellor
within days. Neil Budworth puts this
part of the scheme’s success down to
the company’s efforts to raise
awareness and take the stigma out of
mental health issues: “Having lots of
information out on the intranet during
our Head Way campaign, using a few
novel ways to get the message out
there, like our Head Shed roadshow,
really helped.” The company found
that the self-help tools on the intranet
worked well – the pages have had over
7,000 hits since they were launched.
The number of new cases and days lost
through mental health-related absence
have both been cut by 25 per cent.

E.ON

The programme has been delivered to
a diverse range of employees, from
office workers through remote lone
workers to engineers in power stations.
Feedback has been very positive. The
whole scheme is based on the principle
that it’s better for workers, both
physically and psychologically, to be
back at work as soon as they’re fit
enough.
Says Derrick Farthing: “Having the
senior leadership team on board is
critical. We also made sure that we
consulted with colleagues across the

business when we developed the new
strategy. Fundamental to all of our
work was a clear understanding of the
risks our business faces, using
innovative approaches and ‘keeping
the message alive’. We’ve proved that
a strategy like this can make a real
difference to our workers’ lives,
productivity, and our bottom line, and
all with a fairly modest investment.
We’ve kept costs down by developing
many of the new tools in-house.”
E.ON’s absence management strategy
won the Mental Health and Stress

Management award in the
Occupational Health Awards 2010. It
will be tackling cardiovascular risks and
driving safety in two new campaigns in
2011.
The saving
E.ON estimates that it saves around
£11.8 million a year with its
occupational health programme.

- Listen to Chief Executive Paul Golby
on the savings secured at E.ON, and
hear Neil Budworth on developing
the business case for health and
safety at www.iosh.co.uk/
lifesavings.

“We’ve proved that a
strategy like this can
make a real difference to
our workers’ lives,
productivity, and our
bottom line”
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Leeds Metropolitan University

The facts
Leeds Metropolitan University is one of
the largest universities in the UK,
teaching over 30,000 students in a
range of subjects across health, sport,
education, arts, engineering,
technology, business and law. Its 3,000
employees are based at two campus
sites in Leeds city centre and at
Headingley.
The issue
The catalyst for change for Leeds Met
was a series of bullying and
harassment complaints, coupled with a
Health and Safety Executive
investigation. Although the complaints
didn’t result in any formal enforcement
action, it was clear that there were
staff engagement issues that needed
to be tackled. The university also
wanted to improve how it dealt with
work-related stress – the biggest cause
of staff absence.
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The solution
The university has pioneered a new
approach to wellbeing, developing a
sophisticated programme that has
gone well beyond the health and
safety responsibilities it has for its
thousands of staff and students. Says
John Hamilton, Head of Safety, Health
and Wellbeing and a Chartered
Member of IOSH: “We took a highly
entrepreneurial approach. We decided
to really maximise the resources we
have right here at the university, from
academics, through elite athletes to
multimedia experts. Most businesses
would give their eye teeth for the sort
of skills and expertise we have on
tap!”
The wellbeing programme, entirely
developed in-house and launched in
early 2009, is based around an
innovative new website,
www.mywellbeing.org. Designed as
a self-help resource for staff and
students, the site draws on expertise
from across the university and originally
tackled 75 topics ranging from stress
through fitness and exercise to coping
with money worries and grief. As the
website has developed, it has extended
its coverage and now offers support on
around 190 different issues. Says John:
“We’re proud of the fact that the
programme has united the university in
taking a genuinely integrated approach
to wellbeing.”

The wellbeing website was launched at
the university’s Staff Development
Festival in 2009. Over 60 events
covered wellbeing issues, staff health
checks, exercise classes and self-help
sessions. Dame Carol Black, National
Director for Health and Work, featured
in a chat show format event that
attracted 200 people.
A series of link-ups with some of the
academic experts at the university is an
important part of the programme. For
example, John and his team worked
with the Faculty of Health to set up an
occupational health referral scheme
that means that staff and students
with health problems from a bad back
to persistent migraines can get to a
student-led clinic quickly for therapies
such as osteopathy, acupuncture or
physiotherapy.
Tackling stress is one of the key drivers
behind the initiative, so the team
designed a new stress programme,
supported by stress management
training for 450 managers. The training
was designed to help managers to take
action at a local level using a risk
assessment tool based on the HSE’s
management standards.

Leeds Metropolitan University

A series of student health campaigns
staged as part of the wellbeing
package packed plenty of punch. One,
called ‘Big boys should cry’, featured
an ad campaign designed by students,
and aimed to get more young male
students using counselling services
when they needed to. The campaign
was launched in partnership with the
student union.
The results so far have been
remarkable. The initiative has caused a
real buzz and the wellbeing website
had more than 6,000 hits in its first
three months. Not only are stressrelated absences down by 16 per cent,
but in the latest staff survey, two thirds
of people said that they felt the
university was interested in their
wellbeing – above the sector average
for this measure. Working with the
university’s Centre for Health
Promotion Research, the team is
carrying out a three-year evaluation of
the project, to monitor its impact and
help in planning improvements for the
future. Its first employee survey
showed that 80 per cent had logged
on to the wellbeing site and found it
helpful and easy to use.

Getting genuine support for this
ambitious project was crucial from the
start. John asked senior managers ‘Do
you want to put a tick in the box, or
do you want to be good at this?’.
Leeds Met won the Best Achievement
in a Local Authority and Education
award in the 2010 SHP/IOSH Awards
and the Health Promotion and
Wellbeing award in the 2010
Occupational Health Awards. It also
garnered a gold Occupational Safety
and Health Award from RoSPA, and a
Health Honours Award from the
Teaching Public Health Network. The
programme was a key component in
the university’s Investor in People
application – Leeds Met is one of only
a small number of universities with IiP
status for the whole organisation.
The saving
This initiative is delivering a saving of
about £75,000 a year in lost wages
caused by stress-related absence. It’s
also seen the university’s accident rate
drop to its lowest ever number of
serious accidents and incidents – the
accident incidence rate in 2009 was
64.7 compared to the sector average
of 325 per 100,000 employees. There
are clearly cost savings emerging from
these improvements too.

The programme’s success has attracted
interest from other parts of the public
sector, so much so that Leeds Met is
now licensing Wellbeing Excellence to
nine organisations, including an NHS
trust, universities and local authorities.
Its reach currently extends to over
200,000 people, and the programme is
starting to bring in significant licensing
revenue as a result.
As John says: “This initiative is good
for our people, and morally it’s the
right thing to do. But it’s also good
business.”

- Listen to Steve Pashley, HR Director,
on the benefits of Leeds Met’s
wellbeing programme at
www.iosh.co.uk/lifesavings.
For more information, including a
video tour of the website and an
insight into the personal
experiences of Leeds Met staff, go
to www.mywellbeing.org.

“This initiative is good
for our people, and
morally it’s the right
thing to do. But it’s also
good business”
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CHEP

The facts
CHEP is the global leader in pallet and
container pooling solutions, operating
in 46 countries. It handles over 3
million equipment movements every
day, and serves 345,000 customers.
CHEP offers pallet and container supply
chain logistics for the consumer goods,
fresh produce, meat, home
improvement, beverage, raw materials,
petrochemical and automotive
industries. Across Europe, it employs
2,800 people, with 1,500 in 12 sites in
the UK and Ireland.

The solution
The starting point for CHEP UK was an
initiative introduced by its Australian
parent company, Brambles, known as
the ‘Zero harm journey’. The impetus
for change was a moral one, but
improving motivation and efficiency
were also drivers. The challenge for
Hugh and his colleague Peter
Rushforth, Safety and Risk Manager,
Europe, at CHEP and also an IOSH
member, was to turn the scheme into a
practical, workable tool for European
operations.

The issue
Around six years ago, CHEP UK’s
approach to health and safety in a
sector heavily dependent on manual
work was less formal. As Hugh
Kempton, Health and Safety Manager
at CHEP and an IOSH member, explains:
“We thought we were doing OK, but
when we benchmarked the company
against others in the industry we
realised that we shouldn’t be
complacent.” Lost time incidents were
running at about 30 a year, and near
miss reporting wasn’t even on the radar.

Both Hugh and Peter come from a
plant operations background, and
quickly realised that to be successful
the new initiative had to genuinely
involve workers on the ground. Says
Hugh: “We had to make things
happen in a way that’s understood at
shop floor level.” It was also important
to make it clear that the initiative was
here to stay, and that it wasn’t just a
‘flash in the pan’. And with years of
experience on the operational side,
they confidently challenged any signs
of a ‘We can’t do that’ mentality.

The team started by focusing on
frontline statistics – lost time incidents.
Hugh and his colleagues introduced a
new standard operating procedure
across all European sites and worked
hard to make sure that all incidents
were reviewed, and that the root
causes were identified, with clear close
outs. Before the new scheme was
launched, the company had a tendency
to accept incidents at face value, but
under the ‘Zero harm’ regime, each
one was investigated properly and
where things didn’t seem right, they
were challenged. One side effect was
that “mischievous claims” were
brought firmly under control. In five
years, lost time incidents in UK and
Ireland operations went from an
average 30 a year to just one a year.

“Great buy-in at shop
floor level is essential, as
is senior support”
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CHEP

The team turned its attention to the
next level down, in terms of severity:
‘modified duty’ and ‘medical
treatment’ incidents. This was followed
by a new action plan for near misses.
Five years ago, reported near misses
were at zero. Now they are in the
thousands, not because more are
happening, but because operational
teams understand that by reporting
what’s happened, they can help
managers to help them prevent things
going wrong again.
“Closing out incidents properly is
critical, otherwise we lose credibility,”
says Hugh. Better communication was
vital too. Sharing information on
incidents, close-outs and corrective
actions across Europe meant that
improvements came thick and fast. The
attitude was, plant to plant, ‘This
won’t happen on my patch.’

The programme has seen culture
improvements across the board.
Absenteeism at the company was
above the industry average, at
between 5.5 and 7 per cent. Now it’s
around two per cent. This alone has
delivered obvious savings, with a cut in
the bill for drafting in temporary
workers to cover absent staff.
Motivation is far healthier too. Earlier
this year, CHEP introduced ‘kaizen’, the
Japanese continuous improvement
philosophy, and has seen thousands of
ideas coming in. Says Hugh: “Ten years
ago there would have been nothing.
Now the guys have confidence in the
business and they see that what they
say can make a real difference.”

Hugh Kempton puts the initiative’s
success down to consistent controls,
and changing the culture gradually,
taking things one step at a time and
making sure that new developments
are bedded in before moving on to the
next one. “Great buy-in at shop floor
level is essential, as is senior support.
Our Vice President at the time
completely supported the programme
and banged the drum at European
level. He took away the barriers.”
The saving
Hugh Kempton estimates that cash
savings have run well into hundreds of
thousands of pounds. The initiative has
had a positive impact on areas beyond
health and safety, including “massively
improved” retention, motivation,
productivity and quality. The cost of
implementing the programme has
been minimal – there was no budget
allocated, with the team expected to
finance it from plant operations
budgets.
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British Gas

The facts
British Gas is one of the UK’s leading
domestic energy suppliers. Part of the
Centrica Group, it provides gas,
electricity and home repair services to
millions of customers. The company
also helps customers save energy and
money with energy-efficient products
and services including insulation, smart
meters and solar panels. British Gas
employs 30,000 people and has one of
the largest fleets in the UK.
The issue
Driving is a big part of the business,
with thousands of engineers out on
the road visiting customers’ houses
every day. With a fleet of 10,200 vans
and 1,880 company cars, and 1,950
private cars used for business, British
Gas currently spends around £6.7
million a year on ‘bent metal’,
including its own damage and third
party costs. It spends £14 million a year
on fuel.
Nationally, it’s estimated that around
740 people are killed and over 8,000
seriously injured every year while
working on the roads or driving for
work.
The solution
British Gas concentrates on managing
its road risks as part of a corporate
drive to cut down injuries and driving
incidents, as well as make financial
savings. Since 2006, when a five-year
business case was authorised and the
corporate level programme started, the
number of vehicle-related incidents has
dropped by 30 per cent.
The British Gas road safety programme
includes:
- detailed fuel monitoring and
incident analysis
- vehicle safety features, including
speed limiters (these save on fuel as
well as encouraging safe driving)
- electronic driver licence checks
- pre-employment driver risk
assessment
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- a ‘safe driving’ pledge as part of the The Driver Risk Management System is
fleet induction driver booklet

- a road safety business plan
- initiatives to manage grey fleet
drivers (people who use their own
cars for work), including more
frequent licence, insurance and
vehicle roadworthiness checks
In the UK, although drivers under 25
years old make up only 10 per cent of
all drivers, they are involved in 25 per
cent of road traffic fatalities. So one of
the key initiatives developed under the
company’s road safety programme
focuses on young drivers. In a new
development, apprentices who haven’t
yet learned to drive are now being
given driving lessons – once they’ve
passed their test they are monitored
closely and offered extra training if
necessary. Those driving a van not long
after passing their test are seen as
particularly vulnerable.
The latest initiative from British Gas, its
Driver Risk Management System, is
designed to contribute to the company
objective of reducing lost time injuries
by 25 per cent and actual driving
incidents by 10 per cent each year. In
2009, its first year, both these targets
were achieved. Explains Steve Giblin, a
Chartered Member of IOSH and Director
of Health, Safety and Environment: “We
realised that a totally new method of
identifying and managing the risks
associated with driving was needed, if
we were to continue the safety
improvement trend we’d seen since we
started the corporate road safety
programme in 2006.”

based on a risk point system for
individual drivers. Each driver is
allocated points according to how
many incidents they’ve been involved
with, ranging from minor collisions to
vehicle write-offs, and any complaints
about their driving. The results are fed
into a traffic light system, which is
updated every month. If a driver is
rated ‘red’, they have to attend a fleet
safety review panel and take part in
four hours of intensive driver
development training by an
independent instructor specifically
designed to tackle the sort of incident
that triggered their risk rating. Amber
means that specific actions have to be
taken to improve driving, including a
two hour driver development session.
‘Green drivers’ with zero risk points are
given an annual safe driving certificate
– a bronze in their first year, moving to
gold in their third year of safe driving.
They are also commended in their
team meetings. The company makes it
clear that it will remove the ‘right to
drive’ from drivers whose personal
attitude to safety is an unacceptably
high risk for the business.

British Gas

The fleet safety review panels for high
risk drivers involve the general manager,
regional manager, operations manager,
service manager, health, safety and
environment adviser, fleet account
manager and local safety representative.
The review looks at the big picture,
concentrating on factors including:
- technical safety defects – focusing on
how well the engineer has been
handling routine aspects of their job,
from electrical safety testing to
equipment fault diagnosis
- attitude to safety score
- personal accident history over the
previous 12 months
- data from the Driver Risk
Management System (for example,
British Gas vehicle claims and any
endorsements on the driver’s licence)
- assessments of tyre usage, fuel
efficiency, wing mirror damage and
correct fuel card usage
- van checks on the day, covering tyre
pressure and condition and the
condition of the inside and outside of
the van
The review panel then decides on the
overall risk of the driver to the business
and agrees what should happen next,
for example whether the driver should
get more coaching on a specific issue
that came under focus during the
review. After this, the driver is monitored
and later returns to the panel for
another review.
Says Steve: “The scheme gives managers
a much better focus on injuries and
incidents – the traffic light system makes
tracking driver behaviour much easier,
and also gives a clear framework to use
to improve driving. And, importantly,
we’re incentivising our employees to
drive more safely.”

The scheme was first trialled in the
company’s London/SE region, with buyin from both the trade union and HR
team. The fleet services team developed
a communications campaign to raise
awareness of the new scheme and met
with all the general and divisional
managers to explain and discuss it. It
has now been rolled out to one service
and repair region, and the electrical
services and central heating installation
divisions. It’s scheduled to cover the
whole business by the end of 2011.
Jeff Greene, Area Operations Director for
London/South East, said: “I’ve carried
out numerous reviews now for high risk
drivers to try to get at the reason behind
their poor safety record. They all started
off pretty apprehensive but soon realised
the panel was there to help, and left
with a much more positive attitude. The
driver development programme is
tailored to each person, and they’ve all
now improved their driving skills.” One
of the drivers who has been through the
process, Terry Kouzapas, a Hadley Green
engineer, commented: “In 10 years of
driving you do get into bad habits, and
these are looked at during the driver
development. I took away hints and tips
that you can use every day.”
Alongside the scheme, British Gas also
delivered:
- two hour training sessions for drivers
who had been involved in more than
two incidents or were recording poor
fuel efficiency

- nearly 300 safe and fuel-efficient
driving e-learning sessions

- around 40 new induction courses
- over 400 driving assessments
- nearly 9,000 driving licence
entitlement checks
Says Steve Giblin: “Not only does our
road safety programme mean that
British Gas cuts down on accidents and
injuries – and all the obvious and hidden
costs associated with them – it also has
a direct impact on the wider community.
Our drivers are out and about all over
the UK, and if they’re driving with more
awareness, then that benefits other
drivers and pedestrians too.”
The saving
British Gas has seen the number of
incidents involving its vehicles cut by 30
per cent since 2006. The company has
put a value on that – it estimates it has
so far saved over £2 million in vehicle
repairs to its own fleet alone.
The British Gas ‘own damage’ incident
rate for its van fleet is currently 0.283,
compared to the fleet industry average
of 0.46.

- Hear Jeff Greene, Area Operations
Director, on how the programme was
rolled out at www.iosh.co.uk/
lifesavings. You can find out more
about British Gas driving safety and
vehicle efficiency initiatives at
www.drivingforbetterbusiness.
com/casestudies/cenbg.aspx.

“Not only does our road
safety programme mean
that British Gas cuts
accidents – and all the
obvious and hidden costs
associated with them – it
also has a direct impact
on the wider community”
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Tamdown

The facts
The Tamdown Group is a construction
contractor with 600 employees. It
specialises in groundworks, civil
engineering and reinforced concrete
frame structures in both the private
and public sector. Based in the south
east, it has an annual turnover of
around £65 million.
The issue
In a tough competitive market,
Tamdown wanted to make its business
stand out from its rivals – developing a
strong record on health and safety was
seen as a clear differentiator when it
came to clients awarding contracts.
The senior management team was also
keen to make sure that with new
clients and new business coming on
board, the company’s safety culture
improved. The team wanted to see its
average of eight RIDDOR-reportable
accidents a year come down.
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The solution
Tamdown appointed a new Group
Health and Safety Manager in January
2008, and tasked him with auditing
the company’s health and safety
record, and introducing a new work
safety strategy. Andrew Denby, a
Technician Member of IOSH, realised
that any new programme’s success
depended on getting workers involved,
effectively giving them responsibility for
safety. His solution was to introduce a
new series of safe work systems and
the WorkSmart initiative, a behavioural
safety and worker engagement
scheme. He explains: “I felt it was far
better to motivate employees to
improve their standards by getting the
message across that working safely
would not only mean greater
efficiencies for Tamdown, but be better
for them too.” Andrew thinks that the
high accident levels in construction –
the industry claims the life of roughly
one worker a week and seriously
injures around 27 – help put things
into perspective for the workforce.

The WorkSmart programme sees the
delivery of PowerPoint presentations
and information on typical hazardous
situations, from confined spaces to
working at height. The sessions also
focus on workers’ attitudes to taking
risks. New employees and sub
contractors watch a short safety film
which gives an overview of relevant
hazards. Both site foremen and
operatives get regular onsite training,
including technical sessions, workshops
and toolbox talks. Mick Bray, one of
the trainers, says: “I’m talking from 25
years’ experience and that’s when
people listen.”
Focusing on attitudes, combined with
practical training to make sure that
workers know how to do their jobs
safely, gave the business a strong
starting point. The team has built on
this with motivational films and its
latest initiative, known as ‘WiSE’
(WorkSmart Engagement). The WiSE
worker engagement sessions are open
forum-style briefings which take place
on every operational site. Ideally, these
brief sessions are staged each day.

Tamdown

WiSE gives workers and managers the
opportunity to discuss relevant tasks
and the risks involved – all specific to
the site conditions, plant, materials, the
immediate work planned and any
contractor co-ordination issues. The
key element is getting workers to ask
themselves ‘What difference can I
make to make this site a safer place?’,
and encouraging the teams to think
about how to use their experiences to
improve the way they work in future.
Sorting out the issues for the day in a
10-minute site team meeting can save
hours of working time. And the
sessions create a crucial sense of
camaraderie. Says Andrew: “With
WiSE, we’re trying to encourage
everyone to show the same concern
for the safety and wellbeing of their
colleagues and other contractors as
they would, without question, show
their family and friends.” A site safety
forum oversees and reviews how the
WiSE meetings work.

Sub contractor Joe Harris, of Maldon
Demolition, is a keen advocate: “I’ve
worked with other companies which
are adamant that you ‘do as they say’.
They don’t want to hear workers’
views and in the end it often results in
losing many hours on site – all
avoidable. This way we can go out and
do our job efficiently and effectively.”
It was important to make sure that
workers understood that the
WorkSmart initiative was genuinely
beneficial – if it looked like a
management-led ‘window dressing’
exercise then it would be unlikely to
succeed.
“There is no ‘magic bullet’,” Andrew
adds. “It’s all about getting people
involved, getting them to take key
messages on board and looking out for
each other. We’ve seen new thinking
really transform a site, and productivity
and performance have improved.
There’s a lot more trust and cooperation, and workers are far more
open and likely to come up with
suggestions for change.”

The company now finds that clients
come to its own health and safety
team for advice. The Tamdown Group’s
scheme was recognised with a RoSPA
Gold Award in 2010.
The saving
Employer and public liability insurance
premiums have been cut by £50,000 a
year. Tamdown’s accident rates have
dropped from eight RIDDOR-reportable
accidents in a typical year to just one.
Damage-only incidents, near misses
and minor injury accidents have also
gone down. The drop in accidents has
resulted in a further saving of between
£14,000 and £25,000 a year, based on
investigation costs and replacement
labour charges alone. The company
also believes that it has made savings
across the business as a result of the
efficiencies achieved on the back of the
suggestions made by workers at their
daily WiSE sessions.

“We’ve seen new
thinking really transform
a site, and productivity
and performance have
improved”
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Glasgow City Council

The facts
Glasgow City Council serves a
population of 600,000 and currently
employs 21,000 people. It’s the largest
of Scotland’s 32 local authorities,
providing essential frontline and
support services to the people and
businesses of Glasgow, from education
to road maintenance.
The issue
In the last quarter of 2004, the
Council’s absence figures for
administrative, professional, technical
and clerical staff reached 5.8 per cent –
the highest since the Scottish local
government reorganisation in 1996.
The Social Work Services department,
with 6,000 employees, had a reported
absence level of 8.5 per cent, and over
270 employees had been categorised
as ‘long term sick’. The cost across the
Council of a total 417,000 days lost in
2004/05 was put at £34.6 million.
The 2005 CBI survey on absence
showed that public sector absence was
higher than all other sectors and that
the gap was increasing between the
public and private sectors.
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The solution
The Council’s Corporate Management
Team agreed to a proposal to create a
pilot Corporate Absence Management
Team to look at the main areas of
concern and put together an action
plan. Steve Kelly, Head of Corporate
Services at Glasgow City Council and a
Chartered Fellow of IOSH, was the team
leader. The Council’s Chief Executive
identified Social Work Services as the
main area of concern because of its
consistently high absence figures.
The Absence Team started by
developing a strategy based on an
integrated, partnership approach to
maximising attendance. First and
foremost, the team acted as a catalyst,
bringing a fresh focus to absence
management, and setting up a new
working arrangement with the
Council’s occupational health service
provider, the Social Work department’s
management team, and the personnel,
health and safety and training teams.
Says Steve: “Absence management had
been a perennial problem for Social
Work Services – we could see that it
was down to culture and a long term
approach.” The new team focused both
on short term intermittent sickness and
long term absences and introduced a
new absence management system, a
series of new initiatives and campaigns,
increased occupational health services
and a higher profile for health and
safety management.

As part of the new management
system, the team created a handbook
for managers, supervisors and union
reps. It also produced a guidance note
detailing timescales for absence-related
interviews, and advice on applying the
Council’s policy and procedures
consistently. A new absence review
meeting formed an important part of
the system. These monthly meetings
involved members of the Social Work
Directorate, supported by the Absence
Team, and were designed to review
both short and long term absences and
decide on the appropriate
management action. BUPA, the
Council’s occupational health service
provider, also sent a representative to
these meetings to discuss previous
medical reports and the medical
aspects of particular cases. In addition,
meetings were introduced to focus
specifically on long term absence cases
to make sure that the right measures
were taken, such as medical
appointments and additional support
measures.

Glasgow City Council

The Absence Team also rolled out
training programmes to support the
new initiative. A two-day health and
safety management course was
developed and delivered to all line
managers within Social Work. The
Council delivered IOSH’s Managing
Safely course to specific senior
managers in an effort to improve the
health and safety culture and reduce
accidents, incidents and health issues.
Managers, personnel officers and
union conveners took part in a series
of half-day absence management
workshops, and line managers and
newly promoted supervisors in Social
Work Services went on a two-day
absence course. The team, in
conjunction with the Social Work
Services training section, introduced a
new stress awareness course for staff
absent with stress or relevant
psychological problems, alongside a
stress management session. Says Steve:
“Staff responded well to the new
training, telling us it really helped put
issues into perspective, and allowed
them to return to work with plenty of
support.”

The Absence Team made sure that staff
knew about existing support services
such as its round-the-clock counselling
helpline provided by Care First, and
made better use of its occupational
health contract with BUPA, which
offered services including medical
reviews and assessments, health checks,
occupational screening and
physiotherapy referrals. The team
changed how Social Work Services
worked with BUPA, getting clearer
medical reports, fast track appointments
and better advice and information for
managers on individual cases.
To support the absence campaign, the
team organised a new lifestyle screening
initiative. Over 2,000 staff took the free
20-minute confidential health check
which included advice on issues from
cholesterol to stress. Steve comments:
“The initiative was designed to raise the
profile of absence management in a
positive sense and highlight health
concerns at an early stage in an effort
to prevent long term problems further
down the line. It was welcomed by staff
and unions as a positive step.”
In Social Work Services, 21 per cent of
long term and 17 per cent of short term
absences were put down to
musculoskeletal-related illnesses,
resulting in over 3,700 days lost, so the
team focused on developing a campaign
around back problems, complete with
guidance booklets and toolbox talks.

Steve Kelly comments: “We had a
significant issue and were faced with
substantial costs, so we needed a
comprehensive approach to deal with it
– we tried to cover all angles with the
programme we developed.” After the
pilot, the Council’s Personnel
Committee decided to establish a fulltime absence management team which
has gone on to implement the
programme across the Council.
The Council’s pilot absence
management programme won the
IOSH Public Services/Zurich Municipal
Supreme Safety Award in 2006.
The saving
Glasgow City Council’s pilot was clearly
a success in Social Work Services – in
its first year there was a 3 per cent cut
in the level of absence. The number of
employees categorised as ‘long term
sick’ was reduced to 156. In terms of
salary costs, the savings were more
than £4.5 million, excluding overtime
and other costs associated with
absence.
The costs of implementing the initiative
have been minimal – staff working on
the programme were seconded from
other teams, and the funding for
literature production and other minor
costs came from existing budgets.

“The initiative was
designed to raise the
profile of absence
management in a
positive sense and
highlight health
concerns at an early
stage”
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