	[bookmark: _GoBack]Notes from:
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	Venue:
	UCOL

	Date:
	20th Feb 19
	Time:
	3.30pm – 5.00pm

	Chair:
	Tony Greeve
	Host:
	Work Safe NZ



Attendees:
	
	Name:
	Company:
	Name:
	Company

	1
	Andre
	Holm
	Absolute Safety
	Lyndel
	Voice
	Mid Central Occupational Health and Safety Unit.

	2
	Dave
	Herdman
	Acrow Ltd
	Kaye
	Allardice-Green
	Mid Central Occupational Health and Safety Unit.

	3
	Hamish
	Gibb
	Acrow Ltd
	Donna
	Craig
	Nebulite

	4
	Martine
	Lyon
	Alexander Construction Central
	Yvonne 
	Watson
	NZ Post

	5
	Murray
	Sneddon
	Alexander Construction Central
	Annette
	Newbury
	OSSC

	6
	Kerry
	Sebire
	Alexander Construction Central Ltd
	Rachel
	Pitt
	Ovation

	7
	Brendon
	Barnett
	BBC
	Zoe
	Cavanagh
	Palmerston North City Council

	8
	Clint
	MacDonald
	Bunnings
	Barry
	Webb
	Sime Darby Commercial (NZ) Ltd

	9
	Mikaela
	Caldow
	Caldow Builders
	Tony
	Greeve
	Site Safe NZ

	10
	Anthony
	Dahlkamp
	Campus Living Villages NZ
	Sheree
	Tatana
	Steelfort

	11
	Stuart
	Lind
	Colspec Construction
	Bret
	Martin
	Steelfort 

	12
	Sharon
	Dahlkamp
	DML Painters Ltd
	Matt
	Hillas
	TDDA

	13
	Clare 
	Lynn
	Fonterra
	Lynton
	Edgecombe
	Turk’s Poultry Farm Ltd

	14
	Terry 
	Buckingham
	Fonterra 
	Roane
	Green
	Turk’s Poultry Farm Ltd

	15
	Evan
	Lloyd
	Horizons Regional Council
	David
	Freebairn
	UCOL

	16
	Natalie
	McLoud
	Horizons Regional Council
	Shannon
	Scully
	UCOL

	17
	Wendy
	Guinness
	Lee Builders
	Jen
	Trow
	UCOL

	18
	Kirsten
	Martis
	Lee Builders
	Amanda
	Gray
	UCOL

	19
	Kirsten
	Olsen
	Massey
	Sylvie 
	Hickton
	UCOL

	20
	Sarah
	Clark
	Massey
	Vanessa
	McAdam
	Worksafe

	21
	Paul
	Robertson
	Massey University
	Adrian
	Velich
	Worksafe

	22
	Denise
	Steele
	Maycroft Construction
	Simon
	Kuiti
	Worksafe

	23
	Marty
	Yaxley
	Maycroft Construction
	Nick
	Barclay
	Worksafe

	24
	Rebecca
	Gray
	McIllwaine
	Debra
	Perrins
	Worksafe

	25
	Keith
	Klein
	McMillan and Lockwood
	Lauren
	Parsons
	Lauren Parsons Wellbeing

	26
	Lisa
	Marshall
	Metalcraft Roofing
	Stuart
	Malins
	

	27
	
	
	
	
	
	


Apologies:
	
	Name:
	Company:
	Name
	Company

	1
	Penny Hendry
	Sime Darby
	Bernadine Bourke
	

	2
	Michael Morris
	ACC
	Phil Round
	Avenue Construction

	3
	Richard Chapman
	Ernslaw
	Louise and Neil Robbie
	Robbie Builders




The forum was attended by 52 representatives of industry from the wider Manawatu Region. 


Welcome:

Tony welcomed everyone and gave a short emergency briefing prior to the presentation.  

Tony explained that session had been recommended by Debra Perrins , Work Safe NZ, as part of the ongoing discussion around what Works Safe’s focus areas are for the next 12 months and what would be considered topical from an industry perspective.  Once the subject had been identified it was agreed that we would ask the speakers to present along the lines of:

· What was your motivation to look at Mental Health and Wellbeing?
· What have you been doing about it?
· Have there been any results?  What are they?

We are very grateful to all the organisations for their open and frank explanation and discussion on this topic, each of which are imbedded in these notes and are shown below in PDF format. To open the various documents, simply double click on the picture and the document will open in the background, if it doesn’t show straight away, check your task bar for the PDF symbol  

Tony began with a brief update on the study that Site Safe is engaged in with BRANZ, looking at Suicide in Construction. 

Site Safe NZ Inc - Towards prevention: suicide trends in construction 

We’ve been told that for the Construction Industry in New Zealand more people die from suicide than from a Work Place Accident.  I would think that for most of our Industry we have no idea that this was the case.  Take a look to see a little more of the background, the report from the study undertaken is expected to be released in April 2019










Terry Buckingham , Fonterra NZ Health & Wellbeing Manager, and 
Clare Lynn, Practice Leader, Health & Wellbeing Team

At Fonterra, mental health has been identified as a critical risk. Our leadership team have a duty of care for our staff, and keeping staff ‘mind strong’ not only makes good business sense but it is the right thing to do. 

The following ppt provides a sample of some of our recent ‘mind health’ initiatives but it is not exhaustive, i.e., we have many other established programmes aiming to keep our staff happy, safe and productive. Examples include harassment and bullying, domestic violence, and resilience programmes.  
We are more than happy to share further information about our programmes and have included a few resources in this send out. 
 




Some extra Fonterra Resources that may be useful:


                       










Sylvie Hickton, UCOL





Clint MacDonald Bunnings

Bunnings was founded in Western Australia over 130 years ago. Today we have more than 350 sites across New Zealand and Australia, and over 43,000 team members who are the heart and soul of our business. Statistics show around 1 in 5 New Zealanders and Australians may experience a mental illness each year. So, when you convert this back to the Bunnings team over 8,500 of our valued team members may be affected. So, it is paramount we have the right resources, training and support for our team. 

Bunnings introduced mental health onto our Health & Safety Strategy for FY13/14. At Bunnings we work hard to create a unique and enjoyable workplace culture. An essential ingredient in our culture is our focus on caring for the team. It is important we live by our culture and promote a positive environment to enable team members to be the best they can be at work. Here are some of the initiatives we have introduced:

Mental Health Resource Kit tools and guidance to help our leaders better support our team. 

Supporting Mental Health Workshop designed to help our leaders better support our team.

Mental Health Capacity Assessment Form which gives team the choice to provide information that will help their leader to better understand their needs and plan work and the working environment accordingly, with systems to protect team member privacy.  

Wellness Campaigns to raise awareness throughout the year.

Mindfulness training has been introduced into our leadership courses.

Mind Matters Cards designed to enhance the mental wellbeing of our team.

MIND your Health wrist bands are a reminder that speaking up about mental health is a positive in our business.  

A dedicated intranet page providing leaders and team members with tools and guidance. 

Free counselling services for team members and their immediate family.





Yvonne Watson, NZ Post

2017 NZ Post embedded Safe Home Every Day into our safety talk with all staff. (Slide 2) We asked staff as part of the introduction why do they want to go home safe each day – and staff shared photos of their family, pets, activities they do outside of work. We use it as part of presentations, Safety Team Briefs, Safety Alerts.  We updated our Safety Commitment Policy to staff which also helped to reinforce the Safe Home Every Day message.  Late last year we started talking about LIFE Living it Fully Everyday – which is now our Wellbeing Catchcry. 

Slide 5 Is our diagram showing LIFE – and what it entails – we’ve broken it down into 4 parts Financial, Social, Mental and Physical.  We believe if you have all these sorted you will be living life fully every day.  To support this you must have the culture in place which starts with good leadership and having an attitude of belief in what you saying and that you genuinely  care about your team, colleagues and workplace.








Paul Robertson, Massey University

Massey University is just starting on a wellbeing journey, however has gained the support of the University Council and Senior Leadership Team. Our approach considers the needs of our wider community, which includes not only our staff but our students as well. Using a variety of approaches, we have considered the social, family, physical, mental and spiritual elements of wellbeing and have started laying the foundation for a range of initiatives that we will manage. We’re excited to be on the path, but it’s too soon to see the results. Our hope is that we not only provide our people with the tools, resources, and capacity to impact their own wellbeing, but through doing this, impact the wellbeing of their wider community as a result.
 





EAP Services: What’s available to people who might need help.
Manawatu Health and Safety Forum presentation – Mental Health and Wellbeing



   


EAP Services’ key deliverables include:
· a NZ-based 24/7 National Support Centre for clients to request appointments (appointments are confirmed at a client’s first contact with us)
· counselling modalities include in-person, telephone, and e-counselling (live chat and web journal)
· a national network of our own offices staffed by employed counsellors and psychologists
· a national network of relationship managers available to support customers at a local level
· access to specialist career, financial and personal legal support
· access to an Ethics & Compliance Reporting (Whistleblower) programme
· access to an Alcohol and Other Drug Intervention programme
· a Manager Assist service to support managers around employee performance or behaviour issues
· a formal manager referral process
· EAP usage reporting (formal and online reporting in real-time)
· a mobile app (EAPNOW) to support awareness and connectivity to EAP Services
· ability to respond to critical incident/trauma events
· HR and training services that complement our Employee Assistance Programme.



It’s important to note that EAP Services are not just for the bigger companies, anyone can get involved.

For information on how you might get access to EAP Services for your staff please contact:
Tim Horne, Relationship Manager, EAP Services Limited
Direct	+64 4 472 5353 Email 	Tim.Horne@eapservices.co.nz
Web	www.eapservices.co.nz

Terry and Clare can be contacted as follows: 	terry.buckungham@fonterra.com, 
clare.lynn@fonterra.com
Sylvie can be contacted as follows:		S.Hickton@ucol.ac.nz or 022 658 3296
Clint can be contacted as follows:		cmacdonald@bunnings.co.nz
Yvonne can be contacted as follows:		Yvonne.watson@nzpost.co.nz
Paul can be contacted as follows:		p.robertson5@massey.ac.nz

It was agreed that it would be very useful to revisit this topic in about 12 months to see how the various organisations have progressed with their journeys in this area.

It was also agreed that the forum should endeavour to include where possible some smaller companies who have done work in this area.

Further resources can be found at: 
www.Wellplace.co.nz 

Manline: https://www.manline.co.nz/information  Look for and download “The Blokes Book”
 
A Mental Health Guide for New Zealand Leaders: https://www.google.com/search?q=A+Mental+Health+Book+for+New+Zealand+Leaders&rlz=1C1CHBF_enNZ811NZ811&oq=A+Mental+Health+Book+for+New+Zealand+Leaders&aqs=chrome..69i57.19652j0j8&sourceid=chrome&ie=UTF-8

Work Safe NZ : Bullying at Work; Advices for Workers
https://worksafe.govt.nz/dmsdocument/785-bullying-at-work-advice-for-workers

Work Safe NS : Prevent and Responding to Bullying at Work- Advice for Small Businesses
https://worksafe.govt.nz/topic-and-industry/bullying-prevention-toolbox/good-practice-guidelines-preventing-and-responding-to-bullying-at-work/

Work Safe NZ: Preventing and Responding to Bullying at Work, Good Practice Guideline for PCBU’s
https://worksafe.govt.nz/dmsdocument/782-preventing-and-responding-to-bullying-at-work

Another very interesting article was posted on the Work Safe Website after the meeting, this from the Mental Health Foundation:

The Mental Health Foundation has launched a new resource to help businesses and workers recognise and address workplace stress. 

The new resource on minimising and managing workplace stress is part of their Working Well suite of resources. It is designed to help workplaces tackle stress and includes information about how work impacts stress, how stress affects individuals and how we can work to minimise and manage stress. It encourages businesses and workers to work together to resolve stress issues.
Check out the link which in turn will provide access to other links regarding minimising and managing workplace stress: https://www.mentalhealth.org.nz/home/news/article/233/2019-the-year-to-tackle-workplace-stress




The meeting closed at 5.15 pm.

The date of the next planned meeting 22 May 2019, Subject TBA

Please feel free to make contact if you have ideas for what we can arrange in the way of subject matter

If you have any questions about involvement with the Manawatu Health and safety Forum, please contact:
Tony Greeve, Site Safe NZ Inc. 		tgreeve@sitesafe.org.nz          021 557 402
	
WorkSafe Information Subscription Service
Are you aware that WorkSafe offer a free subscription service for information on a range of subjects. If you are interested go to: https://worksafe.govt.nz/home/subscriptions/ and enter your email address then simply submit the request.
You will be asked to provide a little more information (name, surname and location) and then select the areas of interest you want to be kept up to date about.  If you already subscribe, this is a good way to update your subscription.

The current list of information areas is as follows:
Manufacturing, 			Construction, 			General Health and Safety Updates, 
News and media updates,		Major Hazard Facilities, 	Asbestos, 
Work Related Health, 			Agriculture, 			Adventure Activities, 
Consultations, 			Energy Safety, 		Forestry, 
Hazardous substances 		Extractives, including New Zealand Board of Mining Examiners. 
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Manawatu H&S Forum
Fonterra- Mind Health


Clare Lynn (Practice Leader) and Terry Buckingham (National Health & Wellbeing Manager), 
Fonterra Health & Wellbeing Team (NZ)
Date: February 2019







Mental Illness - Current State


• 1 in 6 working adults live with mental illness 


• ‘Distressed’ people –it’s part of today’s society and workplaces


• Leading cause of sickness absence and long term work incapacity


• Mental illness is associated with high levels of presenteeism


• Good news is that despite mental illness many people “thrive” and manage well daily with the challenges 
they face


Majority of mental illness within the workplace is 
treatable and in some cases preventable


• Managers (and work colleagues) need to have “tools” in the box to be able to ‘Recognise/Respond /Refer’


“Mental and behavioural disorders are found 
in people of all regions, all countries and all 
societies. They are present in women and 
men at all stages of the life course. They are 
present among the rich and the poor, and 
among people living in urban and rural 
areas.” – World Health Organisation


Almost half (46.6%) of all NZers are predicted 
to meet the criteria for a mental health 
disorder at some time in their life, with 39.5 % 
having already done so and 20.7%, or 1 in 5 
people, having had a disorder in the past 12 
months. 


In NZ, 668 dying by suicide in the past 
year. 







What does good ‘Mind Health’ look like?


• Employees in all types of roles will have “good work”, which contributes positively to their mind health.


• Every one of us will have the knowledge, tools and confidence, to understand and look after our own 
mind health  and the mind health of those around us


All Business Units will be:


• Equipped with the awareness and tools to not only address but prevent mental ill-health caused or 
worsened by work;


• Equipped to support individuals with a mental health condition to thrive, from recruitment and 
throughout the organisation;


• Aware of how to get access to timely help to reduce sickness absence caused by mental ill health;


• We dramatically reduce the proportion of people with a long term mental health condition who leave  
employment each year


• If we prioritises mind health at work, we can become global leaders in reducing stigma, improving the 
mind health of our people and support for those who need it, and in the process improve our 
productivity.







Flourishing and Languishing


What is flourishing? 
Flourishing is useful descriptor of positive mental health. In more philosophical terms this means access to the pleasant life, the engaged or good life and the 
meaningful life. Flourishing is not just a simple measure of happiness or life satisfaction or positive thinking. It requires the development of attributes and 
social and personal levels that exhibit character strengths and virtues that are commonly agreed across different cultures (Seligman, Steen, Park and Peterson, 
2005). 


What is languishing?
On the other hand languishing includes states of experience where people describe their lives as “hollow” or “empty” (Fredrickson & Lahoda, 2005). 


What the two continua approach to mental health also allows us to understand is that people can and do languish even without a mental disorder. Also 
the associated evidence shows that people diagnosed with significant mental health symptoms can still flourish, which aligns with New Zealand’s anti 
stigma campaigns that tell us not to generalize about people’s experience of mental illness as always negative or debilitating. 


Mental Illness


Symptoms


No Mental 


Illness 


Symptoms


Thriving 


(Flourishing/Engaged)


Languishing (Disengaged)


I’m well and 
Thriving 


I'm well and 
Languishing 


I have 
symptoms and 


Languishing 


I have  symptoms 
but Thriving 







Strategic Pillars of Delivery 


Increase Awareness
Build Knowledge


Increase Confidence Talking


Recognise/Respond/Refer


Support Leaders
Understand Duty of Care


Build Capability


Self-Care/Boundaries 


Build Wellbeing 
Culture 


Mind Health Critical Risk 
Framework


Health & Wellbeing Policy


Foster Trust


Recognise and Reward 


INDIVIDUAL TEAMS FONTERRA WIDE







What is GoodYarn ?


2 Hour – at site Workshops


Understanding mental health 


Breaking down the barriers to talking about mental 
health


Common signs of mental illness 


5 Ways to Wellbeing


How to talk to someone when you’re concerned


Tips on how to recognise, respond and refer


Practical exercises/scenarios  


Additional resources and support


www.goodyarn.org 1600 800 3000 3500
10,000


Milk
Collection


FY17


GO DC Team
FY18


NZ Priority
Sites
FY19


NZ  Phase 4
Sites
FY20


Global Sites
FY21



http://www.goodyarn.org/





John Kirwan Videos


• Meet Doug 


• Think about the triggers, signs & symptoms, a turning point , changes 
that he made


depression.org.nz/rural - the journal


The Resilient Farmer


https://depression.org.nz/is-it-depression-anxiety/stories/doug/











Factors that may adversely affect us


• Sudden negative change/stressful events –death, grief, illness, relationship break up


• Self-worth attacks e.g., disappointment, failure, loss of mana, or a lack of cultural support


• Lack of justice e.g., exclusion, bullying, discrimination, or alienation.


• Lack of life balance e.g., decline in exercise, diet, isolation, or excess work with little downtime


• Relationship problems e.g., with family, friend or work colleagues







Common signs of mind health problems
• Marked change in personality


• Loss of interest in previously enjoyed activities and tasks


• Poor performance  at work including inability to cope with daily problems


• Substance abuse – alcohol, drugs


• Mood swings –extreme, fast, out of character


• Self-harming behaviours including risk taking


• Lack of personal care


• Changes in eating habits


• Sleep problems


• Increased anxiety, looking agitated, panic attacks


• Fatigue


• Increased isolation, less socialising







Talking about it







• GP
• EAP
• Free Counsellor via our PHO
• Help lines 
• Websites
• EAP 0800 327 669 or www.eapservices.co.nz
• Need to Talk? – text to 1737
• Open 24/7 -Lifeline - 0800 543 354     lifeline.org.nz
• Depression Helpline - 0800 111 757   depression.org.nz 
• Samaritans - 0800 726 666
• Suicide Crisis Helpline - 0508 828 865.
• Books of interest - www.booksonprescription.co.nz
• https://www.healthandsafety.govt.nz/__data/assets/pdf_file/0010/923923/A_Mental_Health_Guide_for_New_Zealand_


Leaders.pdf


Remember emergency response: Dial 111 , MDHB Crisis Mental Health (0800 653 357)


Help and Support


Page 20,21,,22



http://www.eapservices.co.nz/

http://www.booksonprescription.co.nz/

https://www.healthandsafety.govt.nz/__data/assets/pdf_file/0010/923923/A_Mental_Health_Guide_for_New_Zealand_Leaders.pdf





Returning to Work


https://returntoworkmh.co.uk/employer/


‘Imagine if you were fit 
enough to run 2K but were 
asked to run 5K’







Questions


Acknowledgements:
• Good Yarn Programme – www.goodyarn.org
• Return to Work Progamme (U.K) https://returntoworkmh.co.uk/
• R U OK? Programme (Australia) https://www.ruok.org.au/



http://www.goodyarn.org/

https://returntoworkmh.co.uk/

https://www.ruok.org.au/
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 CHECKLIST: preparing for the return to work conversation: 
  


• Agree a time to meet with the returning employee and ask them to prepare for the conversation.  


• Make sure you have somewhere quiet and private to meet, where the employee can talk confidentially. Sitting next to each other, informally, rather than across the desk from each other.  


• Agree with the employee if it will be just you and the employee, or whether a third person will also be there e.g. a trusted colleague, HR or OHN.  


• Review any communication you have had with the employee since the absence, so you are fully informed.  


• Take into account any advice from the employee’s GP, other health professional (e.g. specialist, OHN), or HR.  


• Take into account any work-related issues that occurred prior to the absence if you know the absence is work-related.  


• Consider what the organisation needs, your needs as manager, and your team’s needs.  


• Get yourself in the right mind-set – sensitive, professional, empathetic.  
 


 


  


 What to do and why What to say – Examples for you to use as a guide 
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1. Help set them at ease 


Many employees feel anxious about coming back to work. 


Take time to let them settle so that you are able to have an 


open conversation. 


“It is great to see you back. How are you feeling?” 


“The team have really missed you, you are a valued member of our team.” 
 


If relations were strained before the absence: “I know things were not great before your absence, but let’s treat 


this as a fresh start. We want to help you get back to the way you were when.. (specify an example of good 


performance).” 
 


You could also say: “I am going to use the conversation guide just to make sure I don’t miss anything important 


– so while it may sound a bit strange compared to our usual converations, this way we will cover all of the things 


we need to.” 


 


2. Outline the process  


Knowing what will be covered during the conversation will 


help the employee prepare their thoughts, giving them joint 


ownership of their return to work. This way you are likely to 


achieve a better outcome from the discussion.   


 


 


“The aim of this conversation is to develop an agreed action plan for your return to work. We can talk about 


your needs and the business needs and work together to agree the best way forward.” 


 


“This conversation will cover 3 things:  


• It is important that we understand how your health may affect the way we plan and organise your work. 


• We can talk about how we balance your needs and the company needs.  


• We can agree a return to work plan including your work activities, how we monitor your work and health, 


and how we communicate the plan to the rest of the team/ clients.” 


 


You my also want to say:  


“Getting back to work doesn’t have to mean getting back to the full job straight away: it might take time until 


you feel ready to take on the full role and responsibilities of the job.”  


“There will be things we can change, and things we can’t – but let’s work together and see what we can do.” 
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 What to do and why What to say – Examples for you to use as a guide Pre-conversation notes 
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3.a Understand the nature of the absence 


The employee should not be pressurised to tell you 


about the details of their ill health. However, the more 


you know, the better you can respond. 


“You do not have to tell me about your illness if you don’t want to, but 


what you do tell me will be kept in confidence and we can agree what, if 


anything, we share with others.” 


Or 


“Thank you for sharing the information from your GP/ relevant healthcare 


professional. They have indicated that….Does that sound right to you?“ 


 


 


3.b  Understand the impact of medication, 


psychotherapeutic treatment or health-related activity 


on work 


 


Medication can sometimes have side effects that impact 


concentration and mobility. It is important you are 


aware if there are possible risks to health and safety. 


Employees may also need to attend GP or counselling 


appointments ongoing. 


“Are you on any medication that may effect your performance that we 


need to be aware of?” (e.g. side effects that may affect use of machinery, 


driving, concentration).  


 


“Do you need to attend any appointments in the coming months? If so, 


then we will try to make a plan so that we can accommodate these.” 


 


“Are there any activities that you are undertaking to maintain your health 


which you need to continue now you are back at work?” 


 


 


3.c Understanding signs and triggers “Are there any important signs and triggers that would be helpful for us to 


know about so that we can recognise when you need some support, even if 


that is a 10 minute break or a chat?” 
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4.a Understand the impact of your health on your work 


 


The key focus of the conversation should be on the 


employees ability to do the job. Keep in mind that while 


people may be ready to come back to work, they may 


not be ready to take on their full responsibilities and 


work load. Allowing them time to settle back in 


gradually will give them the best chance of doing their 


best work and staying at work.  


 


 


 


 


“How do you feel about being back at work?” 


 


“How does your health impact your work, if at all?” 


 


“Have you any suggestions for how we can better manage these issues?” 
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What to do and why What to say – Examples for you to use as a guide Pre-conversation notes 


4.b Understand how your work may be affecting your 


health* – exploring possible adjustments to the way 


they work 


 


Some employees may need to adjust the way that they 


work, particularly when they initially return. Small 


changes (e.g. start time, taking time for appointments, 


change in task allocation) can be cheap and quick to put 


in place. It is useful to discuss how long these changes to 


work can be accommodated by the business, and 


consider a time to review them.  


 


*Note: if this is the case, consider whether this has 


impacted on the rest of the team. There may be need to 


do a team/ company risk assessment using the 


management standards approach <link> 


 


 


 


 


 


“Do you feel your illness was caused or made worse by work? If so, what 


particular aspects made it worse?”   


 


“The next section may help us to understand what aspects of work affect 


your health.” 


 


“Research has found that there are a number of important aspects of all 


work that can impact on workers’ health – whether you are a teacher, 


builder IT technician, care home worker or work in any other job.  We can 


use this as a framework to discuss your work. ” 


 


 


 


 


Demands – workload, work patterns and the work environment 


Control – how much say the person has in the way they do their work 
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Support – encouragement, sponsorship and resources provided by the 


organisation, line management and colleagues.  


Relationships –promoting positive working to avoid conflict and dealing 


with unacceptable behaviour. 


Role – whether people understand their role within the organisation and 


whether the organisation ensures that they do not have conflicting roles. 


Change – how organisational change (large or small) is managed and 


communicated in the organisation. 


Work-home balance – how you manage home and work commitments e.g. 


child or care responsibilities 


 


 


Technology  - how you use IT or other technology at work (e.g. email at 


home, in non-work hours) 


 


 


OTHER – specific to your industry/ job?.... 
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 What to do and why What to say – Examples for you to use as a guide Pre-conversation notes 
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4.c Manager/ business concerns.  


If the focus is only about the employee’s needs and the 


company’s objectives are not met, the return is likely to 


fail. Returns are successful where the both parties are 


flexible, willing to compromise and understanding of 


each other needs and objectives.  


“From our perspective the business needs….” 


“Our concern is….” 


“There are some aspects of the job that we are unable to make 


adjustments on: these are…” 


 


 


4.d Aligning priorities 


Employees and managers often have different priorities. 


It is important to agree between you what the priority 


tasks are so that in the coming weeks, these take 


precedent. 


“Let’s discuss what the priority tasks for your role.  As far as I am 


concerned, these work priorities areas follows:  
 


“Would you agree?” 


“If not, what do you see differently and why?”  


“Let’s talk about what aspects of the role we can put aside in the short-


term. We will need to revisit this as time goes on as it is unlikely that we 


can make these permanent adjustments to your role but in the short term, 


we can put these aside. ” 


RED- Top priorities:  


 


 


AMBER- Need to be done by....... 


 


 


GREEN-Can wait:  


 


M
a
n
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in
g


 t
h
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m


 


4.e Consider the impact of any adjustments on the 


team 


Re-agree how the employee’s health will be 


communicated.  


 


 


For example, “As xxxxx will be taking on some extra tasks as part of the 


adjustments we have discussed, perhaps you could suggest some aspects 


of their job which you could help with to maintain a good working 


relationship….” 
 


“Previously we discussed how you would like your sickness absence to be 


communicated to the team this was done and the colleagues who are 


aware are….” 
 


“Would you like us to speak with the team about any ongoing mental ill 


health, for example, looking out for specific triggers?” 


 


P
la


n
 5. Develop and agree a return to work plan 


Use the framework on the next page to develop and 


agree the return to work plan.  


“Let’s look at the prompts on this document and develop a return to work 


plan and agree how we will monitor and review this in the coming weeks.”  


 


 


Summary of discussion:  


 


People present:                                                                                                                                                                       Date of discussion: 
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Return to work plan 
 


Agreed by:                                                                                                                                    Date of agreement:  


 
 


Work hours / schedule:  


 


Work tasks:  


Agreed work priorities:   


 


 


Ongoing informal check-ins:  


Who: (Manager, colleague) 


How: (Regular email, phone) 


How often: (Daily, weekly, monthly) 


 


Date of review meeting:  


(review of work schedule/workload) 


 


Triggers and signs for the 
manager (and team if 
appropriate) to look out for:  
What should be done if the 
triggers are noticed? 


 


Communication to the team / 
other stakeholders: 


 


 


Adapted from original resource:  https://returntoworkmh.co.uk  
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 Fonterra NZ Sites: H&W Team Document Approved by: Terry Buckingham. National Health & Wellbeing Manager    Version:1 (due for review every 2 years or as required) 


 


 
 
 
 


 


One Point Lesson 
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To get knowledge  Subject Managing Mind Health for People Leaders 


To show improvement  Location Fonterra NZ Sites 


To identify trouble  Date November 2018 


 


Purpose: Guiding People Leaders to Proactively Support Workers with Mind Health Concerns.  
 


 


 
 


 


 


In an emergency: 


• Keep everyone safe 


• Dial 111 or the local mental health crisis 
team:  
 


Major concerns may include: 


• Distress/Tearful/Anger 


• Rapid Mood changes 


• Agitation 


• Fatigue from sleeping problems 


• Impairment due to medication, alcohol 
or other drugs 


• Distraction or loss of attention 


• Risky behaviour 


• Self-harm or threats 


• Aggression or violence to others 


• Long term absenteeism 
 


Health Support Plan (employee still at work) 


• Contact site OH Nurse  


• Triggers 


• Milestones/Actions 


• Support Persons/Treatment Providers 
 


Mind Health - Return to Work Plan  
(employee off work on sick leave) 


• RTW Mind Health Conversation Guide  


• Return to work action plan 


• Milestones/Actions  
 


Manager Monitoring 


• Regular 1:1’s (min. Weekly) 


• Check and adjust  
 


Helpful Contact Details 
HR Direct 09 354 9862   
EAP Services 0800 327 669 


             Site OH Nurse   
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Mental Health and Wellbeing


Manawatu Health & Safety Forum 20 February 2019







What was UCOL’s motivation?


• Staff are a very important part of UCOL and for us to realise 
our vision and goals we must support and provide a Wellbeing 
framework for our staff to engage in.


• Staff Wellbeing is a key initiative leading to the success of 
UCOL now and in the future.


Wellbeing Purpose:


• To motivate and encourage staff employed at UCOL to engage 
in the Wellbeing programme so that they can improve their 
health and lifestyle while working at UCOL.







What was UCOL’s motivation


• There is an obligation under the Health and Safety at Work 
Act 2015 to ensure that they are providing a healthy and safe 
environment.  


• The introduction of the Wellbeing Programme supports the 
due diligence requirements for Officers under the Act.


• Psychological health and safety is as important as 
physiological.


• Results from the Staff Engagement Survey.







Staff Engagement Survey results 2017







• Participated in the Massey University “N.Z. Workplace Barometer Survey”.


• Established a Wellbeing Framework.


• Staff Symposium (key note speakers, workshops and stalls).


• Established a Wellbeing Committee


• Created a Wellbeing Annual Calendar for capture all events.


• OK Health Service for baseline testing, flu inoculations, workplace
assessments and general health checks.


• EAP on all campuses.


• Review all our Policies and Procedures.


• Bullying & Harassment Contact Person Training and Workshops.


• Leadership and Executive training bullying and harassment


• Organisational values


• Participated in Mental Health Awareness Week.


What has UCOL been doing about it?







Results to-date
• Wellbeing Committee Team workshop which included the Chief Executive,


to identify events for 2019.


• There was an increase in staff participation at committee level, more
people wanted to be involved.


• Survey Monkey feedback from Wellbeing Symposium very positive and
wanted to see more wellbeing events organised.


• Re running our Staff Engagement Survey results due 2019.


• Increased staff engagement.


• Increased engagement in feedback.


• Increased awareness in Council and Executive Reporting.


• Increased investment: SOS personal alarm buttons, sound monitors,
upgrade in AED Defibrillators (Rescue Sam).







• Inclusiveness and Diversity Framework


• Domestic Violence Awareness Campaign.


Still to do
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Bunnings


Clint MacDonald


Health & Safety Advisor







Bunnings







Store network


260 warehouse stores


77 smaller format stores


32 trade centres


At 30 September 2018







Our team


• Over 43,000 team members


– Over 12,000 aged 50 years plus


– Over 9,000 aged less than 21 years







Focus on mental health


• Health & Safety strategy FY13


• Mental Health Resource Kit


• Mental Health First Aid training for leaders


• Free counselling service


How team member heard about service


59.26 25.93







Focus on mental health


• RUOK? Day 


• Mental Health Awareness Week


• Targeted internal campaigns


• Dedicated resources







Healthy minds


• Mindfulness incorporated into training


• Mind Matters Cards


• MIND your Health wrist bands 


• R U OK Day / Mental Health Week







The results 







THANK YOU
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NZ Post 
Mental Wellbeing Journey 







Mental Wellbeing Journey







Mental Wellbeing Journey – prior to 


2018


Prior to 2018 – EAP was our answer to anyone with 
issues.  There were pockets of excellence – some 
sites doing extra activities – ie speakers from Public 
Health Units / Wellness Boards.


 The Wellness Hub (via Vitality Works) Provided 
information ie articles, webinars– if people looked or 
were interested.  Monthly Team Briefs with Posters 
were sent to all sites. 


Wellness Place website –access and sharing 
resources







Mental Wellbeing Journey – 2018 


 Wellness Portal – Supported us with a Resilience Tile – which linked 


people to a variety of articles and webinars 


 Yammer Page – Mental Health Awareness Page 


 Team Briefs starting in August with request for stories about peoples 


own journey 


 Catch cry – ‘Lets Get Talking’ encouraging people to read the 


stories – one issued each week throughout October


 Competition on your wellness place – lots of photos of places, 


people and animals.


 Teams created Wellness Boards with Team Briefs, Photos, posters 


and shared on Yammer,  shared meals to encourage talking, 
sharing and finding out more about your colleagues 







Wellbeing Journey - 2019







Wellbeing Journey – 2019 


Four quarters


 Jan – Mar  - Lets Get Physical (Sun and water smart, 


exercise)


 Apr – Jun - Lets Get Sorted (Financial ) 


 July – Sep – Lets Get Talking (Mental Wellbeing)


Oct – Dec – Lets Get Social (Making connections)
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Massey University  | massey.ac.nz |  0800 MASSEY


WELLBEING @ MASSEY


the journey so far…







Massey University  | massey.ac.nz |  0800 MASSEY


• Massey University Strategy:


• “a reputation for caring, and a commitment to our people and our places”


• Staff Excellence – “maximizing staff engagement and wellness”


• Student Experience – ensuring the best outcomes for our students


• Staff surveys indicate that mental health issues, engagement, and interpersonal 
relationships were not at a level that we were happy with


• Young people’s mental health is at a point of crisis. We need to do something different.


Why focus on wellbeing?







Massey University  | massey.ac.nz |  0800 MASSEY


• Defining wellbeing – so many ways to think about it


• Funding models for support services require different approaches for staff and students


• Many areas overlap and we wanted to address these consistently where appropriate to reduce 
duplication and cost


• We can’t focus on mental health alone without looking at the underlying drivers and contributing 
factors:


• Social isolation, drugs and alcohol, relationships, engagement, socio-economic or financial 
situation, workloads, systems etc…


• Preventing mental health issues vs responding to existing or emerging mental health issues


• Our approach needed to be aligned to our commitment to be a Tiriti-Led organisation


Our challenges







Massey University  | massey.ac.nz |  0800 MASSEY


Massey Wellbeing Framework







Massey University  | massey.ac.nz |  0800 MASSEY


Our Wellbeing Strategy


1. Encourage Healthy Lifestyles


Targeted Mental Health Initiatives


Celebrate Diversity


Support Spiritual Health


2. Respect at Massey Programme


Encourage Community-Led Initiatives


3. Personal and Professional Development


Review and Improve Work


Recognition and Acknowledgement


4. Create Highly Capable Leaders


Enable Teams to Operate Effectively


5. Create Well-Designed Sustainable Spaces







Massey University  | massey.ac.nz |  0800 MASSEY


• Mental Health First Aid Training


• Resilience Training


• Sport @ Massey Framework developed


• E-bike initiative


• Rainbow Tick accreditation and action plan


• Various teams around the University have been working on 
wellbeing plans aligned to the strategy


Actions taken already







Massey University  | massey.ac.nz |  0800 MASSEY


• To early to tell, however engagement has been high across students and 
staff due to the commitments made


Results







Massey University  | massey.ac.nz |  0800 MASSEY


Questions?
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© 2018 EAP Services Ltd - Partnering for Performance
#1503 What is the Employee Assistance Programme?


Your Employee Assistance Programme (EAP) is a professional and confidential service paid 
for by your employer. It is to assist you if you are experiencing any personal or work related 
difficulties. This service is provided by an independent company, EAP Services Limited, and 
their Professionals are all qualified, registered and highly experienced EAP specialists. 


What kind of assistance does EAP provide? 
EAP Services provides brief, solution focussed support, to help you deal with any difficulties you may be experiencing 
and to minimise their impact on your life. This discussions with your EAP Professional will be informal, friendly, and 
focussed on meeting your needs.


How can EAP Services help? 
You can talk to an experienced Professional about any number of concerns including (but not limited to):


◼     Feelings of anxiety, stress or depression
◼     Family challenges, relationship issues
◼     Parenting problems, elder care support
◼     Conflict and tension with colleagues, managers, partners
◼     Pressures placed on you in the workplace or personal situations
◼     Coping with serious illness, trauma, grief or bereavement
◼     Building resilience during times of change and uncertainty
◼     Preparing for retirement or redundancy
◼     Frustrations and confusion over your career direction
◼     Living with addictions and minimising their impact on your life
◼     Addressing financial matters or personal legal concerns


Why does your organisation have an EAP programme? 
Wellbeing in the workplace means you are engaged, motivated, productive and successful, which links directly to  
your employer having happier staff and a positive workplace culture. Everyone benefits from a more vibrant work  
environment, opportunities for development and improved performance.


Our EAP professionals are all qualified, registered and highly experienced. We work in compliance with a  
professional code of ethics and EAP governance standards. As an independent company engaged by your organisation 
to provide external counselling services, we guarantee a genuine focus on meeting your needs.


How do I access EAP Services? 
Appointments are available 7:30am - 7:30pm, Monday to Friday. In addition a number of EAP Services locations offer 
extended hours, including weekend support. For times when individual circumstances require an immediate response, 
a telephone service operates providing 24/7/365 support. 


What about confidentiality? 
EAP Services is completely independent of your organisation and no identifying information about you will be released 
without your written consent. Confidentiality is assured.


To arrange a confidential telephone, in-person,� video or e-counselling appointment anytime, �scan the QR code above, 
telephone our number or visit www.eapservices.co.nz


What is the Employee Assistance Programme?


NZ 0800 327 669    |   AU 1800 726 474   |   Intl +64 9 353 0906



https://www.eapservices.co.nz/request-an-appointment/
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Towards prevention: suicide 
trends in construction 







• What was the Motivation


• We know that someone in construction is more likely to die by 
suicide than from a workplace accident. Yet, little work has been done to 
understand this phenomenon and point towards practical solutions. 


• We wanted to change this by contributing a piece of industry-
funded, applied research, the kind that would stimulate demand 
amongst industry leaders for prevention work. 







• What are we doing 


• We won investment from BRANZ to carry out a study 


• We put together a research team and got access to 339 coroner 
reports over the past ten years for suicides linked to someone who was 
working in construction. 


• We coded these reports for the presence of risk and protective 
factors, which we took from other well-known studies. 


• • We are carrying out statistical analysis now.  







• What are the Results so far 


• • Released in late April, and Brett Murray Site Safe CE, will be 
speaking about it at the Safeguard conference in May. 


• • We will use the findings to guide us towards initiatives that 
contribute to suicide prevention.  


• • We are already working closely with the Mental Health 
Foundation to explore options in the training space.






