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Executive Summary 
 
The purpose of this report is to inform finance and resources committee of the outcomes 
from the Short Life Working Group on work related violence in the Council. 
 
The group was formed to better understand the nature and extent of work related 
violence in the council.  The group looked to critically review existing measures to 
prevent and deal with work related violence and to establish if they are fit for purpose.  
Also the group were tasked to identify opportunities to improve current measures and to 
consider possible new approaches/measures. 
 

Recommendations 
 
It is recommended that Finance & Resources Committee: 
 

• Approve the report and the intention to review all existing guidance and tools in 
conjunction with trade union representatives 

• Approve  an integrated work related violence training programme utilising a tiered 
approach reflecting risk is developed and implemented across the council 

• Approve the Council signing up to Unisons violence at work charter 
• Recognise the proposed work will reduce the risk from work place violent 

incidents and overall improve 
• Note the opportunity to proactively enhance the existing procedures and tools the 

Council has in place 
• Note that in order to implement a successful violence prevention programme a 

timeframe of around 3 years for completion would be realistic. 
 

The Plan for North Lanarkshire 
Priority  Improve North Lanarkshire's resource base 

Ambition statement (23) Build a workforce for the future capable of delivering on our 
priorities and shared ambition 

mailto:duddyf@northlan.gov.uk


1. Background 
 
1.1 The Health and Safety Executive’s definition of work-related violence is: ‘any incident 

in which a person is abused, threatened or assaulted in circumstances relating to 
their work’. Verbal abuse and threats are the most common types of incident. 
Physical attacks are comparatively rare. 

 
1.2 The Council, like many other local authorities, has seen an increase in the number of 

violent incidents affecting employees as they go about their daily role.  A graph 
illustrating the figures for violent incidents vs all other incidents for the past 10 years 
is shown in table 1.  As an employer the Council has a legal obligation under the 
Health & Safety at Work etc Act 1974 to protect the health, safety & wellbeing of its 
employees.  Recognising that work related violence was an area that warranted a 
focus for improvement a short life working group (SLWG) was formed. 

 
Table 1 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
1.3 The SLWG was compiled of representatives from the safety & wellbeing team, 

employee relations, HR business partner team and trade union colleagues from 
Unison and the EIS. 

 
1.4  The remit of the short life working group was: 

• To better understand the nature and extent of work related violence in the council; 
• To critically review existing measures to prevent and deal with work related violence 

to establish if they are fit for purpose; 
• To identify opportunities to improve current measures and also identify possible new 

approaches/measures 
 
 

 
2. Report 
 
2.1 A measured approach was taken looking at what the Council already had in place, 

areas that could be improved upon and anything that the group felt would be 
beneficial to employees of the Council in preventing work related violent incidents. 
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2.2 The following aspects were looked at in detail: 
 

• Existing statistics for workplace violent incidents 
• Existing policy and guidance documents 
• Work related violence risk assessments 
• Reporting and recording procedures for workplace related violence 
• Training 
• Post incident procedures 

 
2.3 Work related violence is an issue across a large number of employers and other local 

authorities and as such is an area of work that has already had attention from the 
safety and wellbeing team.  The results of previous work undertaken was also 
considered by the group as well as a report from the Educational Institute of Scotland 
- Violent and disruptive pupils and survey results from Unison Scotland - Violence at 
work. 

 
2.4 With union representation also participating in the SLWG the group were able to 

consider the Unison ‘End Violence at Work’ Charter and felt that signing up to the 
charter and aligning the Council with its standards presented an opportunity to work 
proactively towards mutual goals.  

 
2.5 Once the group had agreed the way forward with their findings a programme was 

compiled of what successful violence prevention would look like.  This is included in 
appendix 1. 

 
 

3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  No implications.    

 
4. Impact 
 
4.1 Financial impact - Implementation of a comprehensive system for management of 

work related violence risk is likely to incur some cost e.g. for provision of training, 
purchase of technology support.  However, these costs are likely to be offset to some 
extent by a reduction in the cost of violent incidents to the organisation e.g. work 
related absence, lost staff time, occupational health referrals, employee counselling 
referrals, employers liability claims. 

 
   
4.2 HR policy / Legislative impact - Compliance with employers’ duties under the 

Health and Safety at Work etc Act 1974 and secondary legislation. 
 
  
4.3 Technology / Digital impact – Related implications for technology support. 
  
    
4.4 Environmental impact – No implications. 
  
 
4.5 Communications impact – No implications. 
  
  



4.6 Risk impact - Implementation of a comprehensive system for management of work 
related violence is likely to reduce the risk of legislative non-compliance. 

  
 

5. Measures of success 
 
5.1 Implementation of a comprehensive and effective system for the management of work 

related violence. 
 

6. Supporting documents 
 
6.1 The Unison ‘End Violence at Work’ Charter can be found here. 
 
6.2 Appendix 1 details the points the Council need to action to implement a successful 

violence prevention programme. 
 
 
 
 
 

 
Occupational Safety and Wellbeing Manager 
  

https://www.unison.org.uk/at-work/community/key-issues/end-violence-work/end-violence-work-charter/


Appendix 1 
 
Components of a successful strategy to reduce the risks of workplace violence 
 
What is essential? 
Senior management commitment to minimise the risks and employee consultation and 
cooperation are both complimentary and essential components of any workplace violence 
programme. 
 
Other components 
 
A successful violence prevention programme will be one where senior managers have: 
 

1. Acknowledged the risks of work related violence and are genuinely committed to 
minimising them. 

2. Supplemented the organisation’s health and safety policy with a specific management 
standard for work related violence, with supporting guidance and tools. 

3. Published the work related violence management standard and ensured a continuing 
high level of awareness of the contents. 

4. Declared an intention to minimise the risks and publicly expressed resolve and 
determination to protect the safety of all staff. 

5. Designated one member of the senior management team as the responsible person 
for the adequacy of the work related violence management standard and associated 
supporting guidance and tools. 

6. Implemented suitable consultation arrangements with trade union representatives in all 
services of the council where employees may be affected by work related violence. 

7. Ensured that formal risk assessments for work related violence have been carried out 
and that these accurately assessed the nature, frequency and contributory factors of 
the problems being encountered. 

8. Ensured that these formal risk assessments have been carried out in consultation with 
front line employees and line managers in a way that encouraged accurate input on the 
scale and severity of the problems being encountered. 

9. Set clear targets to reduce the organisational and individual impacts of work related 
violence (e.g. to reduce the number and severity of physical attacks on staff.) 

10. Ensured that access to a quick and effective mechanism for resolving disputes/ 
differences and complaints is readily available for members of the public. 

11. Been prepared to make changes to environmental features of the workplace and 
working practices that have been contributing to the vulnerability of staff and likelihood 
of physical violence. 

12. Provided suitable advice and instructions to staff about how to behave in response to 
aggression and how to proceed in the event of imminent danger of physical violence. 

13. Implemented an effective violent incident reporting system and clarified what kinds of 
incidents and concerns need to be formally reported, how and who to. 

14. Ensured that employees are positively encouraged to report concerns about 
inadequacies in the arrangements to protect against workplace violence. 

15. Prioritised organising and skill training the workforce to develop safer working practice 
over investment in technology. 



16. Scheduled and carried out regular and frequent performance appraisal of the work 
related violence management standard and supporting guidance and tools – including 
staff attitudes and opinions. 

17. Ensured each employee who may be exposed to work related violence is aware of the 
risks to their health and safety and that they are updated on any change in risk. 

18. Ensured that each employee understands their employer’s duty to ensure their health 
and safety at work, and fully understands the legal expectations of themselves as duty 
holders. 

19. Established an early intervention work paradigm that minimises the occurrence of 
events that might lead to, or provoke, physical violence. 

20. Put efficient procedures in place for passing on information about people known for 
violent behaviour, so that service delivery is structured in a way that limits the potential 
for harm occurring. 

21. Provided workable crisis procedures and ensured that sufficient numbers of suitably 
qualified staff are always employed to carry them out safely and effectively. 

22. Ensured that crisis rehearsal is regularly practised. 
23. Made sure everyone knows what to do, where to go and how to call for assistance if 

violence seems likely, or occurs, and every employee feels confident that the support 
summoned will arrive quickly and manage the problem efficiently. 

24. Ensured lessons are learned from incidents that take place (via structured debriefing 
of the staff involved) and remedial action is taken promptly to prevent a repetition. 

25. Made available a counselling service for employees experiencing or witnessing 
assaults and other violent incidents. 

 
 


