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ABSTRACT

Health and safety management is about commitment to and providing conducive
working environment to employees. Human resources department plays a
prominent rolein ensuring employee’s health and safety as they discharge their
duties in the workplace. This study examines the importance of health and safety
in workplace, safety and health hazard, stress and its causes, consequences of
stress at workplace, strategies for making the workplace safer, risk assessment,
managing health and safety among others. The objective of thisstudy isto ascertain
the essence of health and safety in the work environment. It is a truism that a
healthy man is a wealthy man and for an organisation to achieve its goals its
wor kforce must be fit physically and mentally to carry out their tasks. The study
observes that the health of the workforce is an immense valuable asset to the
organization and should not only be preserved but should be fostered. The
findings of this research reveal that for organisations to be productive and
profitable, adequate attention must be given to the wellbeing of the work force.
Hence, it isrecommended among many other s that management should carryout
periodic written safety inspections of the workplace, including follow-up entries
explaining what was done to mitigate all deficiencies.
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INTRODUCTION
Human resource management isthe management of an organization’sworkforce, or human
resources. It isresponsiblefor the attraction, selection, training, and assessment and
rewarding of employees, whilea so overseeing organizational |eadership and culture, and
ensuring compliancewith employment and labour laws. In circumstanceswhereemployees
desreand arelegally authorized to hold acollective bargai ning agreement. Human resources
also serve asthe company’sprimary liaison with theemployees' representativestowards
(and) enhancing the health and safety of employees at workplace (Wikipedia, 2013).
Human resources, aproduct of the human rel ations movement began in the early 20th
century when researchers start to document ways of creating businessvaluethrough the
drategic management of theworkforce. Thefunctionwasinitialy dominated by transactiona
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work such as payroll and benefits administration, but due to globalization, company
consolidation, technological advancement, and further research, Human resource now
focuseson drategicinitiativeslikemergersand acquisitions, talent management, successon
planning, industrial andlabour relations (and) diversty andinclusion (Stoner; Freeman and
Gilbert, 1995). Human resources management isan offshoot of management whichisthe
process of working with peopleand resourcesto accomplish organizationa goas. Good
managersdo thosethingsboth effectively and efficiently (Bateman and Snell, 2009).

Health and Safety Management: Health and safety policies and programmes are
concerned with protecting employees and other peopl e affected by what the company
producesand does againgt the hazards arising from their employment or their linkswith the
company (Armstrong, 2007). Safety programmes deal with the prevention of accidents
and minimizing theresulting lossand damageto person and property. They rlatemoreto
systemsof work than working environment, but both health and safety programmesare
concerned with protection against hazards, and their amsand methods are clearly inter-
linked. The health of theworkforceisanimmense val uabl e asset to the organisation and
should not only be preserved, but should befostered. Fostering asafe and healthy work
environment isan employer’sduty, contributesto asupportivework environment (SWE),
reduces costs, and preservesproductivity aswell asaids inthe recruitment and retention
of high quality employees(Nwachukwu, 1992).

The Importance of Health and Safety in the Workplace: The achievement of the
highest standardsof health and safety intheworkplaceisimportant becausethedimination,
or at least minimization, of health and safety hazardsand risksisthemoral aswell asthe
legal responsibility of employers (Armstrong, 2003). Research by the Hedlth and Safety
ExecutivecitedinArmstrong (2007) establishesthat thetangiblebenefitsfrom better health
and safety management include higher productivity, lower (absence) absentegism, avoiding
the cost of accidentsand litigation, meeting client demandsand improved staff moraleand
employeereations. Organizationshave cometo realizethe common perception that health
and safety isin compliancewith staff welfareissue, and usetheir initiativeinthisareato
add valueto the business (Armstrong, 2001).

Safety and Health Hazards: Safety hazardsrefer to conditionsinthework environment
that havethe potential to cause harm to an employee. Health hazard are characteristics of
thework environment that mored owly and systemétically, and perhapscumul atively, result
in damageto an employee shed th (Armstrong, 2007). Defective equipment and toolscan
causeaccidents, poor lighting, poor or improper ventilation can al so be hazardous. Poor
housekeeping such asdirty or wet floors, improperly stacked materials, and congested
storage areas can result in accidents. Of course, hazards can occur inamost any work
setting. Personal actionsof individual employees can also represent acommon work
place hazard exampl es are taking unnecessary risks, failing to wear protective equi pment
such asgogglesor gloves, using improper tool and equipment for specific jobs, taking
unsafe shortcuts, and smply engaging infoolish horseplay. Any of theseactionshasthe
potential to bring harm or injury to peoplein theworkplace quickly and without warning.
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A separate set of workplacefactorsmay produce negative health effect that appear much
moregradually. Chemicals, toxic fumes, and similar workplacefactorsmay fall into this
category. United States Department of Law cited by Armstrong (2007) hasidentified
seven major categoriesof occupationd illnesses:

Occupational skin diseaseor disorders

Dust disease of thelungs

Respiratory conditionsdueto toxic agents

Poisoning

Disordersdueto physical agents

Disordersassociated with repeated trauma

Other categoriesof occupationa illness

Nouk~kwbdpE

Fig. 1: Stress, Causes and Consequences at Workplace
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Source: Adapted from Denisi and Griffin (2008). Human Resource Management.

Stress, Causes and Consequences at Workplace

Stressisaperson’sadaptive responseto astimulusthat places excessive psychological or
physical demands on him or her. The stimuli that causes stress are called stressors.
Organizationa stressorsarevariousfactorsin theworkplace that can cause stress. Four
generd setsof organizationa stressorsaretask demands, physica demands, roledemands,
and interpersonal demands (Denisi and Griffin, 2008). Task demands are stressors
associ ated with the specific job aperson performs. Some occupationsare by nature more
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stressful than others. Thejobsof surgeon, air traffic controller, and professional football
coach obvioudy aremorestressful. Physical demandsrelateto thejob setting. Many of
the physical aspectsof thework environment that we discussed earlier suchasworkingin
extremetemperatures have been associated with stresson thejob. Also, officedesign can
beredated to sStressif itsend result isisol ation or boredom or too muchinteractionwith co-
workers. Strenuous|abor such asloading heavy cargosor lifting packagescan dsolead to
stress, as poor lighting or inadequate work surface can. Role demands can cause stress
too. A roleis a set of expected behaviours associated with a position in a group or
organization. Stress can result from either roleambiguity or role conflict that people
experienceasgroups. For example, an employeewho isfeeling pressurefrom her bossto
work longer hoursand from her family for moretimeat homewill dmogt certainly experience
dress. A new employeeexperiencing roleambiguity becauseof poor orientationandtraining
practices by the organization suffer from stress (Jones and George, 2003).

Three sets of consequences emanate from stress: individual conseguences,
organizational consequences, and burnout (Denisi and Griffin, 2008). Individual
consequencesof stressare responsethat may harm the person under stress. One of such
behaviour issmoking. Psychologica consequencesof stressrelateto anindividud’smentd
hedlth and well-being. When peopl e experiencetoo much stressat work, they may become
depressed or may find themsel ves 5 egping too much or not enough. Stressmay aso lead
tofamily problem and sexual difficulties. Themedical consequencesof stressaffect a
person’s physical well-being. Heart disease and stroke, among other illnesses, have been
linked to stress. Other common medical problemsresulting from too much stressinclude
headache, backaches, ulcers and related stomach and intestine disorders, and skin
conditionslikeacneand hives.

Oneclear organizationa consequenceof too much stressisdeclinein performance.
For operating workers, such adecline can trand ateinto poor-quality work or adropin
productivity. For managers, it can mean faulty decisonsmaking or disruptionsinworking
rel ationshipsas peopl e become suitableand hard to get d ong with, withdrawal behaviours
such as absenteei sm and poor turnover can result from stressrelated to attitudes. Aswe
just noted, job satisfaction, moral e, and organizational commitment can all suffer, aong
withmoativationto performat highlevels. Asaresult, peoplemay bemoreproneto complain
about trivialities. Burnout as another consequence of stress hasimplicationsfor both
employeesand organizations. It isagenera fedling of exhaustion that developswhenan
individua s multaneoudy experiencestoo much pressureand too few sourcesof satisfaction.

INJURY/HAZARD PREVENTION CHECKLISTSINWORK PLACE

Human resources department is saddled with the responsibility of hiring, retaining and
ensuring the safety of thework forcein an organisation. Thefollowing are someof the
ways to prevent physical and psychological injury/hazard in the organisation
(www.ucl.ac.uk/efd/safety_services).

Physical Injury Prevention Checklist
[ Train employeesregularly onthe health and safety aspectsof their jobs.
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i Requireand enforcetheuseof persond protective equipment and clothing provided
whereneeded (such asgoggles, face shields, gloves, aprons, hard hats, respirators,
ear plugsetc.).

i Make surework sitesare clean and orderly, walking surfacesproperly repaired,
stairwaysfixed with guardrails, and aidesaswell asexitsfreeof obstructions.

v Conduct regular inspections of your workplace. Look for poorly designed
workstations, €l ectrical cordsthat someone could trip over, overloaded e ectrical
outlets, top-heavy bookcases, etc.

Y Post emergency telephone numberswherethey can bereadily located.

Y Havean easily accessiblefirst aid kit. Make sureit containstheitemsneeded for
thetypeof injury likely to happeninyour unit.

vii Haveareadily availablelist of medical resources.

Vil | dentify someoneinyour department who knowsabout first aid.

X Haveregularly maintained fire extinguishersreadily available and positioned at
strategic placeswith the organisation.

Psychological Injury Prevention Checklist
i Express genuine empathy and concern for the health of your employees.

i Hold regularly scheduled and unschedul ed meetingswith each employee.

i Understand your employees behaviourswell enough to notice changes.

v Take stepstoward discussing these changeswith theemployee.

v Ask for ideasfrom your staff and make surethey know their input will bereceived
openly.

M Encourage employeesto talk to you about workplace problems and concerns
that may affect their work.

Vi Understand the many waysthat changein theworkplace can affect employees.

Vil Take stepsto ensurethat staff membersclearly know what work is expected of
them and giveregular work evaluations.

RISK ASSESSMENT

Risk assessment are concerned with theidentification of hazardsand theanalysisof the
risk attached tothem. A hazardisanything that can cause harm (working onroofs, lifting
heavy objects, chemicals, electricity etc.). Ariskisthechance, large or small, of harm
actudly being done by the hazard. Risk assessment are concerned withlooking for hazards
and estimating thelevel of risk associated with them. Assuggested by Holt and Andrews
citedinArmatrong (2007), the purposeof risk assessment is, of course, toinitiate preventive
actions. They enable control measuresto be devised on the basis of an understanding of
therdativeimportanceof risks. All staff may experience periodsof pressureat work, and
short periodsof pressure are not necessarily of concern. Itistherisk from sustainedand/
or excessive pressure, without the opportunity to recover, that needsto be assessed and
measures put in placeto control the risk of adverse effects. Risk assessment must be
recordedif therearefive or moreemployees. Therearetwo typesof risk assessment. The
firstisquantity risk assessment, which produces an objective probability estimate based
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uponrisk informationthat isimmediate. The second isquditativerisk assessment, whichis
more subjectiveand isbased on judgment backed by generaized data. Quantitativerisk
assessment ispreferableif the specific dataareavailable. Qualitativerisk assessment may
be acceptableif therearelittle or no specific dataaslong asitismade systematically on
thebasisof an andysisof working conditionsand hazardsaswell asinformed judgment of
thelikelihood of harm actually being done.

HEALTHAND SAFETY AUDIT

Risk assessmentsidentify specific hazardsand quantify therisksattached. Saunders(1992)
opinesthat safety audit examinesthewholeorganisationin order totest whether itsobjective
isto protect theemployee. It examineshierarchies, safety planning process, decisonmaking,
delegation, policy-making and implementation aswell asareasafety programme planning.
Safety audits can be conducted by safety advisersand/or personnel speciaist. Themore
managers, employees and trade union representatives areinvolved, the better for the
organisation. Auditsareoften carried out under the auspicesof ahealth committeewithits
memberstaking an active part in conducting them. Managerscan aso be held responsible
for conducting auditswithin their departmentsand, even better, individual membersof
these departments can betrained, listsare prepared and asimple form used to record
results. Some organizationsa so use outs de agenciesto conduct independent audits.

MANAGINGHEALTHAND SAFETY

Health and safety concernseveryonein an establishment athough themain responsibility

lieswith management in general andindividua managersin particular. Their specificroles

aresummarized below:

[ Management devel opsand implementshed th and safety policiesand ensuresthat
proceduresfor carrying out risk assessments, safety auditsand inspectionsare
implemented. Importantly, management hasthe duty of monitoring and evauating
hedlth and saf ety performancesand taking corrective actionswhere necessary.

[ Managerscan exert agreater influenceon hedth and safety. They areinimmediate
control and it is up to them to keep a constant watch for unsafe conditions or
practices and to takeimmediate action. They are also directly responsiblefor
ensuring that employeesare conscious of health and safety hazards and do not
takerisks.

i Employees should be aware of what constitutes safe working practicesasthey
affect them and their fellow workers. While management and managershavethe
duty to communicate and train individua swho havethe duty to take account of
what they have heard and learned in thewaysthey carry out their work.

Y Health and safety advisersadviseon policiesand proceduresaswell ason healthy
and safety measuresin thework environment.

% Medicd advisarshavetwofunctions: preventiveanddinicd. Thepreventivefunction
iIsmost important, especialy on occupation health matters. Theclinical isto deal
with industrial accidents and diseases and to advise on the steps necessary to
recover frominjury or illnessarising fromwork. They do not usurptheroleof the
family doctor in non-work-related il nesses.
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M Safety committeesconsisting of health and safety representative adviseon hedlth
and safety policiesand procedures, hel pin conducting risk assessmentsand safety
audits, and make suggestionsonimproving health and safety performance.

CONCLUSIONAND RECOMMENDATIONS

Itisobviousand convincing that acomprehensive health and safety programmeisamust
if an organisationisto increase productivity and retainitsworkforce. Thisisbecausea
healthy empl oyee can contributeimmensely to the growth of the establishment but the
reverseisthecaseif theemployeeisexposed to workplace hazard/injury. Human resources
managers should ensurethat they minimizeworkplace hazard by ensuring the health and
safety of employeesat dl times. Workpl ace stress management should bethe concern of
organi zations. Because peoplewho are having problems coping with stressmay a so vent
their difficultiesby yelling at or harassing their colleagues. They may also engagein other
destructive behaviourssuch asstrikes, damaging company property or physicaly assaulting
their bossor acoworker. Based ontheforegoing, thefoll owing strategiesarerecommended
asthewaysof making thework place safeand hedthy for al membersof staff:

i Employees should be madeto know thelocation of safety information and safety
equipment.

i Employeesshould havethe necessary training, licensing or certificatesto perform
ajob.

i Management should carryout periodic written safety ingpectionsof theworkplace,
including follow-up entriesexplaining what wasdoneto mitigateal deficiencies.

Y Management should make sureall hazardous substancesare properly labeled.

Y% Management should make sure that employeesaretrained about the hazardous
nature of substancesthey work with,. Keep afile of Material Safety Data Sheets
(MSDS).

v Management should keep awritten inventory of all hazardous substancesfor
inclusoninthe Hazardous Materia sManagement Program (HMMP) asrequired
by law.

Vi Management should ensurethat al staff arefamiliar with departmenta emergency
response procedures (for bomb threats, fires, earthquakes, and other natural
disasters).
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