
INTRODUCTION TO SAFETY & HEALTH TRAINING 

If your workforce is not trained to perform their work in a safe and healthy manner, you are bound 

to have an ineffective safety and health effort. Seldom have managers been trained in safety and 

health principles and often the supervisors have had no training in how to manage safety and health 

or in how to perform the safety and health requirements of their job. Many times supervisors are 

selected for their job knowledge and communication skills without regard to their knowledge of 

safety and health. Just because you have an experienced workforce does not mean that they are 

attuned to hazards of their job and your expectations of how they should handle those hazards. 

 

Learning objectives 

By the end of this lesson you should be able to: 

 Describe the methods used to educate employees on hazards 

 Explain the responsibilities of supervisors in educating employees 

 Explain the roles of managers with health program management 

 

Learning resources  

Laptop/phone/Laptop 

Notebook  

Internet  

Best library USA  

 

Faculty-created Online Learning Activities  

Module  

 

Learning Activities  

Complete the module  

Present any given assignments in the required formats.(I.E PDF,PNG,DOC,PPT) 

 

 

 



Introduction to Safety and Health Training 

If your workforce is not trained to perform their work in a safe and healthy manner, you are bound 

to have an ineffective safety and health effort. Seldom have managers been trained in safety and 

health principles and often the supervisors have had no training in how to manage safety and health 

or in how to perform the safety and health requirements of their job. Many times supervisors are 

selected for their job knowledge and communication skills without regard to their knowledge of 

safety and health. Just because you have an experienced workforce does not mean that they are 

attuned to hazards of their job and your expectations of how they should handle those hazards. 

These experienced workers should receive safety and health training regarding your initiatives and 

their role in the safety and health effort. Without fail any worker you hire should have safety and 

health training. 

Many standards promulgated by Occupational Safety and Health Administration (OSHA) 

specifically require the employer to train employees in the safety and health aspects of their jobs. 

Other OSHA standards make it the employer’s responsibility to limit certain job assignments to 

employees who are certified, competent, or qualified—meaning that employees have had special, 

previous training, in or out of the workplace. OSHA regulations imply that an employer has 

assured that a worker has been trained before he or she is designated as the individual to perform 

a certain task.  

To make a complete determination of the OSHA requirement for training, one would have to go 

directly to the regulation that applies to the specific type of activity. The regulation may mandate 

hazard training, task training, and length of the training, as well as specifics to be covered by the 

training. 

It is always a good idea for the employer, as well as the worker, to keep records of training. These 

records may be used by a compliance inspector during an inspection, after an accident resulting in 

injury or illness, and as a proof of good intentions, by the employer, to comply with training 

requirements for workers including new workers and those assigned new tasks. 

TRAINING AND EDUCATION 

Training and education is one of the most important elements of any safety and health program. 

Each training item should describe methods for introducing and communicating new ideas into the 

workplace, reinforcing existing ideas and procedures, and implementing your safety and health 

program into action. The training needs may range between manager and supervisor training, 



worker task training, employee updates, and new worker orientation. The content of new worker 

or new site training should include at least the following topics: 

Company safety • and health program and policy 

 Employee and supervisory responsibilities 

  Hazard communication training 

 Emergency and evacuation procedures 

 Location of fi rst-aid stations, fi re extinguishers, and emergency telephone numbers 

  Site-specifi c hazards 

 Procedures for reporting injuries 

  Use of personal protective equipment (PPE) 

 Hazard identifi cation and reporting procedures 

 Review of each safety and health rule applicable to the job 

 Site tour or map where appropriate 

It is a good idea to have follow-up for all training, which may include working with a more 

experienced worker, supervisor coaching, job observations, and reinforced good/safe work 

practices. 

Supervisors/forepersons are responsible for the prevention of accidents for tasks under their 

direction and for thorough accident prevention and safety training for the employees they 

supervise. Therefore, all supervisors/forepersons will receive training so that they have a sound 

theoretical and practical understanding of the site-specific safety program, OSHA construction 

regulations, and the company’s specific safety and health rules. They should also receive training 

on the OSHA hazard communication standard, site emergency response plans, first aid and 

cardiopulmonary resuscitation (CPR), accident and injury reporting and investigation, and 

procedures for safety communications, such as toolbox safety talks. Beyond these training 

requirements, described previously, additional training might cover the implementation and 

monitoring of your safety and health program, personnel selection techniques, OSHA record 

keeping requirements, and motivating individuals and groups. 

Safety and health training should be a major component of your written safety and health program. 

There are times to train and there are times when training will not make a difference. If the worker 

has the job skills and can perform the job but is not doing the job in a safe manner when he or she 

knows the safe way to perform the job, then you have a behavioral problem, which cannot be cured 



by more training. If someone does not have the skills needed to do the job or has not done the job 

in a long time, then training is a viable option. Training is not just for workers but should be 

designed for managers and supervisors since they are charged with safety and health initiatives 

and they need to have the same knowledge base. Thus, training is a critical component of safety 

and health. 

Safety and health training is not the answer to accident prevention. Training cannot be the sum 

total answer to all accidents in the workplace. In fact, training is only applicable when a worker 

has not been trained previously, is new to a job or task, or when safe job skills need to be upgraded. 

If a worker has the skills to do his or her job safely, then training will not address unsafe job 

performance. The problem is not the lack of skill to do the job safely, but the worker’s unsafe 

behavior. 

Do not construe these statements to suggest that safety and health training does not have an 

important function as part of an accident prevention program. Without a safety and health training 

program, a vital element of workplace safety and health is missing. 

Safety and health training should include not only workers but supervisors and management. 

Without training for managers and supervisors, it cannot be expected or assumed that they are 

cognizant of the safety and health practices of your company. Without this knowledge, they will 

not know safe from unsafe, how to implement the loss control program, or even how to reinforce, 

recognize, or enforce safe work procedures unless proper training on occupational safety and 

health -has transpired. 

Safety and health training is critical to achieving accident prevention. Companies who do not 

provide new-hire training, supervisory training, and worker safety and health training have an 

appreciably greater number of injuries and illnesses than companies who carry out safety and 

health training. You may offer all types of programs and use many of the recognized accident 

prevention techniques but without workers who are trained in their jobs and work in a safe manner, 

your efforts to reduce and prevent accidents and injuries will result in marginal success. If a worker 

has not been trained to do a job in a productive and safe manner, a very real problem exists. Do 

not assume that a worker knows how to do his or her job and will do it safely unless he or she has 

been trained to do so. Even with training, some may resist safety procedures and then you have a 

department or behavioral problem and not a training issue. 



It is always a good practice to train newly hired workers and experienced workers who have been 

transferred to a new job. It is also important that any time a new procedure, new equipment, or 

extensive changes in job activities occur, workers receive training. Well-trained workers are more 

productive, more efficient, and safer. 

Training for the sake of documentation is a waste of time and money. Training should be 

purposeful and goal or objective driven. An organized approach to on-the-job safety and health 

will yield the proper ammunition to determine your real training needs. These needs should be 

based on accidents/incidents, identified hazards, hazard/accident prevention initiatives, and input 

from your workforce. You may then tailor training to meet the company’s needs and those of the 

workers. 

Look for results from your training. Evaluate those results by looking at the reduced number of 

accidents/incidents, improved production, and good safety practices performed by your workforce. 

Evaluate the results by using job safety observations and safety and health audits, as well as 

statistical information on the numbers of accidents and incidents. 

Many OSHA regulations have specific requirements on training for fall protection, hazard 

communication, hazardous waste, asbestos and lead abatement, scaffolding, etc. It seems relatively 

safe to say that OSHA expects workers to have training on general safety and health provisions, 

hazard recognition, as well as task-specific training. Training workers regarding safety and health 

is one of the most effective accident prevention techniques. 

WHEN TO TRAIN 

There are appropriate times when safety and health training should be provided. They are when 

 Worker lacks the safety skills. 

 New employee is hired. 

 Employee is transferred to another job or task. 

 Changes have been made in the normal operating procedures. 

 Worker has not performed a task for some period of time. 

OSHA TRAINING MODEL 

The OSHA training model is designed to be one that even the owner of a business with very few 

employees can use without hiring a professional trainer or purchasing expensive training materials. 



Using this model, employers or supervisors can develop and administer safety and health training 

programs that address problems specific to their own business, fulfill the learning needs of their 

employees, and strengthen the overall safety and health program of the workplace. 

Determining if Training Is Needed 

The first step in any training process is to determine whether a problem can be solved by training. 

Whenever employees are not performing their jobs properly, it is often assumed that training will 

bring them up to standard procedure. However, it is possible that other actions (such as hazard 

abatement or the implementation of engineering controls) can enable employees to perform their 

jobs properly. Ideally, safety and health training should be provided before problems or accidents 

occur. 

This training should cover both general safety and health rules and specific work procedures; 

training should be repeated if an accident or near-miss incident occurs. Problems that can be 

addressed effectively by training include those that arise from lack of knowledge of a work process, 

unfamiliarity with equipment, or incorrect execution of a task. 

Training is less effective (but still can be used) for problems arising from an employee’s lack of 

motivation or lack of attention to the job. Whatever its purpose, training is most effective when 

designed in relation to the goals of the employer’s total safety and health program. An example of 

a training needs assessment instrument that could be used with supervisors or workers can be found 

in Figure 15.1. 



 

 

 

 

 



Identifying Training Needs 

If the problem is one that can be solved, in whole or in part, by training, then the next step is to 

determine the type of training needed. For this, it is necessary to identify what the employee is 

expected to do and in what ways, if any, the employee’s performance is deficient. This information 

can be obtained by conducting a job analysis, which pinpoints what an employee needs to know 

to perform a job. 

When designing a new training program, or preparing to instruct an employee in an unfamiliar 

procedure or system, a job analysis can be developed by examining engineering data on new 

equipment or the safety data sheets on unfamiliar substances. The content of the specific federal 

or state OSHA standard, applicable to a business, can also provide direction in developing training 

content. 

Another option is to conduct a job hazard analysis. This is a procedure for studying and recording 

each step of a job, identifying existing or potential hazards, and determining the best way to 

perform the job to reduce or eliminate risks. Information obtained from a job hazard analysis can 

be used as the content for training activity. 

If an employer’s training needs can be met by revising an existing training program rather than 

developing a new one, or if the employer already has some knowledge of the process or system to 

be used, appropriate training content can be developed through such means as 

Using company accident and injury records to identify 

 how accidents occur and what can be done to prevent them from recurring. 

 Requesting employees to provide, in writing and in their own words, descriptions of their 

jobs. These should include the tasks performed and the tools, materials, and equipment 

used. 

 Observing employees at the worksite as they perform tasks, asking about the work, and 

recording their answers. 

  Examining similar training programs offered by other companies in the same industry, or 

obtaining suggestions from such organizations as the National Safety Council, the Bureau 

of Labor Statistics, OSHA-approved state programs, OSHA full service area offices, 

OSHA-funded State consultation programs, or the OSHA Office of Training and 

Education. 



Employees themselves can provide valuable information on the training they need. Safety and 

health hazards can be identified through the employees’ responses to such questions as whether 

anything about their jobs frightens them, have they had any near-miss incidents, do they feel they 

are taking risks, or do they believe that their jobs involve hazardous operations or substances. 

Identifying Goals and Objectives 

Once the need for training has been determined, it is equally important to determine what kind of 

training is needed. Employees should be made aware of all the steps involved in a task or 

procedure, but training should focus on steps in which improved performance is needed. This 

avoids unnecessary training and tailors the training to meet the needs of the specific employees 

and processes. Once the employees’ training needs have been identified, employers can then 

prepare objectives for the training. Instructional objectives, if clearly stated, will tell employers 

what they want their employees to do, to do better, or to stop doing. 

Learning objectives do not necessarily have to be written, but in order for the training to be as 

successful as possible, clear and measurable objectives should be thought out before the training 

begins. For an objective to be effective it should identify as precisely as possible what the 

individuals will do to demonstrate what they have learned or that the objective has been reached. 

They should also describe the important conditions under which the individual will demonstrate 

competence and define what constitutes acceptable performance. 

Using specific, action-oriented language, the instructional objectives should describe the preferred 

practice or skill and its observable behavior. For example, rather than using the statement: 

“The employee will understand how to use a respirator” as an instructional objective, it would be 

better to say, “The employee will be able to describe how a respirator works and when it should 

be used.” Objectives are most effective when worded in sufficient detail, which other qualified 

persons can recognize when the desired behavior is exhibited. 

Developing Learning Activities 

Once employers have stated precisely what the objectives for the training program are, then 

learning activities in the form of training methods and materials can be identified and described. 

Methods and materials for the learning activity can be as varied as the employer’s imagination and 

available resources will allow. The learning activities should enable employees to demonstrate that 

they have acquired the desired skills and knowledge. 



Start by establishing objectives. To ensure that employees transfer the skills or knowledge from 

the learning activity to the job, the learning situation should simulate the actual job as closely as 

possible. Thus, employers may want to arrange the objectives and activities in a sequence that 

corresponds to the order in which the tasks are to be performed on the job, if a specific process is 

to be learned. For instance, if an employee must learn the start-up processes of using a machine, 

the sequence might be (1) check that the power source is connected, (2) ensure that the safety 

devices are in place and are operative, and (3) know when and how to throw the off switch. 

Next, a few factors will help to determine the training methods to be incorporated into the training. 

One factor concerns the training resources available to the employer. For example, can a group 

training program using an outside trainer and a fi lm be organized, or should the employer have 

individuals train employees on a one-to-one basis? Another factor concerns the kind of skills or 

knowledge to be learned. Is the learning oriented toward physical skills (such as the use of special 

tools) or toward mental processes and attitudes? Such factors will influence the type of learning 

activity designed by employers. For example, the training activity can be group-oriented, with 

lectures, role-playing, and demonstrations; or it can be designed for the individual with self-paced 

instruction. 

Finally, decide on materials; the employer may want to use materials such as charts, diagrams, 

manuals, slides, films, viewgraphs (overhead transparencies), videotapes, audiotapes, a simple 

blackboard, or any combination of these and other instructional aids. Whatever the method of 

instruction, learning activities should be developed in such a way that the employees can clearly 

demonstrate that they have acquired the desired skills or knowledge. 

Conducting the Training 

After organizing the learning activity, the employer is ready to begin conducting the training. 

To the extent possible, training should be presented so that its organization and meaning are clear 

to employees. This will help to reinforce the message and the long-term recall. Employers or 

supervisors should (1)provide overviews of the material to be learned; (2) relate, wherever 

possible, the new information or skills to the employees’ goals, interests, or experience; and (3) 

reinforce what the employees have learned by summarizing both the program’s objectives and the 

key points of information covered. These steps will assist employers in presenting the training in 

a clear, unambiguous manner. 



In addition to organizing content, employers must also develop the structure and format of the 

training. 

The content developed for the program should closely relate to the nature of the workplace, or 

other training site, and the resources available for training. Having planned this, employers will be 

able to determine for themselves the frequency of training activities, the length of the sessions, the 

instructional techniques, and the individuals best qualified to present the information. 

To motivate employees to pay attention and learn from the training activities provided by the 

employer or supervisor, each employee must be convinced of the importance and relevance of the 

material. Some ways to develop motivation are 

Explain the goals and objectives of instruction. 

 Relate the training to the interests, skills, and experiences of the employees. 

 Outline the main points to be presented during the training sessions. 

 Point out the benefits of training (e.g., the employee will be better informed, more skilled, 

and thus, more valuable both on the job and on the labor market; or the employee will, if 

he or she applies the skills and knowledge learned, be able to work at reduced risk). 

An effective training program allows employees to participate in the training process and practice 

their skills or knowledge. This will help to ensure that they are learning the required knowledge or 

skills, and it permits correction if necessary. Employees can become involved in the training 

process by participating in discussions, asking questions, contributing their knowledge and 

expertise, learning through hands-on experiences, and through role-playing exercises. 

Do not overlook within company resources and expertise. It has been found by many companies 

that using their own employees when they are qualified is often the most prudent answer to 

instructors and trainers. These trainers/instructors know the business, policies, and procedures used 

by the company and therefore are able to provide more relevant training and training that is more 

credible to the trainees. Outside instructors should be used for technical, specialty, or training 

beyond the expertise of in-house employees. 

Evaluating Program Effectiveness 

To make sure that the training program is accomplishing its goals, an evaluation of the training 

can be valuable. Training should have, as one of its critical components, a method of measuring 

its effectiveness. A plan for evaluating the training sessions, either written or thought-out by the 

employer, should be developed when the course objectives and content are developed. It should 



not be delayed until the training has been completed. Evaluation will help employers and 

supervisors determine the amount of learning achieved and whether an employee’s performance 

has improved on the job. Methods of evaluating training include: 

 Student opinion questionnaires—informal discussions with employees can help employers 

determine the relevance and appropriateness of the training program. 

  Supervisors’ observations—supervisors are in a good position to observe an employee’s 

performance both before and after the training and note improvements or changes. 

 Workplace improvements—the ultimate success of a training program may be changes 

throughout the workplace that result in reduced injury or accident rates. 

However it is conducted, an evaluation of training can give employers the information necessary 

to decide whether employees achieved the desired results and whether the training session should 

be offered again at some future date. 

Improving the Program 

After evaluation, if it is clear that the training did not give the employees the level of knowledge 

and skill that was expected, then it may be necessary to revise the training program or provide 

periodic retraining. At this point, asking questions of employees and of those who conducted the 

training may be of some help. Among the questions that could be asked are 

 Were parts of the content already known and, therefore, unnecessary? 

 What material was confusing or distracting? 

 Was anything missing from the program? 

 What did the employees learn, and what did they fail to learn? 

It may be necessary to repeat steps in the training process, that is, to return to the first steps and 

retrace one’s way through the training process. As the program is evaluated, the employer should 

ask: 

 When a job analysis was conducted, was it accurate? 

  Was any critical feature of the job overlooked? 

  Were the important gaps in knowledge and skill included? 

  Was material already known by the employees intentionally omitted? 

  Were the instructional objectives presented clearly and concretely? 

  Did the objectives state the level of acceptable performance that was expected of 

employees? 



  Did the learning activities simulate the actual job? 

  Were the learning activities appropriate for the kinds of knowledge and skills required on 

the job? 

  When the training was presented, was the organization of the material and its meaning 

made clear? 

 Were the employees motivated to learn? 

 Were the employees allowed to participate actively in the training process? 

  Was the employer’s evaluation of the program thorough? 

 

A critical examination of the steps in the training process will help employers determine where 

course revisions are necessary. 

EDUCATION/TRAINING AND TECHNOLOGY 

Occupational safety and health has the opportunity to make use of technology for training 

purposes. 

Use of the computer and the Internet provides access to the most up-to-date information. 

Computer training modules or online training although expensive to generate provide a source of 

training for individuals or groups and can be utilized at the worksite or at home, which makes for 

convenience. 

In addition, due to the hazards involved in the workplace from high-energy sources, hazardous 

chemicals/waste, critical processes, or jobs that require special skills Training is needed to perform 

them safely. Thus, the use of computer simulations, mockups, or virtual reality allows for practice 

in performing high-risk operations, handling toxic chemicals, using explosive materials, and 

demonstrating skills needed to safely operate high-risk or hazardous equipment or operations. 

The use of technology can prevent injuries and illnesses that could transpire while learning to 

perform or handle dangerous materials. The technology used in training reduces the potential 

exposure for such individuals as firefighters or airplane pilots. By developing skills before actual 

performance of high-risk or hazardous jobs such as nuclear plant operations, moving hazardous 

waste, or operating larger pieces of equipment, potential disasters or release of poisonous materials 

possibly resulting in exposure for large numbers of individuals or workers can be minimized. 

Although these types of training approaches may be expensive, the cost is well worth the 

prevention that is provided. 



 

 

 

TRAINING NEW HIRES 

History has shown that individuals new to the workplace suffer more injuries and deaths than 

experienced workers. These usually occur within days or the first month on the job. It is imperative 

that new hires receive initial training regarding safety and health practices at the worksite. 

Some potential topics, which should be covered during the training of a worker new to your 

workplace, are 

 Accident reporting procedures 

 Basic hazard identification and reporting 

 Chemical safety 

  Company’s basic philosophy on safety and health 

  Company’s safety and health rules 

  Confined space entry 

  Electrical safety 

  Emergency response procedures (fi re, spills, etc.) 

  Eyewash and shower locations 

  Fall protection 

  Fire prevention and protection 

  First aid and / CPR 

  Hand tool safety 

  Hazard communications 

  Housekeeping 

  Injury reporting procedures 

  Ladder safety 

  Lockout/tagout procedures 

  Machine guarding 

 Machine safety 

  Material handling 



  Mobile equipment 

  Medical facility location 

  Personal responsibility for safety 

  Rules regarding dress code, conduct, and expectations 

  Unsafe acts and conditions reporting procedures 

 Use of PPE 

 

TRAINING SUPERVISORS 

The supervisor is the key person in the accomplishment of safety and health in the workplace. 

The supervisor will often be overlooked when it comes to safety and health training. Thus, the 

supervisor is frequently ill equipped to be the lead person for the company’s safety and health 

initiative. 

A list of suggested training topics for supervisors includes 

 Accident causes and basic remedies 

 Building attitudes favorable to safety 

  Communicating safe work practices 

  Cost of accidents and their effect on production 

  Determining accident causes 

  First-aid training 

  Giving job instruction 

  Job instruction for safety 

  Knowledge of federal and state laws 

  Making the workplace safe 

  Mechanical safeguarding 

  Motivating safe work practices 

  Number and kinds of accidents 

  Organization and operation of a safety program 

  Safe handling of materials 

 Supervising safe performance on the job 

  Supervisor’s place in accident prevention 



  Investigation and methods of reporting accidents to the company and government agencies 

  The number and kinds of accidents 

 The cost of accidents and their effect on production 

 

TRAINING EMPLOYEES 

The training of all workers in safety and health has been demonstrated to reduce costs and increase 

the bottom line. Workers must be trained in safety and health just as you would conduct job skill 

training in the form of on-the-job training (OJT) or job instruction training (JIT). Most employers 

and safety professionals realize that a skilled worker is a safe worker. The following are some 

recommendations that should be addressed to ensure that workers are trained or that training has 

been upgraded. 

 Any new hazards or subjects of importance 

  Basic skills training 

  Explanation of policies and responsibilities 

  Federal and state laws 

 First-aid training 

  Importance of first-aid treatment 

 Methods of reporting accidents 

 New safe operating procedures 

 New safety rules and practices 

  New skill training for new equipment, etc. 

  Technical instruction and job descriptions 

  Where to get first aid 

 Where to get information and assistance 

 Any other subjects of importance 

 

TRAINING 

Experience shows that a good safety program is based on a well-planned, ongoing training 

program. 



The training program should include both safety and the skills involved in performing the tasks to 

be accomplished. The training program should include a minimum of classroom-type experiences 

and continual reinforcement of training concepts in OJT situations. The length of the training 

sessions is not as important as their quality. A well-planned program will save time and increase 

the effectiveness of the training. The basic general objectives of the training program should 

include the following: 

 An understanding of the company’s basic philosophy and genuine concern for safety on 

the job: Remember, behavior of the supervisor will say more than any training program. 

Safe behavior of the supervisor is a must for any safety program. 

 Basic skills training. A skilled worker is a safe worker. 

 Thorough knowledge of company safety policies and practices. 

 Indoctrination of new employees. 

 Annual training required, as necessary, or any required by law. 

Subject areas that can sharpen supervision skills also enhance safety effectiveness, especially in 

the areas of 

 Giving job instruction 

 Supervising employees on the job 

 Determining accident causes 

 Building safety attitudes 

Training programs may be obtained from a variety of sources.  Much of the training is provided 

without charge by 

 Government agencies, both federal and state 

 Professional and industrial associations 

  Equipment and product representatives 

  Insurance companies 

  Films and audiovisual materials (on loan) 

  Qualified or experienced people in your own company 

 Safety and health consultants 

Attempt to keep safety subjects pertinent. Think of upcoming jobs and anticipate possible safety 

concerns. An excellent safety meeting may be nothing more than relating some precautions to a 



crew when giving work instructions. Plan your training program in advance so that the time spent 

will be worthwhile. 

 

Documenting Safety and Health Training 

Each worker’s safety and health training should be documented and placed in his or her permanent 

personnel fi le. The documentation should include the name of the worker, job title, social security 

number, clock number, date, topic or topics covered, duration of training, and the trainer’s name.  

 

This should be signed and dated by the trainer. This is the documentation of training, which an 

OSHA inspector, legal counsel, or other interested parties would desire to verify. An example of 

the individual worker’s training form used to document training can be seen in Figure 15.2. This 

can be used to document training at your company and to provide the worker a copy of training 

they attended. 

 

In Figure 15.3, you can fi nd a sample written statement for inclusion in your written safety and 

health program describing your company’s commitment to safety and health training.  

Figure 15.4 presents a more detailed company training form that the worker can sign and that can 

be kept as a part of individual personnel records for future reference and training tracking purposes. 



 

 

Moral, legal and financial reasons for promoting good standards of health and safety 

The first concern of most managers when they start work at a new organization is to understand 

the implications of their new role and to form good relationships with other members of the team. 



Concerns about health and safety are often not a first or even second consideration. So why bother 

about health and safety? 

There are three basic drivers for good health and safety management; these are moral, legal and 

financial reasons. The moral reasons are centred on the need to protect people from injury and 

disease while they are at work. The legal reasons are embodied in the criminal and civil law, and 

the financial reasons come as a consequence of infringements of health and safety law with the 

consequent fines, compensation payments, associated financial costs and even, in extreme cases, 

imprisonment. Each of these reasons will now be discussed in turn. 

Moral reasons 

The moral reasons are supported by the occupational accident and disease rates. 

Accident rates 

Accidents at work can lead to serious injury and even death. Although accident rates are discussed 

in greater detail in later chapters, some trends are shown in Tables 

1.1–1.4. A major accident is a serious accident typically involving a fracture of a limb or a 24-hour 

stay in a hospital. An ‘over 3-day accident’ is an accident which leads to more than 3 days off 

work. Statistics are collected on all people who are injured at places of work – not just employees. 

It is important to note that since 1995 suicides and trespassers on the railways have been included 

in the HSE figures – this has led to a significant increase in the figures. 

Table 1.1 gives details of accidents involving all people at a place of work over a 4-year period. In 

2009/10, there were 393 fatal injuries to members of the public, and over 70% of these were due 

to acts of suicide or trespass on the railways. During the year, 152 workers were killed at work 

(0.5 per 100,000 workers). Of the main industrial sectors, construction and agriculture had the 

highest number of fatalities, accounting for 42 and 38 respectively. 

Table 1.2 shows, for the year 2009/10, the accident breakdown between employees, self-employed 

and members of the public. 

Table 1.3 shows the figures for employees only and shows that there has been a decline in fatalities 

and major accidents since 2006/07. 

Table 1.4 gives an indication of accidents in different employment sectors for 2009/10. There were 

26,061 reported major injuries to employees, the most common causes being slipping or tripping 

(41%), and falls from a height (16%). A further 95,369 injuries to employees caused an absence 



from work of over three days. Of these injuries, the most common causes were handling, lifting or 

carrying (36%), and slipping or tripping (24%). 

These figures indicate that there is a need for health and safety awareness even in occupations 

which many would consider very low hazard, such as the health services and hotels. In fact over 

70% of all deaths occur in the service sector and manufacturing is considerably safer than 

construction and agriculture. These latter two industries accounted for almost half of all fatal 

injuries to workers in 2009/10. 

Although there has been a decrease in fatalities since 2006/07, there is still a very strong moral 

case for improvement in health and safety performance. 

Disease rates 

Work-related ill-health and occupational disease can lead to absence from work and, in some cases, 

to death. 

Such occurrences may also lead to costs to the State (the Industrial Injuries Scheme) and to 

individual employers (sick pay and, possibly, compensation payments). Each year thousands of 

people die from work-related diseases mainly due to past working conditions. The industry sectors 

having ill-health rates higher than the rate for all industries in 2009/10, were health and social 

work, and public administration 



 

 

 

In 2009/10, there were an estimated 1.3 million people in the UK suffering from work-related 

illness, of whom 555,000 were new cases in that year. This led to 23.4 million working days lost 

compared to 5.1 million due to workplace injury. A further 800,000 former workers claimed that 

they were still suffering from an illness caused or made worse by work. 



Occupational asthma is the UK’s fasting growing workplace disease and affects between 1,500 

and 3,000 people each year. Every year in the UK, 7,000 people are thought to contract 

occupational asthma that is either caused by their work or is made worse by it. In some cases 

people are left disabled and unable to work. 

Ill-health statistics are estimated either from self reported cases (Table 1.5) or from data supplied 

by hospital specialists and occupational physicians. The number of self-reported cases will always 

be much higher than those seeking advice from hospital-based specialists (Table 1.6). Data from 

300 general practitioners (GPs) confirms that musculoskeletal disorders are the most common type 

of work-related illness, but that mental ill health (usually caused by stress) accounts for more 

working days lost. 

Recent research has shown that one in five people who are on sickness leave from work for 6 

weeks will stay off work and leave paid employment. 

 



 

Legal reasons 

Some statistics on legal enforcement indicate the legal consequences resulting from breaches in 

health and safety law. There have been some very high compensation awards for health and safety 

cases in the Civil Courts and fines in excess of £100,000 in the Criminal Courts. Table 1.7 shows 

the number of enforcement notices served over a 3-year period by the HSE. Most notices are served 

in the manufacturing, construction and agricultural sectors. Local authorities serve 40% of all 

improvement notices and 20% of all prohibition notices. 

Table 1.8 indicates the number of prosecutions by the HSE over the same 3-year period, and it can 

be seen that approximately 80% of those prosecuted are convicted. HSE present 80% of the 

prosecutions and the remainder are presented by Local Authority Environmental Health Officers. 

In 2009/10, the HSE issued 9,734 enforcement notices, the Office of Rail Regulation (ORR) issued 

36 and the local authorities issued 6,110 notices. Thus a total of 15,881 enforcement notices were 

issued by all enforcing authorities. 1,033 offences were prosecuted by the HSE and ORR, resulting 

in 737 convictions. Those organizations found guilty of health and safety offences received fines 

totalling £11.6 million, giving average penalties on conviction of £15,817 per breach. In the same 

year, the local authorities prosecuted a total of 287 offences resulting in 254 convictions and fines 

totaling £2.1 million, giving average penalties on conviction of £8,102 for each breach. 



Most of these prosecutions were for infringements of the Construction Regulations (including the 

Work at Height Regulations) and the Provision and Use of Work Equipment Regulations. There 

are clear legal reasons for sound health and safety management systems. 

Financial reasons 

Costs of accidents 

Any accident or incidence of ill-health will cause both direct and indirect costs and incur an insured 

and an uninsured cost. It is important that all of these costs are taken into account when the full 

cost of an accident is calculated. 

In a study undertaken by the HSE, it was shown that indirect costs or hidden costs could be 36 

times greater than direct costs of an accident. In other words, the direct costs of an accident or 

disease represent the tip of the iceberg when compared to the overall costs (Figure 1.2). 

In 2009/10, 28.5 million days were lost overall (1.2 days per worker) of which 23.4 million were 

due to work-related ill-health and 5.1 million were due to workplace injury. 

 

There is a strong moral and economic case to do more to reduce this unacceptable level of injury 

and ill health in the workplace. 

Societal expectations of good standards of health and safety 

Societal expectations are not static and tend to rise over time, particularly in a wealthy nation like 

the UK. For example, the standards of safety accepted in a motor car 50 years ago would be 

considered to be totally inadequate at the beginning of the 21st century. People expect safe, quiet, 

comfortable cars that do not break down and which retain their appearance for many thousands of 



miles. Industry should strive to deliver these same high standards for the health and safety of 

employees or service providers. The question is whether societal expectations are as great an 

influence on workplace safety standards as they are on product safety standards. Society can 

influence standards through: 

 people only working for good employers. This is effective in times of low unemployment; 

  national and local news media highlighting good and bad employment practices; 

 schools teaching good standards of health and safety; 

 the purchase of fashionable and desirable safety equipment, such as trendy crash helmets 

for mountain bikes; 

  buying products only from responsible companies. 

 The difficulty of defining what is responsible has been partly overcome through ethical 

investment criteria but this is possibly not widely enough understood to be a major 

influence; 

 watching TV and other programmes which improve safety knowledge and encourage safe 

behavior from an early age. 

The business case for health and safety 

The business case for health and safety is centred on the potential costs of poor standards of health 

and safety. Fines in excess of £250,000 and even higher levels of compensation payments are not 

uncommon. 

As mentioned earlier, the costs may be direct or indirect and insured or uninsured. Some examples 

of these follow. 

Direct costs 

These are costs which are directly related to the accident and may be insured or uninsured. 

Insured direct costs normally include: 

 claims on employers and public liability insurance; 

 damage to buildings, equipment or vehicles; 

 any attributable production and/or general business loss; 

 the absence of employees. 

Uninsured direct costs include: 

 fines resulting from prosecution by the enforcement authority; 

 sick pay; 



 some damage to product, equipment, vehicles or process not directly attributable to the 

accident (e.g. caused by replacement staff); 

 increases in insurance premiums resulting from the accident; 

  any compensation not covered by the insurance policy due to an excess agreed between 

the employer and the insurance company; 

  legal representation following any compensation claim. 
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Questions 

1. Replacement and retraining of staff is a cost that an organisation may face following a 

workplace accident. Discuss 

2. Identify possible costs to an organization when employees are absent due to work-related 

ill-health. 

3. Explain how safety at work and training of employees are important. 


