
Pelargos Factory
Greece

The Pelargos factory is based in Southern Greece and is a subsidiary of 
a larger company, ELAIS S.A. It produces canned tomatoes and other
tomato products and employs 42 full time workers.

Pelargos was founded in 1926 and
is both economically successful
and considered by the local com-
munity to be a valuable asset. It
holds the ISO 9002 certificate and
is currently working towards
obtaining the International Safety
Rating System (ISRS). 

Employee participation

Occupational health and safety and
workplace health promotion fits
into the Total Quality Management
ethos. Employees participate in the
decision making process and look
at ways in which their working con-
ditions and health and safety can
be improved. All decisions are
made following consultation
between employee representatives
and management. Employees can
also comment on health and safety
measures and make suggestions
by filling in a form called “Oppor-
tunities for Improvement”. All deci-
sions are made following consulta-
tion between employee representa-
tives and management. 

Employee friendly work patterns 

Staff work three shifts at the Pelar-
gos factory, including a night shift.
However, employees can alter their

work schedules if they have per-
sonal problems. Management is
also flexible towards working par-
ents. Employees are happy with
this system and have voiced no
complaints.

Statutory health and safety 
regulations  

Pelargos conforms to Greek OHS
legislation. The company employs
an on site safety engineer, but all
employees are familiar with the fire
drill, operating the fire extinguish-
ing system and have received first
aid training. An occupational doc-
tor visits the factory every week.
The factory is inspected regularly
by the regional health and safety
inspectorate and everything has
been found to be in good order.
Production units in Pelargos are
ergonomically designed for maxi-
mum comfort and are heated dur-
ing the winter months. All equip-
ment is tested regularly. Staff can
relax in the works canteen during
their lunch breaks; facilities for
storing personal belongings and an
area for changing into work clothes
are also offered. All other statutory
requirements are met in order to
ensure the safety and well-being of
employees. For example:
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n Smoking is banned in the factory
areas.

n Fire extinguishers are sited
throughout the factory and
offices.

n There are emergency exits in all
working areas and offices.

n Production units are spacious,
well lit and properly ventilated.

n Production units are cleaned reg-
ularly and undergo professional
fumigation which takes place on
a regular basis and is monitored
by the safety technicians.

n Production is mechanised and
semi-automated so that employ-
ees only come into contact with
the product when absolutely
necessary. 

Taking responsibility for OHS

Pelargos has a written policy on
Health, Safety and the Environ-
ment. Responsibility for OHS is
shared between employees, com-
pany management, occupational
health and safety officers, safety
engineers and the occupational
doctor. Good communication
between these parties has resulted
in improved safety and enhanced
employee satisfaction. Employees
take an active role in health and
safety issues and there is an
encouraging level of attendance at
seminars and health and safety
committee meetings. Employees
are given the opportunity to sug-
gest improvements and have made
a valuable contribution.

Workplace Health Promotion

Workplace health promotion is
dealt with jointly by the company’s
senior health and safety officers
and the occupational doctor.
Employees undergo pre-employ-
ment medical examinations and
follow-ups. Based on these exami-
nations and on employee sugges-
tions, workplace health promotion
activities have been organised. 

The WHP programmes carried out
at Pelargos have been well
received by staff. These include:

n First aid training
n Seminars on earthquake proce-

dure
n Seminars on correct use of fire

extinguishers and safety proce-
dures in the event of a fire 

n Training seminars on lifting 
techniques

n Personal hygiene 
n Information on working on a 

personal computer, avoiding eye
strain etc.

n Seminars on dealing with stress
n Oral health promotion pro-

grammes. 

Welfare related activities

Pelargos provides private medical
insurance for all employees and
their families (which also covers
dental costs) as well as paying the
compulsory employer’s contribu-
tion to the National Insurance Fund
(IKA). Company policy supports the

reintegration of long-term sick
employees into the workplace
(although such cases are rare). The
company has a positive attitude
towards employing disabled peo-
ple and has employed disabled
staff in the past. 

Pelargos co-operates with local
authorities on environmental
issues such as dealing with indus-
trial waste.

Positive Results

Employee satisfaction has risen
steadily following the implementa-
tion of health and safety measures.
Occupational accidents are rare
and the company has experienced
no serious or fatal accidents in
recent years. Absenteeism due to
occupational sickness is minimal
and a low staff turnover reflects
employee satisfaction. 

Occupational health and safety offi-
cers are already working towards
the design and implementation of
further workplace health promotion
programmes such as screening for
breast and cervical cancer and
seminars on heart disease and dia-
betes. Future plans include the
building of an athletic centre for
use by Pelargos employees. 
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Zeneca Hellas S.A. 
Greece

Zeneca is based in an industrial region close to Athens and employs 32
people. It produces pesticides and public health products. In 1999, it was
listed among the 100 most successful companies in Greece. Zeneca was
one of the first companies to obtain ISO 9002 and was also given an
award for its excellent performance in safety, health and the environ-
ment. The company is not part of a supportive structure.

Employee participation

Zeneca has a policy of involving
employees in work related matters.
Discussion on OHS problems is
encouraged and suggestions wel-
comed. Employee knowledge and
expertise is valued highly and it is
understood that everyone has an
important contribution to make.
Many important health and safety
improvements have come about as
a direct result of consultation with
staff. Small tokens of appreciation
are given to employees who sug-
gest practical solutions to prob-
lems within the company. Although
regular meetings with staff and
management take place, the vast
majority of employees express
their ideas informally with factory
management.

Statutory health and safety 
regulations 

Zeneca employs an on site safety
engineer, an occupational doctor
and employee workplace health
and safety representatives. Every
possible precaution is taken to
secure employees’ health and safe-
ty, especially as Zeneca is involved
in the repacking of potentially haz-
ardous chemicals. Special precau-

tions regarding such chemicals
include:

n Provision of emergency equip-
ment for use should a worker
come into contact with chemi-
cals 

n Cleaning all production areas
with special machines at the end
of the working day

n Preventing contaminated water
leaving the site

n Providing a separate exit in the
showers so that workers cannot
carry chemicals home 

n Destroying all chemical storage
containers safely on the factory
premises.

Feeling safe at work

Workers report that they feel safe
working with Zeneca. Management
believes that this is due to a num-
ber of factors, including:

n Good communication between
employees and management

n Frequent seminars on health and
safety issues 

n Information signs throughout the
factory reminding workers of
safety measures and potential
hazards.
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Exemplary working conditions
The factory is designed ergonomi-
cally throughout. Recent office
refurbishment provided more
space, while colour schemes were
chosen by employees. Production
units are spacious and well venti-
lated but warm in winter. Free cof-
fee and soft drinks are available
during the employees’ 30-minute
break. The company also provides
employees with their own lockers
and a separate room for smokers
(although smoking is prohibited
within the factory). Work schedules
can be organised to suit working
mothers and those who live far
away from the workplace. Training
is an important feature at Zeneca
and staff are encouraged to attend
seminars and courses to update
their skills and keep up with tech-
nological developments. The occu-
pational doctor, technical safety
personnel and chemists have been
on training programmes relating to
their occupational health roles
within the company. When new
employees are taken on, training is
provided on dealing with chemicals
and the safe use of equipment.
Their performance is closely moni-
tored once they start work. 

Workplace Health Promotion

WHP projects are overseen by the
occupational doctor and a senior
manager. Tests such as measuring
blood pressure are performed by
the doctor, usually on the request
of staff. Personal medical profiles

are then kept on record. A number
of health promotion programmes
have been implemented: stopping
smoking, safe driving, healthy
lifestyle, HIV/AIDS, fire safety and
safe lifting techniques. These have
been well received by staff.

Welfare related activities

Zeneca provides private medical
insurance for all employees. The
long-term sick are supported and
help is given to rehabilitate them in
the workplace (although such cases
are rare). In one case, a chronic
alcoholic employee was given medi-
cal treatment and counselling to
help overcome this problem. This
employee still works at Zeneca
despite past medical and personal
problems. The company also oper-
ates a positive policy towards
employing disabled people. Compa-
ny expertise on chemical produc-
tion, safety and water sewage treat-
ment is shared via lectures to other
pesticide industries and universities.
Zeneca enjoys a good relationship
with the local community. 

Drawing conclusions

No serious or fatal accidents have
occurred at Zeneca in the last 15
years. Staff turnover is low; many
employees stay with the company
until retirement age. Absenteeism
due to occupational illness is also
very low. This points to a strong
link between good workplace

health and safety policies and a
high standard of employee health
and personal satisfaction.

The most important factors needed
to achieve this are good communi-
cation channels, a willingness on
behalf of management to co-oper-
ate with employees and listen to
their proposals and criticisms and
good working conditions. 

However, Zeneca believes that
SMEs need greater support from
the government if WHP is to flour-
ish. Establishing health and safety
networks and dissemination of
experience and information is also
essential, as is closer co-operation
with universities and colleges.
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Chion A.V.E.E.
Greece

Chion is a family owned company based in Patras, 200 km from Athens.
It produces table salt and distributes it to the market in approximately 80
different packages. It has been in operation for 60 years and employs 33
full time workers. 

Chion enjoys considerable eco-
nomic success and rates 3rd in the
Greek salt market. In 1998 it was
awarded ISO 9002. OHS authorities
see Chion as a well-established
company that provides a good
working environment.

Employee Participation

Employees are included in the deci-
sion making process. The company
is very informal and communica-
tion is good, staff can easily talk
with owners and management as
they are in the workplace on a daily
basis. Employees feel free to dis-
cuss their problems and reach a
satisfactory conclusion. The fact
that many people have been
employed here for a long time also
contributes to the friendly atmo-
sphere. This kind of environment
encourages the exchange of ideas. 

Flexible work patterns

Staff work day shifts at Chion.
Occasionally demand for increased
production necessitates extra shifts
at night. Employees are happy with
this system as they alternate
between the two shifts. When
problems arise, employees can
change their work schedule. Man-
agement is also sensitive to the
needs of working parents and is
happy to be flexible.

Statutory health and safety 
regulations

Chion conforms to Greek OHS leg-
islation and the operation is regu-
larly inspected and approved by
government health and safety
inspectors. A senior manager is
responsible for implementing
health measures in the factory.
There is also an on site safety engi-
neer and employees have work-
place health and safety representa-
tives. Because Chion has fewer
than 50 employees and is not in-
volved in chemical production there
is no obligation under Greek law to
employ an occupational doctor. 

All possible precautions are taken
to secure employees’ health and
safety, including:

n Fire extinguishers throughout
the factory and the offices

n Emergency exits in all working
areas and offices

n Spacious and well-ventilated
production units 

n Regular cleaning of production
units

n Production and packaging is
mechanised and employees do
not come into direct contact with
the product. All employees in the
production units wear special
uniforms and protective caps 

n A technical supervisor trained in
safety issues and skilled in oper-
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ating the technical equipment
used in the production units is
always on hand 

n A readily accessible first aid kit is
provided.

Responsibility for OHS

Safety is an important issue at
Chion and the company ensures
that supervisors are well informed
on health and safety matters. Signs
warning employees of potential
hazards have been placed around
the building. 

Excellent working conditions

Chion operates from a spacious
new building. Production units are
ergonomically designed and are
well ventilated in summer and
warm in winter. Special attention is
paid to correct lighting especially
during the night shifts. Offices are
also spacious and ergonomically
designed with heating in the winter
and air-conditioning in the sum-
mer. Production areas are kept
clean and litter free. Employees
take regular ten-minute breaks in
special rest areas where they can
also store their personal belong-
ings and change into their work
clothes. 

Updating skills

New staff are given detailed intro-
ductions on how the plant operates
before starting work. Because the
company has to maintain its com-
petitive position in the salt market

production technology and equip-
ment is frequently updated.
Employees go to lectures and sem-
inars to learn how to use this new
technology and some also go
abroad to further their expertise. 

Workplace Health Promotion

Although Chion does not use any
flammable raw materials, all staff
are familiar with fire safety rou-
tines. Employees are also tested for
skin irritation and respiratory prob-
lems that could be associated with
salt production. Smoking is
banned. Chion has not yet devel-
oped any other workplace health
promotion activities, nevertheless it
is still regarded as a model of good
practice because the company
recognises the importance of work-
place health promotion and the
benefits to be derived from it. Pro-
posed WHP programmes include
stopping smoking, healthy living,
and training seminars on correct
posture and lifting techniques.
Chion became aware of WHP while
working towards the ISO 9002 cer-
tificate with the regional health and
safety inspectorate. This point is
made in order to draw attention to
the importance of providing com-
panies, especially small companies,
with information on OHS and WHP
and to help management explore
the possibilities of designing and
implementing specific pro-
grammes. In most cases owners,
particularly owners of well-estab-
lished and successful companies,
have a very positive attitude

towards developing OHS and WHP. 
Welfare related activities

Chion provides insurance for its
employees through the compulsory
contribution to the National Insur-
ance Fund (IKA). Company policy
supports the rehabilitation of the
long-term sick, although such cases
are very rare. Staff members who
live a long way from the factory
have their travelling expenses reim-
bursed. The company has a positive
attitude towards the disabled and
currently employs a disabled person. 

Reaching conclusions

No serious or fatal accidents have
occurred at Chion and absenteeism
due to occupational sickness is
very low. Extremely long employ-
ment periods (sometimes a per-
son’s entire working life) indicate
high levels of employee satisfac-
tion. Both employers and employ-
ees enjoy the benefits of better
occupational health, improved
work satisfaction and economic
growth. These factors have created
a fertile ground for future develop-
ment of OHS and WHP. 
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ISAGA
Iceland

ISAGA is a natural gas producing company employing 34 permanent
staff (23 men and 11 women). Over a third are specialists in their field,
but still receive on-going training. This company is the only one of its
kind in Iceland, it therefore controls the entire market. The enterprise
works in close co-operation with the Occupational Health and Safety
Administration, and their representatives inspect conditions, machinery
and safety equipment regularly

About the company

When the company changed
hands, a number of developments
were made because the new own-
ers were very concerned with safe-
ty issues. It is company policy not
to cut costs at the expense of
health and safety and the environ-
ment. In fact, the new managing
director’s first priority was to hire a
manager to oversee safety and
environmental issues and to look at
quality matters. 

The management firmly believes
that creating a good and secure
work environment creates better
employees. A great deal of money
has been spent on improving work-
ing conditions and work procedures
so that employees are less likely to
suffer from physical problems. An
environmental project to make the
company more ecologically sound
has also been completed. 

Maintaining high morale

Each employee has a personal
interview with his manager once a
year to discuss the situation at
work. Those who feel their work-

load is too heavy get help, anyone
who feels under employed can
have extra projects to work on. At
times when the workload is at a
peak, extra manpower is provided. 

The company also rewards staff by
organising annual parties and a
variety of entertainment. Employ-
ees also make payments to an ‘art
fund’ for buying paintings to hang
in the workplace. These are exhibit-
ed for 6 months, then employees
enter a draw and the lucky ones
get to keep the paintings.

Health and safety in the workplace

The company uses an electronic
database to catalogue its health
and safety and environmental
activities. Employees are informed
of new developments via e-mail. 
If the employees are concerned
about anything, they can easily
inform the safety committee
(employees are obliged to take
action). The company employs a
safety manager and runs a safety
committee, even though this is not
required by law. The company is
now planning to establish a quality
management system too.
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Employees’ access to healthcare
and safety services

A doctor looks after employee
healthcare. Employees have access
to hearing tests, influenza vaccina-
tions if they want them, blood
pressure checks and cholesterol
level tests plus consultations on
these and other health matters. 
The company works closely with
the Occupational Health and Safety
Administration and there is a com-
pany safety committee on site that
employees can turn to. 

There is a canteen on site too. The
entire workplace is also smoke
free, and the company encourages
staff to quit smoking by paying for
products such as patches that will
help them give up. 

Special welfare projects

n End of employment agreements
have been made with employees.

n Employees have been given
financial assistance and helped
to return to work after illness. 

n The company made provisions
for an employee who had to
leave his job permanently
because of health problems.

The company also supports people
in the community e.g. by giving
donations to help with the educa-
tion of high school students (the
company plans to set up a perma-
nent grant fund) and runs an inno-
vation competition for young people. 

Employee satisfaction

The employees are working in a
high risk environment and it gives
them a feeling of security to know
that safety is taken seriously. The
company focuses largely on safety
matters, unfortunately health pro-
motion hasn’t been accorded such
enthusiasm to date. However,
employees are generally quite sat-
isfied and there is little illness.

A successful enterprise 

The business has grown. The own-
ers feel that a caring image reflects
well on the company and has a
positive influence on its customers.
Safety measures that affect the
customer directly have also been
given priority, which has further
enhanced the company’s image.
Through the efforts of the compa-
ny, staff have become more health
conscious.

Plans for the future

The organisation wants to carry on
developing its health and safety
policies and to continue with staff
training so that their skills can be
updated regularly. The enterprise is
well aware that its success is
dependent on good staff and that
employees are its most valuable
resource. 

Tips for other enterprises

Involve the employees because
they have the knowledge and the
experience to come up with effec-
tive solutions to problems. 
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Reykjavík Graveyards
Iceland

Kirkjugardar Reykjavíkur (Reykjavík Graveyards) is a service enterprise,
employing a permanent staff of 27 (22 men and 5 women), most of
whom work full-time. Although half the staff are specialists in their field,
extra training is still provided. The enterprise is publicly owned and con-
trols half the Icelandic market. The company uses the services of a 
private healthcare provider.

About the company

The company became interested in
workplace health promotion during
the summer months. Maximum
staffing levels are required over
this period, but absenteeism was
high. As the company believes that
investing in a good working envi-
ronment is amply repaid by the
benefits of a happy, stable work-
force, it decided to address this
problem by hiring a private health-
care company.

In a specialist operation such as
this, it is very important to keep
employee turnover to a minimum,
so a great deal of money has been
spent on improving working condi-
tions and work procedures, in
order to encourage staff to stay
with the company. A bonus system
was introduced during the summer
season as a further incentive. 

To help the staff feel included in
the decision making process and to
give them a chance to voice their
opinions and share any grievances,
informal lunch meetings are set up
from time to time. The main points
from the previous meeting are also
discussed to ensure that the mea-
sures agreed upon have been
implemented. Staff lose confidence

when improvement proposals are
not put into practice.

Staff are also encouraged to
improve their skills and the compa-
ny pays for courses, whether or not
they are directly related to the
graveyard business.

Maintaining good morale

The company makes an effort to
listen to employees and to take
their needs into consideration.
Communication is essential if a
good relationship is to be built up
between employees and manage-
ment. An effort is made to provide
pleasurable experiences for the
staff. For example, there is an
annual barbecue during the sum-
mer, work stops at noon and the
afternoon is spent playing games.
The works council also organises
an annual staff trip. 

Health and safety at the workplace

All the supervisors have been sent
on a health and safety course
organised by the Occupational
Health and Safety Administration.
It is made clear to staff from the
outset that they are responsible for
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the tools and equipment they work
with. The company also employs a
safety manager and employees are
actively encouraged to use safety
equipment. 

Smoking is not permitted in the
workplace. Financial support is pro-
vided by the company for physical
exercise programmes. It also sub-
sidises physiotherapy and rehabili-
tation programmes and employees
have access to counselling.

Money invested in healthcare is
considered to be money well spent
as a healthy, happy employee gives
a better service and is more effi-
cient. Once the company improved
healthcare, illness decreased and
the employees’ attitudes to work
improved and they became more
positive and satisfied. The enter-
prise has not assessed the situation
fully, but sickness related absen-
teeism has dropped, to a certain
extent at least. 

Employees’ access to healthcare
and safety services

The enterprise has a healthcare
contract with a private company
that effectively meets employees’
needs. Psychological provision is
taken into consideration within
this, and counsellors are on hand
so that employees can discuss
health or personal problems. 

The enterprise works in close co-
operation with the Occupational

Health and Safety Administration
and their representatives check
conditions, machinery and safety
equipment regularly. There is no
specific quality certifying system,
but machinery is reviewed annual-
ly. 

Special welfare projects

n Additional counselling services
are provided for employees
needing extra help and access to
a psychologist is also provided.

n The company employs a dis-
abled worker.

n Former employees are invited to
the company for an annual visit. 

Employee satisfaction

Generally speaking the employees
are very satisfied with their work
and staff turn-over is low. Staff are
also happy with the health promo-
tion project and absenteeism has
fallen. The bonus system has also
contributed to reduced absen-
teeism.

Plans for the future

Health promotion has been adopt-
ed on a permanent basis and
efforts will be made to build on
what has already been achieved.
The results of work carried out so
far have been extremely positive.
Employees have responded well
and are accepting greater responsi-
bility for their own health. 

A good image

This organisation believes that by
caring for its staff it has enhanced
its public image.

Tips for other enterprises?

n Give greater consideration to
employees’ needs

n Improve internal communication
channels 

n Build confidence between
employees and management
through staff meetings. Manage-
ment must listen to employees’
arguments and ideas before
finalising decisions on new
investments. 
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Health Promotion Starts With You
Iceland

The healthy town initiative ‘Health Promotion Starts With You’ was
launched with the aim of encouraging entire communities to improve
their health and well-being by taking health promotion into their own
hands. It was also hoped that other towns would be inspired to follow
suit. Húsavík was chosen to take part in the healthy town initiative. It
has a population of around 2.500. This was the first time for it to be
involved in this kind of project.

Working Together for Better Health

The ‘Health Promotion Starts With
You’ – project is a joint initiative
between the state (the Ministry of
Health and the Directorate of
Health) and the community, with
funding coming from both sources.
It focuses on improving individual
lifestyles and creating a better
health profile by adopting a pre-
ventive approach and encouraging
individuals to be proactive regard-
ing their own health.

How the project was set in motion

When the “Health Promotion Starts
With You”, project was launched in
Iceland, each town was allocated a
special project manager and a
management committee to organ-
ise the day-to-day running and
develop a strategy for taking the
initiative forward. The Ministry of
Health and the town itself provided
financial backing, but members of
the management committee were
not paid a salary. 

The project aimed to motivate the
community as a whole. It worked
towards improving the health of

the population by encouraging
people to recognise and ultimately
avoid health threatening lifestyle
elements and to embrace those
that promote good health. 

As the aim was to motivate the
entire community, the project man-
ager decided it would be best to
kick things off with something that
had a broad appeal and carry on in
a similar vein, launching events
that would enthuse large sections
of the community.

The management committee met
regularly to work through a wide
range of suggestions and put
together a broad and varied range
of events. Between the years 1994-
97, 33 projects were launched.
These included lectures on sport-
ing activities, diet and drugs, as
well as family-days, car-free days,
workplace health promotion and
much more. The response was
good to start off with and during
the 1994-97 period the community
was actively and enthusiastically
involved. However beyond that
interest began to dwindle. Enthusi-
asm for the project could not be
rekindled despite it being heavily
promoted via advertisements and
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considerable press coverage in the
local newspapers.

When Husavik became a health
promoting town a private company
was contracted to carry out health
promotion activities at the work-
place. Great hopes were placed on
the expertise that this company
could bring in terms of WHP. Work-
place health initiatives included lec-
tures on a variety of subjects, mea-
suring of employees’ heart rate and
consultation with physiotherapists.

Sadly, in Husavik, the project has
not produced the results hoped for.
The goals it set out to achieve were
too broad and too ambitious and
the private company responsible
for health promotion at the work-
place did not live up to expecta-
tions. 

A less than successful outcome 

The project failed to produce the
desired outcome for a number of
reasons. Sustaining public interest
in the long-term proved to be diffi-
cult. The project’s goals were cer-
tainly too ambitious and its remit
was far too broad. Furthermore the
private company contracted to run
the occupational health promotion
programme proved to be a major
disappointment. Many employees
reported that they were unhappy
with the company’s approach. They
felt that the manner in which the
information was delivered was
pompous and that the lectures

were far too wordy and long-wind-
ed. They also felt alienated by the
fact that the company placed heavy
demands upon them in terms of
their input and personal commit-
ment. However, the work carried
out by the physiotherapists gener-
ated a more positive response and
was universally well received. 

The community has therefore
decided to terminate its contract
with the private company. Not only
did it fail to fulfill its obligations, its
services were also thought to be
too expensive.

Despite these shortcomings, the
town is still a part of the healthy
town initiative and the manage-
ment committee has recommended
that the project continues, even
though there has been no activity
at all for quite some time now.
Ways of creating a better working
arrangement will need to be looked
at. For example, the project might
be more successful if different ele-
ments of it were carried out by dif-
ferent companies, rather than the
project manager and the manage-
ment committee trying to imple-
ment a large-scale operation with
such diverse and all-encompassing
goals. There also needs to be more
direct contact with members of the
community to boost morale and
motivation as well as increased
contact with workplaces. 
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The Midland Health Board
Ireland

The Midland Health Board (MHB) is made up of 58 sites – each one 
effectively representing an SME. The objective of the WHP project is to
improve employee health through stress reduction and prevention (on-
site, work process related) and to improve their lifestyle. Reduced 
absenteeism is another objective.

Converse to the way such projects
normally operate, MHB intends to
use the experiences and practical
knowledge generated by this pro-
ject in order to adopt an entirely
apt programme for its large organi-
sations (hospitals).

Project partners

The MHB WHP project is a partner-
ship between the Department of
Health and Midland Health Board
enjoying support from a private
research consultancy. Additional
benefits will accrue from the exper-
tise to be made available by the
Royal College of Psychiatrists.

Developing effective procedures

The project features a number of
successful strategies, notably a co-
operative partnership approach
between public and private sectors.
Internally, the project demonstrates
the importance of organisation-
wide support structures for the suc-
cess of WHP. An action group was
formed, thus ensuring that the pro-
ject has adequate support struc-
tures throughout. The project is
well grounded, being based on a
thorough needs assessment, which
identified action priorities in the
areas of stress reduction and

employee lifestyle improvements.
During the course of the project,
due attention was paid to the con-
cept of sustainability which was
buttressed by employee empower-
ment. Employees are involved in
initiation, planning, and conduct of
the WHP project and all related
activities. A conscious effort was
made to provide all necessary con-
ditions for genuine participation of
the staff in the WHP project as the
best way to ensure their ownership
of the project. In addition, appropri-
ate measures are undertaken to
ensure that the project will be sus-
tained in the long run.

Systematic needs analysis

The project action plan was based
on careful and comprehensive
needs analysis. The main instru-
ments used were research based
methods, carried out internally (i.e.
qualitative type of research using
mainly seminar type discussions
and quantitative research using
questionnaires to survey the health
and lifestyle behaviour of the MHB
staff). In addition, various documen-
tary research techniques were used
to complement the above. One of
the products is the audit of sick
leave conducted in selected loca-
tions.
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Establishment of co-operation and
communication structures

One of the earliest sets of activities
to be undertaken was to establish
co-operation and communication
structures for the WHP project.
Thus a network has been built of
people with an interest and stake in
the health improvement process.
Another integral part of this pro-
cess was to raise awareness
regarding the rationale and rele-
vance of health improvement and
to communicate and promote the
whole concept of the WHP project.
All appropriate channels and
reporting relationships for the pro-
ject were established at an early
stage. The initial announcements
were made using letters, meetings,
posters and poster addendum to
payslips (so-called “pay stuffers”)
where the target audience receives
information together with their pay
cheque or pay slip. Further details
on the project were communicated
using newsletters, presentations,
seminars and workshops.

Information on project objectives

There are two main project objec-
tives, which are of immediate con-
cern, as identified during the needs
analysis phase. The first one con-
cerns stress management/reduc-
tion/prevention on site which could
be classified as primarily work and
process related. The other one
focuses on employee lifestyle aim-
ing to promote exercise and make

it a standard feature of employee
lifestyle. As far as the stress pre-
vention aspect of the project is
concerned, it was decided to tackle
work stress at the source, dealing
with issues such as problems in
work relationships and problems
due to factors intrinsic to the job. 
A detailed plan for an exercise pro-
gramme was worked out and has
been implemented. Instructors who
could carry out classes were select-
ed. These individuals were given
additional training in Health Pro-
motion. As far as particular exer-
cise activities are concerned, hill-
walking and circuit training exercis-
es were prioritised, together with
stretching exercises. An important
aspect of this segment of the pro-
ject were educational classes, high-
lighting what constitutes physical
activity, benefits of it, and appropri-
ate goal setting. Finally, various
motivating techniques and tactics
were used, from “one to one”
assessment and empowering ses-
sions to peer support / events. 

Positive Results

A notably effective feature of the
project was its “hands-on”
approach, with the emphasis on
learning through doing. This,
among other things, particularly
illustrates the practical value of the
thorough methodological approach
to the whole project. At the same
time, the project has managed to
demonstrate the usefulness of the
theoretical models used (for exam-

ple, models of health behaviour
designed by Prochaska and Cle-
mente applied to physical activity). 

Evaluation has already been car-
ried out with respect to the exer-
cise programme, mainly relying on
first hand self-reporting by the par-
ticipants in the programme, with
encouraging results. In addition,
this segment of the WHP project
has been thoroughly examined and
analysed, using various theoretical
perspectives (e.g. using models of
health behaviour applied to physi-
cal activity).

Future perspective and 
commitment

Due attention was paid to the con-
cept of sustainability of the project
(which is somewhat related to the
previous one of ownership). It was
envisaged that the best way to
ensure that the project will be self-
sustaining was to fully empower
employees to participate. This
empowerment was achieved
through identifying and training
employees capable of organising
and conducting the required aspects
of the project. Of course, this pro-
cess had to be accompanied by ade-
quate delegation procedures and
facilities provision, and could only
be conducted in an atmosphere of
mutual trust. 
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Work and Health in the 
Irish Construction Sector
Ireland

The project objectives were to introduce a positive health care policy and
promote a healthy lifestyle amongst construction industry workers. Pro-
ject partners were the Irish Cancer Society, the Construction Employees
Health Trust (CEHT), the Irish Heart Foundation and the Construction
Group of Unions. 

Background of the project

The construction industry in Ireland
is characterised by a myriad of
contractors and subcontractors
which are by and large, SMEs. Per-
manent contracts are rare. Given
this situation, the best strategy to
ensure that SMEs and their
employees are reached is to adopt
a so-called “shot gun” targeting
approach to WHP, essentially
undertaking an industry-wide cam-
paign, with the focus on directly
targeting all workers engaged on
selected building sites. The main
findings highlighted that some
general health indicators of con-
struction industry workers were rel-
atively poorer than national aver-
ages e.g. obesity levels, cholesterol
levels, and the prevalence of smok-
ing - on average 44% of them
smoked, while the national average
was 31%. An unhealthy diet (literal-
ly saturated with a high fat and
irregular meals), was another seri-
ous issue. Given the nature of their
work, they were more susceptible
to skin cancer than other workers,
and this provided rationale for
launching three annual industry-
wide skin cancer campaigns. It is
worth noting that skin cancer rates
in Ireland are amongst the highest
in the world. 

Project infrastructure

A close co-operation was estab-
lished with the Irish Cancer Society
and the Irish Heart Foundation, who
provided expertise and staff. This
required setting up a new infras-
tructure whereby all service
providers work together. Employers’
permission had to be secured in
order to facilitate health screening
on sites during working time. Less
formal but more relevant support
also had to be obtained from vari-
ous “gatekeepers”, particularly
from foremen on the respective
sites. 

Needs analysis

Quite extensive research has been
undertaken in order to detect and
adequately address the needs of
construction workers. Thus, initial
health promoting initiatives under-
taken by the CEHT were based on a
careful examination of construction
workers’ circumstances. 

Action areas 

n Annual industry-wide skin cancer
campaigns

n On-site health screening
n Data gathering arising from

health screening programme
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n Research project “Patterns of Ill-
Health in Irish Construction
Industry Workers”.

Steering a successful course

Due to the prevalence of a particu-
lar type of macho style culture, neg-
ative peer pressure often operates,
reducing responsiveness to health
promoting advice. Therefore an
important facet of the strategy was
to have confidential, “one to one”
consultations. Conducting these
proved to be a very rewarding exer-
cise indeed. The majority of con-
struction workers generally have
very low GP consultation rates and
these sessions were used to com-
pensate for that. Some of these
individual sessions were effectively
counselling sessions as well, with
individual workers, once reassured
about confidentiality ‘opening up’
and discussing other pressing
issues for them (e.g. family prob-
lems, alcohol problems, etc.). Given
the construction industry workers’
circumstances and their lifestyle,
the partners in the CEHTs WHP ini-
tiative (the Irish Heart Foundation
and the Irish Cancer Society) appear
as natural allies in this health pro-
moting project. These partners ini-
tially highlighted some nation-wide
health issues and concerns, which
were subsequently used as a basis
for formulating health-promoting
campaigns for construction industry
workers. Thus this co-operation
highlighted the need for action
regarding coronary disease preven-
tion (according to national and

international data, Ireland has one
of worst records in Europe in the
area of coronary disease). Similarly,
given the prevalence of male work-
ers in the industry, the need for
action regarding so called “male
cancers” has also been identified.
This data in turn was used to for-
mulate a “quit smoking” campaign.
This campaign was organised in the
conjunction with the Irish Cancer
Society who provided support and
monitoring to the participants (who
have volunteered to take part). The
“quit smoking” campaign even
incorporated a piece of clever mar-
keting - one of the participants won
a holiday abroad for two weeks. The
CEHT has research findings regard-
ing sickness patterns in the con-
struction industry in the last three
decades. There is no doubt that
these findings will be valuable for
designing future health promoting
initiatives. 

Developing an effective strategy

A number of implementation
strategies proved both effective
and successful. Probably the most
effective strategy was directly tar-
geting construction workers at their
workplaces, and offering conve-
nient, free health check ups, health
education, advice and consultation. 

Factors contributing to the success
of the project included:

n Easy access to the WHP pro-
gramme and its general inclusive-
ness (it is open to all regardless

of the grade and position held)
n A participative set up and partner-

ship framework between trade
unions (construction industry trade
union), public bodies (Department
of Health and Children) and volun-
tary health promoting bodies

n No direct cost involved to either
employees or employers

n Minimised disruption to the work-
flow (enhancing the acceptance
by employers)

n The absence of any 
“hidden agenda”

n Realisation that the WHP positive-
ly contributes to profitability via
employee performance

n Good image of the partners in the
WHP project (The Irish Cancer
Society, the Irish heart Foundation)

n The type of delivery of the WHP
programme – focus on face to
face approach

n Getting all relevant players ‘on
board’. 

Looking at the results

It is too early to ascertain whether
the state-of-health has been
improved, as there is no hard data
available, but anecdotal experience
and feedback are very positive. This
was communicated to the CEHT by
all parties involved. The whole pro-
ject is designed to be self-sustaining
and all partner organisations are ful-
ly committed to furthering the activ-
ities undertaken thus far. 
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Preventing Stress in Teaching
Ireland

The Preventing Stress in Teaching project aims to control the effects of
work on health, in this case by identifying and advising on stress, and
seeking to mitigate and eliminate this occupational work hazard.

The major enablers for the success
of the Preventing Stress in Teach-
ing WHP project were the two
teachers’ trade unions i.e. their
executive staff and research offi-
cers. In addition, the project was
designed to maximise the involve-
ment of teaching staff and trade
union members. 

Background

The origins of this project can be
traced back to 1991, when teaching
trade unions in Ireland funded a
major study of stress in the profes-
sion, undertaken by the Work
Research Centre (WRC). This study,
significant in itself for highlighting
the negative repercussions of occu-
pational stress, has also provided
an initial grounding for the current
WHP project i.e. it represented an
extremely thorough needs assess-
ment, which has identified action
priorities in the area of stress pre-
vention. 

Working conditions conducive to
good health 

The first step for the pilot phase of
the programme was the selection
of schools that would participate in
the project. Four schools were
selected, paying due attention to all
relevant factors. Thus their

resources and funding varied from
publicly funded schools (directly
from the Department of Education)
to privately funded (so called “fee-
paying” schools). Attention was
also paid to their location (e.g.
rural versus urban, big city versus
town), size (schools varied in size,
from 18 employees to 60 employ-
ees) and the socio-economic back-
ground of students. In the Irish
context, there is another interesting
typology of schools, which are
divided in terms of their back-
ground on denominational (secu-
lar) and religious schools. In addi-
tion, pupils’ gender can be another
cleavage, with religious schools
tending (this was particularly the
case in the past) to be “all-boys” or
“all girls” schools. Of course, the
willingness and commitment to
participate in the work of the pro-
ject were crucial selection criteria
for these schools and their teach-
ers.
Once instituted, it was envisaged
that an effective stress prevention
programme would yield the follow-
ing benefits:

n Improvement in teachers’ health
and job satisfaction

n Development of a stress preven-
tion policy

n Improvement of the social cli-
mate in the school

n Improvement in the quality of
teaching
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n Improvement in absenteeism
rates

n Improvement in the general
work environment

n Improvement in the problem
solving capacity of each individ-
ual school

n Establishment of a continuous
process of stress prevention.

These objectives were to be
achieved using a methodology
which would only require a mini-
mal outside assistance.

Establishment of co-operation and
communication structures

The project preparatory phase
included building a network of peo-
ple and organisations with an inter-
est and stake in the health
improvement process in teaching.
This step resulted in insurance
companies coming on board, offer-
ing funding, as well as their politi-
cal support. Another integral part
of this process was to raise aware-
ness regarding the rationale and
relevance of stress prevention with
regard to health improvement.
Finally, an important feature of the
project was the continued support
extended to the participating
schools and their teachers through-
out the duration of the project, cul-
minating in training sessions for
teachers in order to equip them
with the “know-how” required for
the running of the project.

Developing successful strategies

The Preventing Stress in Teaching
project illustrates how a workplace
health promotion project can
attract interest and support from
commercial agents. Another suc-
cessful feature of the project was
the availability of support struc-
tures for teachers, such as training
and general support throughout
the pilot phase being extended by
the WRC. Furthermore, the sense
of ownership over the project by
the participants has been max-
imised because teachers have been
actively involved and consulted
throughout all relevant phases of
the project. Crucially, teachers
themselves will now entirely take
over the running of the project.
One measure currently being
implemented is the formation of a
panel of trainers to help facilitate
nation-wide adoption of the stress
prevention methodology. This is
the ultimate step towards a com-
prehensive application of the
methodology and, subsequently,
wide-scale institution of the stress
prevention policy. 

Results

Though no formal assessment was
undertaken, anecdotal evidence
suggests that satisfaction levels
were high and that the measures
implemented during the stress pre-
vention project were effective. All
of the participating schools indicat-
ed that they had received benefit

from the project and that they
would be willing to undertake simi-
lar measures in the future. In gen-
eral terms, teachers found the
methodology to be very useful in
raising and addressing workplace
stress issues. 

Teachers’ satisfaction has been
increased (this data relates to the
four Irish schools where the project
was piloted), not least because one
of the most pressing issues for
them has been tackled in a com-
prehensive manner. Limited track-
ing of the progress of stress pre-
vention plans also took place, and
it appeared that the actions taken
were both feasible and effective.

Future perspective and 
commitment

As far as the future of the project is
concerned, the efforts that have
been made in this regard are
beginning to produce the desired
results. Sustainability of the project
has been ensured by the effective
take-over of the project by teachers
themselves. The design of the
methodology was sensitive to par-
ticipants’ empowerment, and there
is a scope for participants to design
the best solutions for their own
schools. This in turn should have a
positive impact on the future com-
mitments to the project. 
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Banca Agrileasing 
Italy

Banca Agrileasing forms part of Cooperative Credit. 14 branches operate
throughout the country. Banca Agrileasing was set up twenty years ago
and offers exemplary financial options specifically aimed at meeting the
needs of SMEs and craft enterprises. 

242 people are employed at the
bank. Nobody works night shifts
and 15% of employees work part-
time. All have a degree or have had
some form of specialist training.

Maintaining good communications

Although members of the organi-
sation only meet face-to-face once
a year at the AGM, regular contact
is kept up via the intranet. Keeping
these communication channels
open is seen as an important ele-
ment in the successful running of
the business.

At the AGM, the president runs
through the main issues to have
faced the company throughout the
year and talks through the projects
planned for the year ahead. These
future aims and objectives are
communicated to every employee
before the meeting via the intranet.
This gives everyone plenty of time
to assess these proposals and
make a contribution at the meeting
if they want to.

Regular contact between the
branches is also kept up via a twice
monthly video conference, e-mail
and a net newsletter.

Staff contributions are very wel-
come. All the employees are

encouraged to voice their opinions
on how the organisation operates
and to make suggestions as to how
the workplace could become safer
and healthier on a daily basis. All
these suggestions are registered by
the “Prevention and Safety Ser-
vice” (SPS), and immediate action
is taken to see what can be done to
make the necessary changes. More
complicated issues are discussed
in detail before they can be put into
practice, but things still move
along quickly. Responding speedily
to improvement suggestions is
essential if the process is to main-
tain its credibility.

The SPS is also responsible for
explaining the implication of new
health related laws and regulations
to staff. It produces comprehensive
information leaflets that are dis-
tributed to all employees. The ser-
vice also directly manages part of
the intranet, providing a site where
employees can access information
on health and safety issues and
guidelines relating to these matters.

The role of health at work: 
how it affects the enterprise

Last year the organisation made a
commitment to reduce smoking
among staff members. Information
leaflets were handed out, meetings
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organised and stop smoking pro-
grammes set in motion. Those who
preferred to do so could attend an
external quit smoking programme. 

Emphasis is also placed on contin-
uous training and a budget is set
aside each year for courses and
educational programmes. 

Creating a pleasant working envi-
ronment is a major issue too. The
company is keen to ensure that the
workplace is a safe, healthy and
enjoyable place to be in order to
get the best out of staff. 

A number of facilities are provided.
A canteen/catering service is avail-
able at each branch and special
dishes can be prepared for those
who request them. Sports facilities
and relaxation areas are offered as
are medical services. 

If employees are off sick for a long
time, efforts are made to find
appropriate roles for them within
the workplace that suit their state
of health. For instance, it is possi-
ble for individuals to work part-
time if the demands of working a
full day are too great. Staff experi-
encing personal problems are also
dealt with sympathetically. Last
year one employee was allowed to
work from home for a while and
the company set up all the equip-
ment to make this possible.

The role new technology plays in
promoting health and safety is also
looked at closely – for instance IT

makes it feasible for people to
work effectively from home. 

The company extends its health
promoting activities to the wider
community. A large proportion of
employees belong to the Red Cross
and the organisation sponsors a
number of this charity’s initiatives.
The company also works closely
with the fire service and the police
to maintain the highest standards
of security.

Looking at positive results

The company recognises that its
workforce is its most valuable
resource. It also firmly believes that
a happy, healthy motivated work-
force is something to be aimed for.
Its philosophy is that satisfied
workers produce better results.
Motivated workers are also a cru-
cial factor in keeping customers
satisfied and for generating and
maintaining new business. Imple-
menting a policy that safeguards
the heath and well-being of employ-
ees reaps positive economic 
benefits.

No structured analysis of employee
and customer satisfaction is under-
taken, i.e. via questionnaires. How-
ever, as both these elements are
considered to be so vitally impor-
tant, they are under constant scruti-
ny, albeit informally. 
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Brunello Cucinelli Cashmere 
Italy

Brunello Cucinelli S.p.A. Cashmere, was founded in 1978 and is part of
the Brunello Cucinelli Group which consists of three plants manufactur-
ing elegant garments for men and women. The workforce is very young
– the average age being 33.8. Nobody works part time and there are no
night shifts.

The economic situation at all three
sites is good with a reported
growth of 10% during 1999. Fig-
ures for the first part of 2000 look
even better: 19 -20% higher than
for the same period last year. 

An egalitarian approach

The company believes that equality
and informality helps bring the
best out in employees. The same
democratic policy is applied in all
three sites. Everyone is on first
name terms. This employee-cen-
tred culture allows individuals to
express themselves in a way that
isn’t possible in a strictly hierarchi-
cal environment. The management
team is very keen to allow each
employee to use his or her person-
al skills. In fact, when new employ-
ees are taken on, the company
takes a very close look at the posi-
tive benefits that individuals bring
with them. Personality is consid-
ered to be an important factor in
terms of staff relationships too. 
As a happy working environment is
enjoyed at all sites, management
doesn’t want a new employee to
upset this balance by bringing a
difficult personality into the equa-
tion. 

Employees are actively involved in
the planning and decision making
process and are encouraged to
voice their opinions. Twice yearly
meetings are arranged so that any
problems within the organisation
can be discussed and resolved.
When a problem is identified action
is taken immediately to put things
right. The situation is then
reviewed two months later to see if
the steps taken are working. Staff
have an input into this process too.
Very often these meetings are not
necessary as the channels of com-
munication are so good, staff can
discuss problems with manage-
ment at any time.

Employees have control over their
working lives and the flexibility
encouraged by the company
means that they can arrange their
working hours to fit in with family
commitments. In fact, no formal
permission is required if a staff
member has to leave work early for
family reasons. 

Emphasis is also placed on devel-
oping skills via practical, ongoing
training and employee and cus-
tomer satisfaction is evaluated reg-
ularly.
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A focus on good health and 
well-being

Management always puts the
health and safety of the workforce
first. However, every single person
in the company is expected to take
an active responsibility for health
and safety too. Health promotion
activities are regularly reviewed by
the management team and the
health of individual workers
assessed periodically. Resources
are set aside specifically for health
and training purposes, however no
definite sum is allocated as activi-
ties depend on the requests put in
by staff. If a staff member is off
sick for a long time, efforts are
made to reinstate that person grad-
ually, so that physical and psycho-
logical adjustments can be made.

Every year 40 employees (that is
25% of the total workforce) go on
external courses on a wide range
of subjects – ergonomics, correct
posture and lifting techniques, fire
safety, first aid etc. Over the last
two years air conditioning systems
have been installed and new com-
puter monitors introduced. More
comfortable desks and chairs have
also been purchased following con-
sultation with staff. 

Before making any changes or
installing new equipment employ-
ees are always consulted first.
Management is keenly aware that
changes to the workplace affect

staff most of all, so they have to be
happy with each and every devel-
opment. 

Creating a happy working 
environment

The business is run along the lines
of a family. Staff relationships are
excellent and at the end of the year
incentive bonuses are distributed
equally regardless of the seniority
of employees – a decision reached
by staff members themselves. The
atmosphere at work is extremely
informal, yet highly professional. 

Efforts are made to give staff as
much time off as possible, at tradi-
tional holiday times like Christmas
and Easter, the company closes
two days earlier than other organi-
sations.

Staff have a canteen where special
meals can be prepared on request;
break and rest rooms are also pro-
vided, and there is a works medical
service. 

The community and the business
are strongly interlinked. Almost
every family has at least one mem-
ber working with the company. The
company is very much aware that
it is located in a beautiful part of
Italy and it is concerned with main-
taining the highest possible envi-
ronmental standards. It has also
donated money for a community

soccer pitch and has financed the
restoration of a number of
medieval buildings in the region.
One building in particular, a former
farm, is very significant as it has
been turned into an attractive com-
munity resource where many cul-
tural events are held. There is also
a cafe there where local people
enjoy meeting. 
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Water Team
Italy

The Water Team S.r.l. is responsible for the entire cycle of water treat-
ment: pre-treatment, processing, purification and recycling. High levels of
purity are achieved and maintained by the internal chemical laboratory
which is manned by qualified maintenance technicians and plant 
supervisors. 

Eighteen people work here and all
have a degree or have completed
some form of professional training.
Three work part-time but nobody
works night shifts or is employed
on a short-term contract.

Securing health and safety at work

At the end of 1995 official guide-
lines were introduced to safeguard
health and safety at the workplace
for all full-time employees plus
anyone involved with the work-
place on an intermittent basis.
Employees are also responsible for
contributing to their own health
and safety by informing superiors
of any problems that might jeopar-
dise their health and wellbeing. 

Involving employees

The enterprise bases its health and
safety system on the OHSAS
18001:1999 quality certificate
guidelines. Bringing employees
into the decision making process is
thought to play an important part
in improving health and safety.
Staff have a day-to-day under-
standing of the way the plant co-
operates and have a valuable con-
tribution to make. Staff are encour-
aged to make suggestions for

enhancing the working environ-
ment and these are taken seriously.
Employees can either discuss their
thoughts directly with management
or make contact via e-mail or on
the intranet. In addition to the
annual general meeting (AGM),
three monthly meetings are
arranged so that staff can air their
views.

Two months before the annual 
general meeting all the employees
fill in a questionnaire anonymous-
ly. Forty-two questions touch on a
number of areas: quality and
improvement, organisation, rela-
tionships with other employees,
pay, benefits, safety, communica-
tion, management, personal satis-
faction, personal development. A
questionnaire also goes out to the
clients in order to ascertain their
level of satisfaction.

At the AGM the results of the ques-
tionnaires are presented and dis-
cussed. Any problem areas identi-
fied are talked through openly and
mutually acceptable solutions
found. 

Analysis of the questionnaires
revealed that staff morale is quite
high and that the atmosphere at
work is good. Staff are also happy
with their working conditions and
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job security. Customers are satis-
fied with the service they are get-
ting too. Despite these encouraging
results the organisation is commit-
ted to continued improvement. 

Last year (1999) the absenteeism
rate was four days per employee
and only one accident was record-
ed. Efforts are made to bring the
long-term sick back to the work-
place, and an official policy on this
is in operation. 

Health at work: taking things a
step further

Improving the health of employees
is seen as a positive aim, not only
in financial terms by reducing
absenteeism, but in terms of creat-
ing a pleasant productive work-
place that staff enjoy coming to.
When problems are identified a
concerted effort goes into solving
them and a budget is allocated for
putting concrete measures in place.
Emphasis is also placed on good
training and staff are encouraged
to further their skills. 

Health at work is regulated by law,
but within this organisation health
and wellbeing is addressed over
and above legal requirements:
Measures have been taken to make
the working day as comfortable as
possible; employees have a can-
teen/catering service where good
meals are offered and special diets
can be catered for on request.
Break and rest rooms are also pro-

vided, along with medical services. 
Programmes exist for bringing the
long-term sick back into the work-
place, but staff with personal prob-
lems are also looked after sympa-
thetically too. For example, if a per-
son needs to work part-time for a
while, this can be accommodated.

Social events where employees
can relax together are organised at
least once a year. These special
events include a family dinner.

The business extends its social arm
into the community and sponsors a
local cycle team and a number of
social and cultural community ini-
tiatives. The enterprise also works
in partnership with schools, col-
leges and universities and arranges
visits to the plant and talks with
staff.

Looking at the results 

Absenteeism within this business
is below average and staff turnover
is low. This indicates that employee
health is good and that job satis-
faction is also high. As indicated
earlier, analysis of the question-
naires suggests that morale is
excellent and that there is a good
working atmosphere and good
relationships between staff. Job
security is a factor that influences
well-being and as prospects are
good here, this has a positive
impact on employees. In 1998
Water Team was the successful
candidate and voted Italian Quality

Company; it was also awarded the
EFQM European Quality Award
both in 1999 and 2000 – the only
Italian company to receive this dis-
tinction!

There is no evidence that this poli-
cy has improved productivity or
that it is economically beneficial,
but management will continue to
focus on good health and a specific
budget has been allocated to pro-
vide resources for health promo-
tion activities over the next few
years. 
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