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Diversity in the world of work

 W 
ork in all its forms is one of the cornerstones of 
a well-functioning society. Economies all over 
the world are run through citizens’ work and 
entrepreneurship. The Finnish saying “Work is 
the best social security” describes the great sig-

nificance of work and being employed. 
Working life and the demands placed on it, however, keep 

changing. In Europe, several countries are currently making dif-
ficult but important decisions on how to improve the quality of 
working life, at the same time as the sustainability of the econo-
my requires that working careers be extended. In order to achieve 
longer working careers, we in Finland consider it important to 
target measures towards both the beginning and the end of the 
working career. Longer workforce participation by young people, 
women, people with partial work ability and older people plays a 
vital role in extending citizens’ working careers. 

Investing in working conditions that are adapted to the needs 
of individuals increases productivity and economic prosperity. 
We have much scientific evidence that investing in occupational 
safety and health gives a good return on investments. Good safe-
ty also makes good business sense. 

Individuals who are able to fully use their skills at work, and 
feel appreciated for it, are more committed and more effective. 
They contribute to the building of a better and more prosperous 
society. This is good for society as a whole. 

I would especially like to draw attention to women workers 
and their working conditions, and to the hazardous exposures 
women face in working life. In many African households, women 
run the family’s economy. Often women also run family business-
es and take care of elderly relatives and children at the same time. 
Therefore, accidents women encounter in working life have an ef-
fect that extends beyond the individuals involved. Female-domi-
nated economic sectors require special consideration in terms of 
repetitive movements, stress, long working hours, and heavy lift-
ing.

A family-friendly workplace attracts the best employees, and 
people also want to stay in such a workplace. Employees that find 
it possible to reconcile work and family life are satisfied with their 

work and committed to their workplace. 
We in Finland have a good example of a project that aims to 

include individuals with disabilities as equals in the labour force. 
The project seeks ways in which to ensure a seamless chain of 
services for people with partial work ability, which helps them to 
continue working or to find employment. There are many such 
services and tools, and therefore each person with partial work 
ability is assigned a personal work ability co-ordinator, who com-
bines different tools, benefits and services into a customized 
package for the individual.

The workplace forms a social environment in which every-
body should have the right to be included. Society, and the social 
partners, should make an effort to involve people with disabili-
ties, women, those suffering from social exclusion, the young, 
and the elderly. After the initial adaptation phase, we mostly find 
that inclusion makes good sense. 

In Europe we have one more reason to aim for well-being at 
work. It is important as a means to extend working careers in to-
day’s ageing society. When we look beyond occupational acci-
dents and work-related diseases, many companies are now com-
peting for highly qualified employees and professionals by offer-
ing well-being at work.

Africa is now seeing the possibility for economic growth. En-
suring a diverse workforce with safe and healthy working condi-
tions will increase the contribution of workers to the building of 
a better society. When all parts of society, both the business sec-
tor and the workforce benefit from economic growth, society as a 
whole will develop and prosper, in a sustainable way.

Safety and diversity at workplaces are drivers of development.

Dr Paula Risikko
Former Minister of Social Affairs and Health
Present Minister of Transport and Local Government
Finnish Government
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George M. Mukosiku
ILO, Zambia

Background
Over the last few years, Zambia has managed to main-
tain an impressive macro-economic growth rate. How-
ever, the growth has seen no corresponding increase in 
job creation or progress in poverty reduction. The Gov-
ernment of Zambia has identified the private sector, in 
particular the Micro, Small and Medium Enterprises 
(MSMEs), as the engine of growth that will help create 
employment. 

One sector with high potential for the creation of 
employment in Zambia by way of MSME development is 
the building and construction sector. This sector, which 
according to the Central Statistical Office’s “Gross Do-
mestic Product 2010 Benchmark Estimates” made up 
10.9% of the economy at that time, has experienced rap-
id growth in recent years, and is expected to expand fur-
ther due to an increase in public sector funded infra-
structure development projects. Furthermore, the build-
ing industry is an excellent means of promoting the cre-
ation of green jobs – that is jobs that make a direct con-
tribution to the preservation or restoration of environ-
mental quality; in this case, jobs that help build houses 
that reduce energy and natural resource consumption. 

With funding from the Government of Finland 
(Ministry for Foreign Affairs), the International Labour 
Organization (ILO), through the Joint United Nations 
Zambia Green Jobs Programme, is promoting the crea-
tion of sustainable, green jobs through the development 
of competitive and sustainable MSMEs in the building 
and construction sector. 

Because of the strong synergy that exists between oc-
cupational safety and health (OSH) and green jobs, an 
OSH Project was developed under the Green Jobs Pro-
gramme to address the OSH challenges in the building 
and construction sector.  Furthermore, the recognition 

Green Jobs Programme: 
Promoting safe, healthy and  
sustainable jobs in the building  
and construction sector in Zambia

that the design, construction, maintenance, and decom-
missioning of buildings comes with new, emerging risks 
associated with new technologies and working proce-
dures, made the case for the development of an OSH 
component under the Programme even stronger. The 
emerging risks in the sector, particularly the green build-
ing construction cycle and its associated supply chain, 
present policy-makers and regulators with challenges re-
garding the enhancement of sustainable development, 
the competitiveness of the sector, and the creation of safe, 
decent green jobs throughout the building life cycle. 

Challenges faced by the construction sector
Poor working conditions
According to the 2012 Zambia Country Profile on Oc-
cupational Safety and Health, the building and construc-
tion industry reported 58 occupational fatalities between 
2003 and 2007. This high number of fatalities, which was 
only third to those in mining and quarrying and in the 
chemical industry, is attributed to, among other things, 
the structure of the industry and poor working condi-
tions. Sub-contracting is very common, and this raises 
the pressure to meet deadlines while increasing the dif-
ficulties of co-ordinating work and ensuring site safety 
and health. Most of the workers are on temporary con-
tracts which compel them to work long hours in order 
to increase their earnings while work lasts. Compared to 
their counterparts on permanent contracts, workers on 
temporary contracts do not have the sufficient training 
and experience required to work safely in the hazard-
ous work environment that prevails at most construction 
sites. Furthermore, these workers are often in too weak a 
position to refuse to work in unsafe conditions. ILO es-
timates state that 95% of accidents involve workers em-
ployed by sub-contractors. 

Photo by Patson Tem
bo
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Low levels of awareness and skills
Most employers in the sector view OSH as 
a cost rather than an investment and thus 
pay very little attention to either its legal 
provisions or promotional aspects. 

Because of the low barriers to entry in 
the building and construction sector, this 
field has attracted several unskilled and 
semi-skilled workers. Compounded with 
this, most of the workers have low liter-
acy and awareness levels. The low levels 
of awareness of OSH provisions also ex-
tend to workers’ representative organiza-
tions, a concern voiced by the President of 
the Zambia Congress of Trade Unions in 
the statement that he gave during the cel-
ebration of the World Day for Safety and 
Health on 28 April 2014. 

Lack of or inadequate coverage of OSH 
in vocational and technical courses
The vocational and technical training in-
stitutions responsible for the training of 
artisans in various areas of the building 
and construction sector have not integrat-
ed occupational safety and health into the 
training modules that they offer. Further-
more, very few of these vocational training 
institutions have OSH modules, and where 
the modules exist, their coverage of the ar-
eas of concern is scant. Consequently, ar-
tisans graduating from vocational training 
institutions have low awareness levels of 
OSH and do not have the adequate skills 
for risk assessment and management. 

Weak, outdated legislation
The main piece of legislation that address-
es occupational safety and health in the 
construction sector is the Construction 
(Safety and Health) Regulations of the 
Factories Act. These regulations, which 
were drawn up in 1967, have not been re-
viewed since then and consequently fail 
to meet some of the challenges posed by 
current practices in the construction sec-
tor. One of the major challenges for which 
they do not provide guidance is OSH re-
sponsibilities in cases of sub-contracting, 
a means by which most contractors avoid 
taking responsibility for OSH.

Inadequate capacity of government en-
forcement bodies
The Occupational Safety and Health Ser-
vices Department (OSHSD), which is un-
der the Ministry of Labour and Social Se-
curity, is responsible for the enforcement 
of the Factories Act and the accompanying 

Construction (Safety and Health) Regula-
tions, and the promotion of occupational 
safety and health in the country. However, 
the Department is only physically present 
in four major industrial towns – Choma, 
Kitwe, Lusaka and Ndola. Furthermore, 
out of its 24 possible positions, only 13 
are currently filled. Of the filled positions, 
10 are based in Lusaka, and the remain-
ing towns have only one inspector each. 
The Department’s operations were last re-
viewed over 10 years ago and since then 
there has been an increase in the level of 
economic activity, which requires a review 
of the establishment. Compounded with 
this, the resources available to the Depart-
ment are also inadequate.

Inadequate co-ordination among gov-
ernment institutions
Before a building is constructed, the de-
veloper is required by law to submit the 
drawings to the local authority. In the 
past, there was an arrangement in place 
whereby the local authority would pass 
copies of the drawings to the OSHSD for 
their input relating to safety and health. 
The submission of the drawings also alert-
ed the Department to construction works 
that were about to commence, thus giv-
ing it the time to plan for the inspection 
of the works. This arrangement has, how-
ever, ceased to exist, thus keeping the 
OSHSD in the dark about most of the on-
going construction projects in the coun-
try.  

Interventions of Zambia Green Jobs 
Programme’s OSH Project
Establishment of baseline information
The documents highlighted below will be 
developed to establish relevant baseline 
information about the sector, which will 
be used for the development and imple-
mentation of the relevant tools needed to 

address the OSH challenges faced by the 
sector:

The sector’s occupational safety and health 
profile 
The occupational safety and health pro-
file will provide a situation analysis of the 
prevailing OSH conditions in the sector. 
The profile’s key areas of focus will include 
a legislative framework, policies, co-or-
dination and collaboration mechanisms, 
OSH management systems, an OSH im-
plementation framework, and data on oc-
cupational accidents and diseases. 

Learning needs assessment of sector stake-
holders
A learning needs assessment of the sec-
tor will be developed in order to assess the 
levels of awareness, knowledge and skills 
with regards to OSH. The learning needs 
assessment will help inform of the devel-
opment and adaptation of appropriate 
awareness and training materials, respec-
tively, which will be used to address the 
OSH awareness, knowledge and skills def-
icits among stakeholders in the sector. 

Planned interventions
General awareness-raising
OSH awareness-raising materials will be 
developed and disseminated to all stake-
holders. The approach of prioritizing 
awareness-raising could prove to be more 
effective than one that emphasizes the en-
forcement of OSH legislative provisions, 
because government enforcement agen-
cies do not have the adequate resources and 
capacity to inspect all the workplaces that 
fall under their jurisdiction. The efforts will 
particularly target MSME owners, to enable 
them to appreciate and buy into the need 
to take responsibility for their day-to-day 
OSH needs, in this way complementing the 
efforts of government agencies.  

The Minister of Labour and Social 
Security, Hon. Fackson Shamenda, 
MP (Centre in white shirt and blue 
suit), visiting one of the stands of 
the expo celebrating the World Day 
for Safety and Health at Work. The 
Zambia Green Jobs Programme sup-
ported the event as a means of rais-
ing awareness of occupational safety 
and health. 

 Photo by Major Banda



30  •  Afr Newslett on Occup Health and Safety 2014;24:28–30

Review of OSH policies/legislation 
During the course of the project, a com-
prehensive review will be undertaken of 
the OSH legislation relating to the con-
struction sector, in particular the Con-
struction (Safety and Health) Regula-
tions of the Factories Act. Other pieces of 
legislation, such as the National Council 
for Construction Act which provides for, 
among other things, the promotion, de-
velopment and regulation of the construc-
tion sector, will also be reviewed. The re-
view of these pieces of legislation is meant 
to address various challenges, including 
contractors’ avoidance of responsibility 
for OSH through sub-contracting; and so-
cial dialogue mechanisms. 

Review of curriculums of vocational and 
technical training institutions
A review will be undertaken of the curric-
ulums of vocational and technical train-
ing institutions with a view to introducing 
OSH modules and eventually integrating 
OSH into the courses offered. To this end, 
discussions are currently ongoing among 
the Thorn Park Construction Training 
Centre, the EcoLusaka Project, the VTT 
Technical Research Centre of Finland, the 
Zambia Green Jobs Programme, and the 
Ministry of Labour and Social Security’s 
Department of Occupational Safety and 
Health. These discussions aim to develop 
an OSH curriculum for the Thorn Park 
Construction Training Centre. It is envis-
aged that these collaborative efforts will in 

”The transition to a green economy is 
only possible with the active engage-
ment of the world of work,” said ILO 
Director-General Guy Ryder at the first-
ever joint meeting of EU ministers of 
the environment and labour. 

“The world does not have to choose 
between job creation and preserving the 
environment,” said Ryder. “Environmen-
tal sustainability is a must, including 
from a labour market perspective.”

Green jobs help: 
•	 Improve	energy	and	raw	materials	
 efficiency
•	 Limit	greenhouse	gas	emissions
•	 Minimize	waste	and	pollution
•	 Protect	and	restore	ecosystems
•	 Support	adaptation	to	the	effects	of	
 climate change

Read more: http://www.ilo.org/green-
jobs-programme

Download ILO Green Jobs Programme’s 

Brochure:
http://www.ilo.org/global/topics/green-
jobs/publications

The Green Jobs Programme
Job Creation and Enterprise
Development Department
International Labour Organization
1211 Geneva 22
Switzerland

ITC Turin Green jobs training course: 
http://greenjobs.itcilo.org/

ILO Director-General Guy Ryder:  
World of work critical to greening the economy

the long term lead to closer collaboration 
among vocational and technical training 
institutions, regulatory institutions and 
enterprises, with regards to the develop-
ment of OSH competencies, the develop-
ment of OSH instructional manuals, the 
training of teachers/instructors in OSH, 
and the sharing of information and expe-
riences among stakeholders.

Training of trainers programmes
The ILO has various OSH-related conven-
tions, codes of practice, training manu-
als and guidelines. Furthermore, the ILO 
has worldwide experience of best prac-
tices and innovative training programmes 
for the improvement of working condi-
tions, such as WIND (Work Improvement 
in Neighbourhood Development), WISE 
(Work Improvement in Small Enterpris-

es), OSH MS (Occupational Safety and 
Health Management Systems), etc. Some 
of these programmes will be adapted and 
used as training modules for associa-
tions and members of the associations of 
Contractors and Saw Millers and Timber 
Growers. Risk assessment and manage-
ment and the ILO’s methodology of cost 
calculation and return on OSH invest-
ment will be used to demonstrate the pos-
itive impact of good working conditions 
on productivity.

George M. Mukosiku
National Project Officer - OSH
Zambia Green Jobs Programme
International Labour Organization
P.O. Box 32181
Lusaka, Zambia
E-mail: mukosiku@ilo.org

Staff from Zambia Green Jobs 
Programme and Officials 
from ZNAS (Zambia Nation-
al Association of Saw Mill-
ers) about to inspect safety 
and health conditions at some 
saw mills operated by mem-
bers of ZNAS. At the far left is 
Mr. William Bwalya, the Na-
tional Secretary of ZNAS. Sec-
ond from left is Mr. George M. 
Mukosiku, the Zambia Green 
Jobs Programme’s National 
Programme Officer responsi-
ble for occupational safety and 
health.

Photo by Patson Tembo



Diversity in the workplace  
‒ young and elderly workers’ 
challenges
“Diversity is about our relatedness, our connectedness, our interactions, where the lines cross. Diversity 
is many things - a bridge between organizational life and the reality of people’s lives, building corporate 
capability, the framework for interrelationships between people, a learning exchange, a strategic lens on 
the world.”

Harris Sussman 
In The Future of Diversity and the Work Ahead of Us
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Abdeljalil EL KHOLTI
Morocco

Today’s labour market is characterized by great diversity 
in terms of the age of workers. Does it have a direct im-
pact on the productivity of businesses? How does age di-
versity manifest itself at the workplace? How does it en-
rich the workplace? How can it affect business? How can 
we manage age diversity and an ageing workforce? How 
do we live together in harmony? How can intergenera-
tional mentoring help a team, a business or an organiza-
tion? 

These are some of the challenging issues which both 
young and older workers face at the workplace.

Nowadays, Africa has more young workers. The age 
structure in Africa is largely the result of its fertility rate 
and to a lesser extent its mortality rate. The current age 
pyramid has a narrow peak and a very wide base. The 
number of elderly people remains relatively small. The 
increase in the number of young people can be seen as a 
demographic bonus that should be used in development 
efforts. 

However, building bridges across African genera-
tions remains challenging. Often, members of different 
generations do not share the same points of reference 
or the same level of connectedness. When communica-
tion breaks down, there are obvious implications for the 
workplace.

In terms of age, the current labour force can be di-
vided into four distinct groups. By defining these age 
groups, organizations can gain a better understanding of 
their diverse workforce:
•	 Traditionalists	(also	known	as	“veterans”)	-	born	pri-
 or to 1946: Though numbers are declining, they are   
 hardy, many still have memories of the hard times of  

 the Second World War.
•	 Baby	Boomers	-	born	between	1946	and	1964:	They	
 saw a world which has developed rapidly, experi-
 enced an era of unprecedented economic growth and 
 wealth creation, and are far healthier and better edu-
 cated than any previous generation. This group is 
 often portrayed as having generated optimism, and is 
 committed to careers and education.
•	 Generation	X	–	born	between	1965	and	1980:	In	
 the workforce, they may be misunderstood – many 
 are struggling to cope with the changes and sharp 
 shifts in the modern terms of employment, though 
 some have launched their own enterprises and others 
 have led and others lead major global companies.   
 This group grew up in an era of emerging technology 
 and is considered to be very autonomous.
•	 Generation	Y	(also	known	as	“Millennials”)	-	born	
 between 1981 and 1999: The most technologically 
 savvy; this group is set to introduce major technol-
 ogies into the workplace. These individuals may turn 
 out to be the most educated and often feel worthy. 
 They want to work for a company that is socially re-
 sponsible and make a difference in the world. They  
 also have a tendency to switch jobs often. 

This is the first time in history that companies have 
experienced the impact of having such a diverse work-
force in terms of age.  Many key generational differences 
have an impact on the characteristics and motivations 
of	Veterans,	Baby	Boomers,	Generation	X,	and	Genera-
tion	Y.

Finding common ground within a generation can be 
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easy and useful for the development of an 
organization. Generally, elderly workers 
have many things to transmit to young-
er ones. However, education is a recipro-
cal process; elderly workers can also learn 
from the newly hired ones. The following 
are some of these lessons. Elderly work-
ers can teach younger workers about hard 
times, loyalty, experience, interperson-
al skills and independence. On the other 
hand, younger workers can teach elderly 
workers new technologies, job-hopping, 
risk taking, balancing work-life issues and 
fulfilling dreams.

The key issue is that employers need 
to manage the implications of an ageing 
workforce in a positive, fair and non-dis-
criminatory way. 

Employers and managers need to ac-
knowledge that age diversity among their 
subordinates can add value in terms of 
ideas, creativity and innovation; as the 
population ages, everyone will need to 
better understand the make-up of differ-
ent generations.

Companies need to understand the 
benefits of intergenerational work envi-
ronments. They must rethink their pro-
fessional development strategy to exploit 
the strengths of each generation instead 
of focusing on the disadvantages of a par-
ticular age group. By encouraging an or-
ganizational culture in which several gen-
erations work together in co-operation 
and with mutual respect, companies could 

take advantage of the knowledge, strength 
and new ideas of young workers and 
thereby improve the ability to increase 
earnings, transfer knowledge and learn. 
A culture based on respect between both 
young and elderly workers will create a 
good work environment and therefore a 
better quality of life.

Intergenerational mentoring is an ef-
fective way of passing on knowledge and 
experience within a company. Howev-
er, mentoring must be considered to be 
a two-way process, as each generation of 
workers has different approaches to deal 
with problems and the need to exchange 
knowledge and experiences between gen-
erations. 

By working together and pooling 
strategies and problem-solving skills, an 
integrated workforce is better able to cre-
ate more innovative and creative solu-
tions, and increases the ability of an enter-
prise to adapt to change. 

It has never been easy for different 
generations to live in perfect harmony, 
especially in Africa. However, young and 
senior workers must work hand in hand 
not	back	to	back.	Young	workers	have	
unrivalled technical expertise related to 
communication tools and elders have un-
rivalled experience in life’s difficulties. 
Young	people	are	not	always	right,	but	
neither are the old! We must unite our 
abilities to establish a “win/win” relation-
ship.

An organization’s success and com-
petitiveness depend upon its ability to 
embrace diversity and acknowledge the 
rewards it can benefit from such pro-
gramme. The long-term success of any 
business calls for a diverse body of talent 
that can bring fresh ideas, perspectives 
and views as well as a corporate mind-set 
that values these views. It is also no secret 
that a lack of diversity can affect your abil-
ity to communicate effectively with di-
verse clients. Link your diversity strategies 
to specific goals such as morale, retention, 
performance and the bottom line. Build 
your business with everything you have, 
including the complex multi-dimension-
al talents and personalities of your work-
force, and make diversity work for you.

Companies that encourage diversity 
at the workplace, by managing diversity, 
develop a workplace environment that 
works for all. Successful strategic diversity 
programmes also lead to increased profits, 
higher productivity, lower expenses, and a 
return on investment.

Abdeljalil EL KHOLTI, Prof.
General Director of the 
National Institute for Working Life, 
Morocco
Head Chief of the Social Medicine and
Community Health Department, 
Occupational Health Unit
Faculty of Medicine, Casablanca, 
Morocco

A child working in a shoe factory in 
Senegal.  ILO states that Sub-Saharan 
Africa continues to be the region with 
the highest incidence of child labour 
(59 million, over 21%). In North Afri-
ca there are 9.2 million (8.4%) children 
in child labour. See more: Internation-
al Programme on Elimination of Child 
Labour IPEC, www.ilo.org/ipec
One of the aims of OSH is to help in 
eliminating child labour.

Photo by © International Labour Organization / 
J. Maillard
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Disability
Disability is a complex phenomenon involving biomedi-
cal, psychological, sociological, and economic elements. 
One approach to understanding disability categorizes 
problems with human functioning into three compo-
nents:
•	 Impairment	(decrements	in	a	bodily	structure	or	
 function e.g. deafness)
•	 Activity	limitation	(difficulty	in	performing	an	
 action e.g. walking)
•	 Participation	restriction	(difficulty	during	life	situa-
 tions e.g. facing discrimination).

These components are inter-connected and, along 
with environmental and personal factors, serve to form a 
picture of human functioning on a continuum (1).

Approximately 15% to 20% of the world’s population 
have some form of disability, and the prevalence is ex-
pected to increase, due in part to the ageing of the popu-
lation, a rise in chronic illnesses, and improved health-
care that will extend life. Eighty percent of people with 
disabilities live in developing countries, and rates are 
higher in vulnerable populations, namely among wom-
en, people living in poverty, and the elderly (2).

Workplace barriers
People with disabilities experience a wide range of barri-
ers within society, and the effects extend into the work-
place. They have limited access to education, vocational 
training and financial resources (e.g. loans), so that their 
potential remains untapped. Many work in the unpro-
tected informal economy, which is not covered by labour 
benefits and legislation (3). Employment rates for disa-
bled people are below that of their non-disabled coun-
terparts and earnings are lower: individuals who have 
mental health and intellectual disability are at the great-
est disadvantage (2).

There are various environmental obstacles to em-
ployment, for example, daily travel costs, physical bar-
riers in the work setting and inability to access informa-
tion in today’s technological age. Misconceptions about 
competency to perform work, negative perceptions and 
discrimination at the workplace may lead to unemploy-
ment and difficulty in obtaining promotions, while so-
cial restriction further contributes to loss of opportunity 
(3).

Mitigating workplace barriers
The stakeholders that play a role in addressing work-

Disabled workers

place barriers include disabled people’s organizations, 
trade unions, employers, and governments. Although 
more research is needed to understand their efficacy and 
viability, various measures may be taken to promote an 
encouraging environment for disabled workers.

Governments can engage developing non-discrim-
ination laws, which develop social protection pro-
grammes and ensure inclusive service delivery. Employ-
ers can provide reasonable accommodations for disabled 
employees, disability management programmes to facili-
tate return to work procedures, and education regarding 
non-discrimination (2).

Special interest organizations and workers’ unions 
can develop communication networks, work to change 
misconceptions, and interest themselves in the rights 
and issues of disabled people. Further interventions in-
clude targeted support, community-based rehabilitation 
and the promotion of micro enterprises and self-em-
ployment (2).

The value of inclusion
The workplace barriers faced by people with disabilities 
lead to a significant cost to society. The productivity po-
tential of a large segment of the population remains un-
tapped and pensions and disability benefits cause addi-
tional costs. The personal well-being of individuals and 
their communities is also compromised.  

Photo by  © International Labour Organization / M. Crozet
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Employing people with disabili-
ties means that companies will enjoy 
the benefits of a diverse workforce, in-
creased productivity, and goodwill. In-
dividuals and communities will benefit 
from having the opportunity to devel-
op their skills and talents, thereby pro-
moting human dignity and social cohe-
sion (4). 

Disability and human rights
Workers with disabilities may expe-
rience inequalities and violations of 
dignity, as well as a loss of autonomy, 
which makes disability a human rights 
issue. People with disabilities have the 
right to work on an equal basis with 
others, including having the opportu-
nity to earn a living by freely chosen 
work in an environment that is open, 
inclusive and accessible (5). The major-
ity of jobs can be performed by a per-
son with disabilities, and most people 
with disabilities can be fully productive 
members of the workforce (2).
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Globalization has given rise to more in-
teraction than ever before among people 
from diverse cultures and backgrounds. 
This has resulted in organizations no 
longer restricting their operations or busi-
nesses to within their national bounda-
ries, as they are free to extend beyond 
their borders. Diversity at workplaces 
should be embraced by both profit and 
non-profit organizations, as they both 
need to become more creative, innova-
tive and open-minded in order to devel-
op. Different individuals have been ex-
posed to and experienced different things, 
and bring diverse knowledge and skills to 
workplaces. This can help individual or-
ganizations succeed in their quest to pro-
duce quality products or provide quality 
and timely services (1).

As earlier stated, today’s workplac-
es are growing and experiencing rapid 
change. This change is attributed to tech-
nological factors, but diversity is also an 
important part of it. For instance in the 
mining sector, women now operate dump 
trucks which were previously driven by 
men (2). Maximizing and capitalizing on 
workplace diversity has become an im-
portant issue for management today.

This paper aims to highlight what di-
versity is, to explain the challenges of di-
versity at workplaces, and points out the 
factors that could promote workplace di-
versity.

Definition of diversity
In this paper, we define diversity as ac-
knowledging, understanding, accept-
ing, valuing, and celebrating differences 

Workplace diversity
among people with respect to age, class, 
ethnicity, gender, physical and mental 
ability, race, sexual orientation, spiritual 
practice and public status (3).

In the context of the workplace, valu-
ing diversity entails creating a workplace 
that respects and includes individual dif-
ferences, recognizing the unique contri-
butions that individuals with many types 
of differences can make, and creating a 
work environment that maximizes the po-
tential of all employees (3). This requires 
accommodating any individual regard-
less of age, class, ethnicity, gender, physi-
cal and mental ability, race, sexual orien-
tation, spiritual practice, and public sta-
tus (4). 

Factors contributing to workplace 
diversity
It is important to understand the factors 
that possibly contribute to workplace di-
versity if organizations are to effectively 
manage the changes arising from technol-
ogy and diversity as stated in Figure 1.

Demographic changes have led to work-
place diversity in the following manner:
a) Increases in dual income families have
 led to increases in the number of 
 women at workplace
b) Increases in single mothers have led 
 to increases in the number of women 
 at workplaces.

Technological advancements in organ-
izations, coupled with increased aware-
ness of globalization have led to organiza-
tional restructuring, which has in turn re-
sulted in either downsizing labour or out-
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sourcing labour internally or externally. 
This has ultimately resulted in workplace 
diversity (5).

The desire by respective governments 
to enforce equal opportunity legislation 
has led to considering discrimination at 
workplaces illegal and to specifying clear 
roles and responsibilities for the work-
force, which ultimately results in work-
place diversity (6).

Challenges for workplace diversity
However, establishing diversity at work-
places does not come without challenges 
(7):
1. Discrimination: When diversity is 
 not accepted, in terms of gender, race, 
 sexuality, religion, disability, econom-
 ic class or cultural background, this 
 may lead to discrimination at the 
 workplace.
2. Stereotypes and preconceptions: 
 Promoting the “we” vs “they” concept 
 at workplaces may lead to judging 
 each other. This presents challenges 
 because such conceptions are typically 

 inaccurate and based on incorrect 
 stereotypes.
3. Harassment: Negative attitudes can 
 arise which may lead to harassment of
 those who are different from others.
4. Exclusion: If tendencies to ignore 
 people in an organization based on 
 personal issues rather than job related 
 issues are not eliminated, this could 
 lead to exclusion.
5. High turnover: This is costly, as each 
 time an employee leaves the organiza-
 tion; time and money have to be spent 
 on interviewing, recruiting, and sub-
 sequently training new employees.
6. Absenteeism: This is another problem 
 which affects most organizations that 
 lack diversity initiatives.  The ultimate 
 result of this is lower productivity and 
 reduced morale among employees.
7. Lawsuits: Discrimination and har-
 assment at workplaces may lead to 
 costly lawsuits which do not benefit 
 anyone, neither the victim nor the 
 employee.

Measures to enhance workplace 
diversity
Effective managers are aware that certain 
skills are necessary for creating a success-
ful, diverse workforce. Therefore, manag-
ers must first understand discrimination 
and its consequences, and second, manag-
ers must recognize their own cultural bi-
ases and prejudices that either promote or 
eliminate workplace diversity (8).

It is important to note that diversity 
is not about differences among groups, 
but rather about individual differences, 
as each individual is unique and does not 
represent or speak on behalf of a particu-
lar group. 

Therefore, managers should ensure 
that the recruitment of labour is merit 
based and that it does not encourage any 
form of discrimination against gender, 
race, sexuality, religion, disability, eco-
nomic class, or cultural background(9).

Furthermore, managers need to de-
pend on their ability to understand what 
is best for the organization on the basis of 
teamwork and the team dynamics of the 

Considering discrimination at workplaces illegal

Equal opportunity legislation

Clearly specifying rights and responsibilities

Workplace diversity

Increase in women at workplaces

Increase in dual 
income families

Demographic changes

Increase in 
single mothers

Downsizing labour

Technology

Organizational restructuring

Outsourcing labour

Globalization

Figure 1. Different factors contributing to workplace diversity
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workplace, and to create a successful, di-
verse workforce by focusing on person-
al awareness through developing, imple-
menting, and maintaining ongoing train-
ing that succeeds in changing people’s be-
haviour (6).

Managers must also understand that 
fairness is not necessarily equality, as 
there are always exceptions to the rule. 
They should expect change to be slow, 
as individuals react differently to change 
depending on their background, under-
standing, level of education and exposure. 
At the same time, however, it is managers’ 
responsibility to encourage change (6). 

Finally, managers are required to pro-
mote a “safe” workplace for employees 
and their union representatives through 
effective communication. This enhanc-
es social dialogue and encourages every 
member to actively participate in the dia-
logue. Therefore, managers should ensure 
that they implement policies that enhance 
mentoring programmes to provide em-
ployees’ access to information and oppor-
tunities and should never be denied nec-
essary, constructive, critical feedback for 
learning about mistakes and successes (1).

Conclusion
A diverse workforce is a reflection of a 
changing world and marketplace. Diverse 
work teams bring high value to organi-

zations. Respecting individual differenc-
es will benefit the workplace by creating 
a competitive edge and increasing work 
productivity. Diversity management ben-
efits organizations by creating a fair, safe 
environment in which everyone has ac-
cess to opportunities and challenges. 

Therefore, management tools in a di-
verse workforce should be used to educate 
everyone about diversity and its issues, 
including laws and regulations. As most 
workplaces are made up of diverse cul-
tures, organizations need to learn how to 

adapt quickly in order to be successful.
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Sewing school of the Kiwohede 
(Kiota Women’s Health and De-
velopment) Center in Dar Es Sa-
laam, Tanzania. As a partner of 
the IPEC program of the ILO, this 
NGO is actively involved in gen-
der promotion, health and child 
development. It has launched vo-
cational training and readapta-
tion centres for young girls with-
drawn from prostitution.
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Challenges in controlling 
occupational risks

Figure 1. Elements of the national framework for OSH manage-
ment systems (2)
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Introduction 
Every workplace has hazards and risks, therefore oc-
cupational safety and health is relevant at all workplac-
es. To dispute the necessity of risk control at the work-
place would be equivalent to disputing the right to good 
health. Statistics of fatalities, injuries and occupational 
diseases are proof of these hazards and risks at workplac-
es (1). ILO and WHO data indicate that the overall oc-
cupational accident and disease rates are either stable or 
increasing in developing and industrializing countries:
•	 In	Sub-Saharan	Africa,	the	fatality	rate	per	100,000	
 workers is 21 and the accident rate 16 000. This 
 means that each year, 54 000 workers die and 42 mil-
 lion work-related accidents take place that cause at 
 least three days’ absence from work (1).

Every country and each workplace in every coun-
try needs to be committed and to take the responsibility 
for controlling risks and making workplaces safe for the 
benefit of all. The ILO publication: Guidelines on Occu-
pational Safety and Health Management Systems ILO-
OSH 2001 (2) illustrates this, as shown in the diagram 
below.

ILO Guidelines 
on OSH-MS

National 
Guidelines on 
OSH-MS

Tailored
Guidelines on 
OSH-MS

OSH-MS
in
organizations

Photos by Phillimon Lajini

Photo 1. There are all kinds of risks at every workplace, therefore risk control 
is very important to make workplaces safer.
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Challenges in risk control
Commitment at national and organiza-
tional levels, and in science, technology 
and communication is an important fac-
tor for the effectiveness of risk control. 
However, this is generally lacking.

Visible commitment 
Visible commitment at the national lev-
el is important for setting the standard of 
safety at workplaces and for the influence 
of a positive health and safety culture in 
organizations. Visible commitment at the 
national level includes:
•	 Ratification	of	ILO	occupational	
 health and safety conventions
•	 Domestication	of	ILO	conventions	
 and recommendations
•	 Development	of	national	OSH	policy
•	 Effective	legislation	that	addresses	
 the duty to care for employees and 
 clearly provides minimum require-
 ments to be achieved by employers
•	 Awareness	and	communication	struc-
 tures and tools; statistics, research, 
 information.

Estimates of the burden of occupa-
tional disease suggest that reporting sys-
tems in Southern Africa most likely un-
derestimate the real burden of occupa-
tional disease 50-fold. The estimates were 
made by comparing the reported levels of 
occupational injury and disease in south-
ern Africa with data from countries with 
better reporting systems (3).

Literature shows that ratification of 
occupational health and safety conven-
tions is ongoing, but slow. Table 1 shows 
the statistics of the ratification in some 
Southern African countries.

Visible commitment at the organiza-
tional level will set the standard of safety 
in organizations. This includes:
•	 Development	of	a	policy	
•	 Allocation	of	resources
•	 Zero	tolerance	approach	–	safety first
•	 Overall	responsibility	for	health	and	
 safety placed in a high office, dissemi-
 nated to all levels
•	 Active	involvement	of	employees.

The challenge of a lack of commit-
ment is harder for small enterprise entre-
preneurs. One of the main challenges in 
SMEs is their risk perception and man-
agement of risks as indicated below.

Another shortcoming in SMEs is that 
they tend to lack strategic vision. Prob-
lems tend to be solved as and when they 
occur. They are not dealt with in advance. 
Because of this outlook, it is difficult to 
teach employers how to be proactive as 
regards health and safety and risk assess-
ments (5).

Science and technology
The demands for productivity, and for im-

proving products for both comfort and to 
improve life means that new methods are 
constantly introduced at workplaces. New 
ways of working may create either addi-
tional or new risks, examples of which are:
•	 Manual	machines	being	replaced	by	
 automated machines 
•	 More	complex	chemicals	being	intro-
 duced at workplaces
•	 Processes	of	production	changing	as	
 products are improved.

Table 1. Ratification of some ILO Conventions in selected countries in Southern Africa (4)

COUNTRY RATIFIED OSH CONVENTIONS 
NUMBER OF RATIFIED 
OSH CONVENTIONS 

CONVENTION 
NUMBER

DATE OF RATIFICATION

ANGOLA C81 04-June-1976 1

BOTSWANA C176 05-July-1997 1

SOUTH AFRICA C81 20-June-2014

C155 18-February-2003 3

C176 09-June-2000

LESOTHO C81 14-June-2001

C155 01 November 2001 3

C167 27 January 1998

SWAZILAND C81 05 June 1981 1

NAMIBIA - - 0

ZAMBIA C81 23 December 2014

C124 10 May 1964

C136 24 June 1973 5

C176 04 January 1999

C187 23 December 2014

ZIMBABWE C81 16 September 1993

C155 09 April 2003

C161 09 April 2003 7

C162 09 April 2003

C170 27 August 1998

C174 09 April 2003

C176 09 April 2003
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The greater share of the health burdens 
within new production, trade and em-
ployment patterns appears to be under-
recognized (3).

This means that national guidelines must 
follow changes so that the legislation and 
the national regulating entity remains ef-
fective in addressing the risks at work-
places. At the organizational level, these 
changes must be tracked. It is clearly ev-
ident, therefore, that change manage-
ment is of importance in risk control. 
This is also clearly illustrated in OHSAS 
18002:2008, by the graph below, showing 
how change should be tracked in order to 
address risks at the workplace.

Communication
Getting the message across to organiza-
tions is essential, and organizations must 
also get the message across to their em-
ployees. Communication must have an 
impact, otherwise it will be of no use. 
Therefore the following must be consid-
ered
•	 Ensuring	the	message	reaches	the	in-
 tended audience, how best to reach it.
•	 Usability	and	usefulness	of	the	mes-
 sage, thus taking target audience into 
 consideration.
•	 Involvement	of	audience	–	there	must	
 be structures and tools for feedback.

The experience of Denmark men-
tioned below is a common problem; com-
munication is a challenge and yet essen-
tial.

Because many companies in Denmark 
are so small, they seldom employ a person 
to be specifically responsible for health 
and safety. It is therefore a challenge to get 
the message across to SMEs that they have 
an obligation to draw up a risk assess-
ment. Furthermore it is crucial to com-
municate to SMEs that health and safety 
pays – a safe and healthy work environ-
ment makes good financial sense (5).

Challenges of risk control at 
workplaces in Botswana
Botswana is a developing country, there-
fore proliferation of industries is desired 
to improve lives. This is also a positive 
economic development for the country. 
However, in order to keep up with occu-
pational health and safety issues, Botswa-
na has yet to do the following Photo 2. Operators operating programmable automated machine.

Photos by Phillimon Lajini
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•	 Strengthen	ratification	of	ILO	OSH	
 conventions, only one has been rati-
 fied so far.
•	 Review	OSH	legislation	to	improve	it;	
 the development of national policy is 
 ongoing.
•	 Keep	up	with	science	and	technology;	
 strengthen the OSH inspectorate, car-
 ry out research and record statistics, 
 and disseminate information. 
 Although regional offices have been 
 established, resources are not yet suffi-
 cient.
•	 Comments	and	concerns	raised	by	
 participants in the OSH workshop or-
 ganized by regional office inspectors 
 in February 2013:
 -  Inspections should be strength-
  ened.
 -  There is a huge difference between 
  safety conditions in mines and 
  factories in Botswana.
 - There is too much delay in the re-
  view of the Factories Act (Botswa-
  na).
 - Organizations should be legally  
  required to have safety officers.
 -  People are not aware of safety and 
  health benefits.
 -  No time is allocated for safety and  
  health at workplaces.

Figure 2. Overview of hazard identification and risk assessment process (6)
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Conclusion 
Commitment will drive any programme, 
including safety and health, which is usu-
ally lacking at national and enterprise lev-
els, and this aggravates the challenges to 
addressing risk control. Science and tech-
nology shape the world, they must be 
monitored to address the risks they bring. 
Communication at the national and en-
terprise levels is like blood in the body, if 
blood is cut off to any organ of the body, 
the organ will die.

Phillimon Lajini
Ministry of Labour and Home Affairs
Department of Occupational Health and 
Safety
Private Bag 00241
Gaborone, Botswana
plajini@gov.bw
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Imagine working with two or more contractors at a site. 
Each contractor has its own occupational safety practic-
es, yet they are expected to observe the safety standard of 
the site.

Most state legislation stipulates that the principal 
company is responsible for ensuring the safety and health 
of all people within its premises or jurisdiction (1). This 
means that contractors are covered by the safety guide-
lines of the principal company. As such, it is the duty of 
the principal company to set up safety and health systems 
to be observed by the contractors.

In situations where the contractor has a better occu-

Harmonizing contractor and 
principal company safety

pational safety management system, the principal com-
pany may, in good faith, incorporate some of the practic-
es if it wants to engage the contractor. The rationale here 
should be to have the best safety and health management 
practices for zero tolerance of accidents (2).

However, the major question is how to make the dif-
ferent contractors comply with the standards of the prin-
cipal company. An oil exploration site, for example, may 
have more than five companies. Some may deal with lift-
ing and rigging operations, others drilling, and others 
may handle hot work activities, such as construction and 
fabrication; yet all these should observe the same safety 



42  •  Afr Newslett on Occup Health and Safety 2014;24:41–42

requirements.
I present six elements that in my expe-

rience work in practice, i.e. bring contrac-
tor safety practices in line with those of 
the principal company:

Contractor assessment and 
benchmarking
It is important that the principal compa-
ny assesses the safety and health practices 
of the potential contractor before engage-
ment, and continually audits them after 
engagement. This can be done through 
site visits to the workplace or project area, 
or through document review. The princi-
pal company should only engage the con-
tractor once it is satisfied that the stand-
ards are adequate.

Principal companies should also car-
ry out periodic assessments of the site af-
ter engagement so as to keep contractors 
committed to the principal safety man-
agement system.

Project method statement and risk 
assessment
Method statements and risk assessments 
are very important documents for assess-
ing contractors’ commitment to safety 
and health practices, and a good starting 
point for introducing the organization’s 
safety culture to contractors.

Unfortunately, most principal com-
panies simply receive the method state-
ment and risk assessment and approve 
them. These documents should be pro-
duced in consultation with the principal 
company. The contractor has to make sev-
eral visits to the expected project site, as-
sess the area, and discuss potential risks 
and ways of mitigating them with the rel-
evant personnel of the principal company. 
The principal company has to approve the 
risk action plan as satisfactory for reduc-
ing risks to As Low as Reasonably Prac-
ticable (ALARP), and check that it is in 
agreement with its safety and health man-
agement system and in line with local leg-
islation.

Induction and on-site training
One way in which to harmonize the safety 
practices of the contractor and the prin-
cipal company is through induction and 
on-site in-house training. The induc-
tion programme should be conducted 
by a representative of the principal com-
pany and introduce the requirements 

of the organization safety culture to the 
contractors. There should also be a pro-
gramme for the induction training of any 
new contractor employee. In-house train-
ing should aim to ensure that both the 
contractor and the principal company 
have the same level of knowledge. When 
the company organizes such training, it 
should incorporate its contactors.

Other forms of training and awareness 
such as tool box meetings should also be 
considered. Unfortunately, most princi-
pal organizations do not have representa-
tives to attend such talks. These meetings 
are important, as this is the place where 
both the contractor’s and the principal 
company’s representatives can share their 
concerns and provide employees with di-
rections. They also provide an opportuni-
ty for staff to share their experiences and 
add value to the existing safety manage-
ment system through their practical ex-
perience. To make the tool box effective, a 
contractor representative must attend.

Participatory accident 
investigations
Accidents should never be the main rea-
son for dismissal of a contractor or em-
ployee. When accidents occur, the focus 
should be on what went wrong and why 
it went wrong. On the basis of these facts, 
other decisions can be made by both par-
ties: the employer and the employee or 
contractor should be able to see the need 
for positively adopt the findings of the ac-
cident cause and implement the preven-
tive action plans.

The principal company must provide 
a system to incorporate contractors in ac-
cident investigation and analysis so that 
both appreciate the lessons to be learnt 
and come up with acceptable measures to 
prevent the re-occurrence of the accident 
in question.

Work permits and participatory job 
hazard analysis
Contractors’ and principal companies’ 
safety systems can also be harmonized 
through Job Hazard Analysis (JHA). For 
every activity that the risk assessment 
ranks as posing medium or significant 
risks, a JHA must be carried out or re-
viewed by both the contractor representa-
tive and the principal company represent-
ative.

The principal company representative 

must review and approve work permits 
before work commences (2). Approval is 
given after site inspection, which may in-
clude assessment of personal protective 
equipment, machines, equipment and 
tools, working conditions, and the work 
environment. This is important, so that 
any corrective actions may be taken be-
fore the work commences.

Safety and health committee 
activities
It is important to recognize contractors’ 
representation in the safety and health 
committee. This allows two-way commu-
nication of safety information between 
the principal company and the contrac-
tors (3). As such, contractor representa-
tives must be allowed to participate in 
safety and health committee meetings, 
campaigns, and workplace inspections. 
This creates a united team with a harmo-
nized safety culture and may help in acci-
dent reduction.

Philip Wangulu Maliro
Multilift Kenya Limited
HSE and Safety
P.O. Box 98956-80100
Mombasa
Kenya
philip@multiliftkenya.com
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International projects play a considerable role in work 
life today. The contents of the projects are important, and 
there is a great deal to learn about the practice and co-op-
eration involved. An example of such a project is the In-
ternational Workplace Health Promotion (WHP) devel-
opment project, in which four institutes from three coun-
tries are collaborating to improve their national WHP 
practices. 

Promoting health together! 
The NGO Positive Health Team from Lithuania wanted 
to learn more about WHP and how to develop it in their 
country.  Last Spring (2013), Dr. Sigita Vicaite (Project 
Manager) from the Positive Health Team called on insti-
tutes from the other Baltic countries and Finland to join 
their research and development project entitled Health 
Promotion at workplace survey: reality and needs. The Pos-
itive Health Team co-ordinates the project, and the In-
stitute of Hygiene (Lithuania), Riga Stradins University 
(Latvia), and the Finnish Institute of Occupational Health 
(FIOH, Finland) are involved as partners. All participants 
were interested in the subject of the project and were will-
ing to start international co-operation. The project is 
funded by Nordplus Adult Program. 

The project started in August 2013. Its first aim was to 
determine how the different participating countries de-
scribe and understand WHP, what kind of WHP systems 
they have, and how they work.  The second aim was to 
determine the reality and needs of WHP at workplaces. 

After surveys on these issues, the project prepared 
recommendations for workplaces (employer and employ-
ees) on essential WHP practices for employees and how 
to implement them in the most effective way.

In autumn 2013, the project surveyed the laws, guide-
lines and recommendations related to WHP in the par-
ticipating countries: who is responsible for WHP at work-
places, who works in the area of WHP, etc. After the sur-
vey, the whole project group met in Helsinki to process 
the results and make key decisions for the future. One of 
the issues discussed was how to describe WHP. After a 
lively discussion, the parties agreed to use the definition 
of WHP given by the European Network for Workplace 

Challenging but rewarding 
international project

Getting to know the host country’s culture and history 
(Castle of Trakai, Vilna University)



44  •  Afr Newslett on Occup Health and Safety 2014;24:43–45

Health Promotion (ENWHP) in 1997. In 
the Luxemburg Declaration, ENWHP de-
fined WHP as “the combined efforts of 
employers, employees and society to im-
prove the health and well-being of people 
at work.”(1) Working together and learn-
ing from each other are crucial factors 
for the success of WHP; not only with-
in workplaces, but also through co-op-
eration among different workplaces and 
countries. It was interesting that, despite 
the common definition of WHP, the way 

in which its contents was understood dif-
fered. Fortunately, in the Helsinki meet-
ing, the parties had the opportunity to 
discuss these differences and to reach a 
consensus on the concept and its contents. 

After the meeting, the project group 
continued	discussions	via	the	Yammer	
platform and discussion channel, and fi-
nal decisions were made in a virtual en-
vironment.	Yammer	was	an	easy	option,	
as it was free of charge and already in use 
at FIOH. Documents were distributed 

One result of group work in the Helsinki meet-
ing. All notes (pictures) were in Yammer. 

Meeting in Vilnius

Listening of University history in library

Yammer is an enterprise social network-
ing service that was launched in 2008. 
Yammer is used for private communica-
tion within organizations. 
http://en.wikipedia.org/wiki/Yammer
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and modified via this platform, and pro-
ject tasks were discussed in writing. As 
the	only	way	to	communicate	via	Yammer	
was in writing, and everybody communi-
cated in a foreign language, the prepara-
tion of two questionnaires together was 
interesting but challenging: there was no 
opportunity for verbal discussion.

In the spring of 2014, the project car-
ried out surveys at workplaces and the 
project group had a follow-up meeting in 
Vilnius. At this meeting, the group dis-
cussed results and made slight modifica-
tions to the project’s final implementation. 
The project is still underway and in the 
autumn of 2014, more information and 
recommendations regarding WHP in the 
participating countries will be available.

What have we learned?
Although the project is not yet complete, 
the partners learned about each other’s 
countries and working cultures. They have 
had the opportunity to work in a mul-
ti-professional and multicultural group, 
which has given them the opportunity to 
become familiar with the WHP systems in 
each country. Although there are cultural 

and operational differences, each has its 
own strengths and weaknesses in WHP. 
One of the common problems faced was 
how to disseminate information and im-
plement activities at workplaces. 

People have different backgrounds 
and educations, and WHP in the insti-
tutes of the different countries differed. 
Despite this, the parties are committed to 
achieving their goals, to understanding 
each other better, and to compromising 
without losing sight of these goals. They 
are working to solve problems together 
and most importantly – by communicat-
ing in a positive way!  

Co-operation has been instructive, 
not only because of the variety of back-
grounds but also due to different working 
methods. The virtual discussions and de-
cision-making presented a new, different 
working method and had their own chal-
lenges concerning co-operation. Never-
theless, regardless of these challenges, co-
operation among the countries has been 
very rewarding. 

It has proven very important to have 
meetings; times and places for discus-
sion. When time is limited, appointments 
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ILO Decent Work for Youth 
In order to highlight the importance of youth in the world of work, 
the ILO Director General has  organized a global Youth Employ-
ment Forum. Learn what is decent work, share the good prac-
tices and join the online discussions. Read about the sessions and 
events of the forum. The ILO’s programme dedicated to youth em-
ployment operates through a global network of specialists working 
across the ILO at its head-quarters in Geneva and in more than 60 
offices around the world.

Read more: http://www.decentwork4youth.org/

Migration
Migrants make significant and essential contributions to the econom-
ic, social and cultural development of their host countries and their 
communities back home. But too often these contributions go unrec-
ognized...”
Guy Ryder, ILO Director-General

The number of people migrating has risen from 154 million in 1990 
to 232 million in 2013, and for many years migrants have made up 
about three per cent of the world’s population. Today there are more 
migrants than ever because of the growing world population. 

See publication: Fair migration: Setting an ILO agenda
- Report of the ILO Director General
Learn more about migration http://www.ilo.org/migration

WHO World Hepatitis Day
World Hepatitis day was on 18 June 2014. Viral 
hepatitis – a group of infectious diseases known 
as hepatitis A, B, C, D, and E – affects millions of 
people worldwide, causing acute and chronic liv-
er disease and killing close to 1.4 million people 
every year. Hepatitis remains largely ignored or 
unknown.

Hepatitis B 
240 million people are chronically infected with 
hepatitis B virus.
Hepatitis C 
150 million people are chronically infected with 
hepatitis C virus. 
Hepatitis E 
Hepatitis E can induce a mortality rate of 20% 
among pregnant women in their third trimester.

See Fact sheets on hepatitis B, C and E

More information:
http://www.who.int/campaigns/hepatitis-
day/2014/en/

should be planned well. Social events to-
gether are also important. The parties 
have created a strong basis for further co-
operation projects.

Conclusion
The conclusions of the project and the 
recommendations for workplaces will be 
published later.  Co-operation has begun 
and will hopefully continue in the future. 

Jaana Lerssi-Uskelin
Leila Hopsu
Anne Salmi
Finnish Insitute of Occupational Health
Topeliuksenkatu 41 a A
00250 Helsinki
Finland
Jaana.Lerssi-Uskelin@ttl.fi
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Factors ensuring the success of WHP:
-  Needs base; activities should be based on an analysis of the enterprise’s health requirements
-  Participation; activities should involve all stakeholders in enterprises (especially the employees and intermediary organizations 
 e.g. occupational health services)
-  A balanced approach; activities should seek to improve the quality and conditions of work life, as well as focus on the behaviour 
 of the individual worker.
-  Integration; activities should be an integral part of management practices and daily work life at all levels of the enterprise.

WHP activities:
The project used a questionnaire to de-
termine whether the pilot organizations 
carry out the following WHP activities at 
their workplaces:
-  Healthy work environment:
-  Staff meals or a healthy canteen or shop 
 for employees
-  Sports facilities for employees
-  Relaxation room for employees’ use
-  Shower facilities for employees
-  Storage facilities for employees’ sports 
 equipment 
-  Safe places to park bicycles at the work-
 place

Various WHP programmes, organized by 
the workplace:
-  Exercise classes 
-  Workplace- or OHS-organized weight 
 control groups or healthy nutrition pro-
 grammes
-  Programmes on conflict management, 
 coping with stress, social skills, promo-
 tion of job control and decision-making
-  Guidelines, instructions and early in-
 tervention models to prevent substance 
 abuse (alcohol, drugs, tobacco)
-  Support and promotion of healthy life-
 styles
-  Leisure activities, such as sports events 
 for employees and their families

Benefits provided to employees:
-  subsidized staff meals
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How to organize WHP  
at the workplace  
– an example:
A small elderly care organization 
made a WHP plan three years 
ago. They started by giving a sur-
vey to all employees in the enter-
prise. They wanted to determine 
the situation of the enterprise 
and the needs base of WHP, tak-
ing into consideration the re-
quirements of the work. The en-
terprise now has a small WHP 
group, which consists of  differ-
ent workers (e.g. nurses, kitchen 
workers), managers, and occu-
pational health and occupational 
safety representatives.  All mem-
bers participate in the planning 
of the WHP activities. The WHP 
plan has a balanced approach, 
including activities to improve 
work life (e.g. ergonomics), in-
dividual examinations, and both 
individual and group clinical su-
pervision. Today the WHP plan 
is part of the enterprise’s action 
plan and is integrated into man-
agement practice.

-  subsidized exercise classes
-  subsidized cultural and other recrea-
 tional activities

Other activities:
-  Occupational safety and illness preven-
 tion programmes (workplace visits and 
 – surveys, risk assessments)
-  Regular performance appraisals
-  Clear and consistent management
-  Opportunities for training and to par-
 ticipate in health promotion and work 
 ability-related  seminars 
-  Regular well-being at work surveys. 
 This means surveys dealing with em-
 ployee health, work ability and psycho-
 social issues at work, such as e.g. bully-
 ing, stress etc. Well-being surveys also 
 include safety and ergonomics surveys.
-  Dissemination of information regard-
 ing healthy lifestyles, e.g. health educa-
 tion (lectures, seminars), other material 
 (posters, booklets, etc.)
-  Equal provision of  OHS 
-  Opportunities for health-related reha-
 bilitation

What is Workplace Health 
Promotion (WHP)
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Give your 
valuable 
Feedback! 
You have still time to give 
your feedback of the Af-
rican Newsletter. We are 
making a situation analysis 
of the reading habits of the 
readers. 

Please visit the newslet-
ter pages and answer the 
questionnaire: www.ttl.fi/
AfricanNewsletter

Five prizes will be raffled 
among the respondents in 
Autumn

Participate and  
win a prize!

We look forward to your 
comments.

Side Event organised by Finland on 24 th August 2014 
XX World Congress on Safety and Health at Work 2014, Frankfurt

Time: Sunday 24 August 2014 at 13.00-16.00  
Venue: Messe Frankfurt, Hall 3 Via West, Room Facette 

Programme
Opening of event 
Ms Laura Räty, Minister of Health and Social Affairs, Finland

Health and well-being at work to secure social inclusion and sustainable growth 
Hans-Horst Konkolewsky, Secretary General, ISSA

Willing and able to work at all ages 
Juhani Ilmarinen, Professor, Finland

Korea: Investing in safety and productivity 
Seong-Kyu Kang, KOSHA, Korea

Age management: Good practice or lucky coincidence? 
Sarah Copsey, Project Manager, EU-OSHA, Bilbao

Quality work in Singapore for young and seniors 
Hawazi Daipi, Senior Parlamentary Secretary, Ministry of Manpower, Singapore

Iceland: The long work careers of the Vikings 
Eyjólfur Sæmundsson, Director, Vinnueftirlitið, Iceland

Work fragmentation in 2030: Safety and wellbeing or the law of the jungle? 
Guy Ryder, Director General, ILO (tbc)

Commentary (5 min each) ITUC and IOE 

Wrap up and conclusions 
Jukka Takala, Senior Consultant to Ministry of Manpower, WSH Institute, 
Singapore

Moderator Professor Jorma Rantanen 

Organized by the Ministry of Social Affairs and Health and the Finnish Institute of 
Occupational Health

Please register to riitta.gronroos@stm.fi
Free entrance, English language, no translation.

For more information:
Mr Wiking Husberg, Ministerial Adviser, 
Finnish Ministry of Social Affairs and Health
+358 295 163 475, firstname.surname@stm.fi

http://www.stm.fi/en/working-life/occupationa-safety/inclusiveworklife
LinkedIn	Group	XX	World	Congress	on	Safety	and	Health	at	Work	2014	–	Global	
Forum for Prevention
www.safety2014germany.com

Inclusive Work Life - Ensuring health, safety and work ability of working people of all ages
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