
   

 



   

The CWU must continue to build upon the outstanding work done by our H&S department 

and the many CWU H&S reps working tirelessly every day. 

 
We aim to become the Trade Union that leads in safety protection for its members and 

should aim to set standards and benchmarks that other unions aspire to.  

 

Innovation and commitment will be key over the next 10 years as we transit through Brexit 

and into an uncertain future. 

 
We must aim to provide the best Health & Safety advice and representation for our 

members and to: 
 

*Ensure a safe working environment 
*Promote occupational health 
*Help members raise safety concerns 
*Advance industry best practice 
*Provide representation at meetings at every level 
*Raise issues with other safety or government bodies 
*Modernise the CWU Safety 

 
 
 
Potential key areas of concern and emerging risks are detailed in this document, 

which will be fundamental considerations for our union, the CWU, over the next five to 

ten years. 
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        HOW WE GOT HERE 
 

From an acorn of NW USRs/ASRs to the oak tree of National USRs/ASRs 

campaign to grow CWU Health & Safety 
 

Faced with the serious risk of the CWU’s Health Safety and Environment Department being 

abolished at worst, or, at best being merged with the Legal & Medical Department as part of the 

Re-Design Project.  A group of North West Safety Reps from both constituencies got together to 

formulate a campaign aimed at saving the CWU’s smallest department but which is most influential 

upon our member’s employers when it comes to workplace heath, safety and welfare. 

 
The first meeting of ‘Save Our Safety’ took place in March 2018 in the North West with ASRs and 

USRs from both the Postal and T&FS constituencies with the idea to put together the skeleton upon 

which the national campaign was to be built. 

 
A radical and urgent approach was required to alert the Union’s Health & Safety community of 

the need to defend the existing health & safety department and the structures which were 

about to be weakened if the Re-Design document as it stood, became the national policy of the 

Union. 

 
The following was an agreed way forward; 

 

 

1. Publicity of the campaign would be based around the union safety website. 
 

 

2. A survey of CWU’s Area Safety Reps and USRs was to be completed to highlight the threat to the 
H&S Dept and National Officer, in order to seek their opinion on what was being proposed and 
developed. 

 

 

3. A petition hosted on the 38 Degrees website to the TUC was initiated.  This would identify the 

need for all Trade Unions to focus on being strengthened and adequately resourced to defend 

health and safety legislation, in view of the imminent attacks which would come from Brexit.  

Leaflets and letters to be used later in the campaign. 

 
Contacting all of the CWU’s Health & Safety Forum officers and reps was central to the campaign.  

The opportunity of the forthcoming CWU Annual Conference and the annual Health & Safety 

fringe meeting became the focus for the launch of the campaign to ‘Save Our Safety’. 

 
As the work started the Health & Safety Forum Chairs and Secretaries gave their support, which then 
mushroomed and grew into a major national campaign. 

 

 

The CWU General Secretary had promised at General Conference 2018 in April that the 

Re-Design project would be one of “transparency and democracy”.  Therefore, our next decision was 
to write to the CWU General Secretary asking for a meeting to put forward our concerns. This was 
agreed by the General Secretary and took place in September 2018.   

 

 

As a result, the ‘Save Our Safety’ campaign group and the ten H&S Forums have put together this 

collective strategy document, this will be presented to the General Secretary at a future meeting.  

The aim of it is to be part of the Re-Design document that is debated at General Conference 2019. 
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Maintaining a sustainable job for 
older work colleagues 

 

Statistics show that we are living longer. In 1999 

there were some 593 million people in the world 

aged 60 years or above. The number of people in 

this age group rose to 737 million in 2009 and is 

set to increase to around 2 billion by 2050. 
 

There are many benefits that come with an ageing 

population, for instance, the opportunity to stay on 

longer in the workforce is beneficial to older 

people because we know that ‘good’ work has a 

positive effect on individuals.  However, there are 

other reasons for older people to stay on in work, 

such as to relieve financial restraints. Many older 

workers stay in work now for necessity, therefore 

we must support those many members of the 

CWU who both want and need to stay in work 

over the age of 60. 
 

We must ensure businesses, where we have 

representation, retain valuable skills and   

experience. In the UK and other comparable 

countries, plans are under way to extend working 

lives to reduce the burden on the state and the 

social security system. Keeping people over the 

age of 60 at work is becoming increasingly 

important, we need to understand the impact of 

age on the health and wellbeing of workers who 

are working right up to full retirement age   and 

beyond. 
 

We must look at areas of success where 

innovative schemes are put in place to ensure the 

longevity of workers for example, let’s look at key 

innovative schemes that could work if fully 

embraced; 
 

• Age management strategies that target 

“ageing” rather than just “older” workers. 

Planning occupational health interventions and 

devising job redesign or alternative work in good 

time, with policies looking at workers in the 

45+ age group that will provide greater scope for 

creating suitable and healthy work transitions.  

Career structures should allow a shift to more 

suitable work, where necessary or desirable. 
 
 
 

 
 
 

 
 
 
 
• If Government targets for increased  

employment of older workers are to be met, it 

will require new “work ability” approaches from 

employers, including occupational health and 

safety programmes and workplace level “age 

management strategies” that allow for the 

wealth of knowledge and experience to be retained. 

 

• Older workers in the UK are more likely to be 
economically inactive on grounds of disability 
than in most other developed nations, 
suggesting f a r  g r e a t e r  e m p h a s i s  must 
be   placed o n    providing s u p p o r t , 
“reasonable a d j u s t m e n t s ” and other 
measures to accommodate people with disabilities in 
the workplace. Disability discrimination 
legislat ion must be effectively applied, for 
example we could formulate and design a 
workplace questionnaire for working members 
of staff across all functions, that are over the 
age of 60. 

 
 

• This could be delivered in   a   similar   way 
to the night workers questionnaire. Over the 
next  d e c a d e , t he  changing age profile of 
the workforce will be the most significant 
development in the UK labour market, as a 
third of workers will be over 50 by 2020. 

 
 
• Given that All Employers will be expected to 

respond to this demographic shift by making 

work more attractive and feasible.  Also given 

that the European agency for Safety and Health 

at work have identified the ‘ageing workforce’ as 

an emerging risk, it is hoped that innovative 

ideas are embraced, thus enabling individuals to 

stay in work longer once over the age of 60 

years. 

 

• Older workers are less of a sickness 

problem to employers than the workforce 

as a whole. They are however more likely 

to take periods of long-term sick leave, 

so sickness policies should allow time off 

to manage chronic health problems for 

our working members over the age of 

60.     
 

Section1- CWU 5-10 Year Plan for Safety 
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    Section 1- CWU 5-10 Year Plan for Safety 
 
 

• We should be considering looking for 

an extension to older workers of the 

“right to ask” for flexible working 

arrangements, this would enable older 

workers to consider alternative work 

patterns better suited to their 

capabilities and responsibilities, 

including the possibility of “sun setting”, 

and allowing for a gradual reduction in 

work up to retirement. 

 
 

 
 
 
 
 
 

6           SPECIAL REDESIGN DOCUMENT DELIVERING A UNION HEALTH & SAFETY STRATEGY FOR THE FUTURE 

Section 1 – CWU 5 – 10 YEAR PLAN FOR SAFETY 

• Introductions of Age sensitive risk 

assessments could be a 

consideration.  Age sensitive risk 

assessments take into account age 

related characteristics of different 

age groups when assessing risks, 

including potential changes in 

functional capacities and health 

status, as workers progress to the 

age of 60 and beyond. 



Section 1- CWU 5-10 Year Plan for Safety 
 

 

Maintaining a sustainable job for 
colleagues with protected 
characteristics Embracing Positive 
action 

 

The ability of all Employers to now treat a 

disabled worker more favourably than a 

non-disabled worker, will see many more 

disabled workers protected in workplace. 

Scenarios where previously the probability of 

an enforced ill-health retirement or some other 

‘managed exit’ would have been quite high. 

 
All Safety Representatives must take this 

development and use it to the advantage of 

our disabled members. 

 
We must be ready to train & upskill all Safety 

Representatives, so they are confident to 

challenge ANY employers who could be 

acting unlawfully if they discriminate against 

any member covered under the 2010 Equality 

act; 

 
·Because of disability (direct discrimination) 

 
· For a reason arising in consequence of your 

disability (discrimination arising from 

disability) 

 
· By applying to you a “provision, criterion or 

practice” (indirect discrimination) 

 
· By failing to make reasonable adjustments 

as would remove or reduce any disadvantage 

facing you (reasonable adjustments) 

 
· By subjecting you to harassment for reasons 

relating to disability (harassment) 

 
· By victimising you for reasons relating to 

disability (victimisation) 

 

 
All Safety Reps must be trained to a level where 

they understand the Equality act and its 

interpretation in the workplace and have an 

understanding of the risk assessment processes 

that currently exist, which are designed to 

protect our members covered under the above 

act. 

 
We must enforce the Duty of Care on all Employers 

to make reasonable adjustments and guarantee all 

reasonable steps are taken to remove the 

workplace disadvantage facing an employee with a 

disability. 

 
Tackling existing workplace culture may also pose 

challenges, not least because some able-bodied 

colleagues may struggle to understand the fact that 

the employer’s duty to make reasonable 

adjustments, is to remove the disadvantage for 

disabled employees. It is a positive duty that 

involves doing more for disabled employees than 

may be required to be done for others. 

 
While such situations will need to be handled 

sensitively, all Safety Reps should do what they can 

to explain that the ‘more favourable treatment’ helps 

to prevent many of our disabled colleagues from 

being managed out of the business. A level of 

understanding across all industries is essential. 

 
On the flip-side, where employers are found to be 

failing in their positive duties we should not hesitate 

to warn them that they are potentially exposed to 

claims from members in connection with the 

Equality Act and that subsequent legal action could 

follow unless action is taken to comply with the Act. 

 
We must recognise that many members of all 

Union’s will develop Health conditions simply 

because of the job they do. Long term effects of 

manual work, progressive body breakdown & work-

related stress are common in our workplaces. 
 
 
 

 
SPECIAL REDESIGN DOCUMENT DELIVERING A UNION HEALTH & SAFETY STRATEGY FOR THE FUTURE              7 



Section 1- CWU 5-10 Year Plan for Safety 
 

 
 

 
 

 

We must fight and adapt to the challenges 

being posed by the current worrying trend of 

‘ill health retirement for the masses’ and 

ensure those members remain in employment, 

through a robust pursuit of reasonable 

adjustments for all those affected. 

 
Whether or not an adjustment has to be made 

depends on how ‘reasonable’ it is and that’s 

something that will hinge on the individual 

circumstances of each case.  However, many 

adjustments are straightforward and easy to 

carry out. particularly if there’s been a little 

lateral thinking about how an accommodation 

can be reached. 

 
A straightforward but sometimes overlooked 

adjustment, is to reallocate tasks that a 

disabled person may find difficult. Reasonable 

adjustments could include provision of new 

equipment, such as anti-fatigue matting or a 

suitable keyboard for someone with arthritis. 

 
Other reasonable adjustments could be to 

allow for regular breaks or refreshment 

facilities for someone whose condition 

demands it. 

 

An appropriate level of understanding and 

mentoring is needed for many of our disabled 

members to show & explain how employers can 

make the workplace more accommodating for 

people with disabilities, forward thinking is crucial. 

 
Safety Reps or even Disability Mentors could help 

in a number of ways, for instance, by helping to 

rebuild the confidence of someone who has been 

away from work for a long period due to a 

disability. 
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Section 1- CWU 5-10 Year Plan for Safety  

 
 
 

The effects of Environment & 

climate change for workers 

 
The Government’s Environmental Audit   

Committee recent report on “Heatwaves, 

adapting to climate change”, concluded that 

there should be an upper limit on temperature 

in the workplace as one of a range of 

measures. 

 
It was very disappointing then for IOSH to 

recently claim that this was unnecessary and 

a step to far.  The current HSE advice to take 

all reasonable steps to achieve a 

comfortable temperature is just too loose and 

widely ignored, leaving workers in intolerably 

hot environments. 

 
All Unions need to react to the fact that 

climate change may increase the severity and 

prevalence of known occupational hazards, 

as well as the development of new hazards. 

Most at risk are our outdoor workers, although 

workers in hot indoor environments are also 

at risk. 

 
We have all recently observed climate related 

increases in our exposure to elevated 

temperatures, more frequent, severe or 

longer-lasting extreme events, degraded air 

quality, and stresses to our mental health and 

well-being. 

 
All of these ‘work related climate change 

risks’ are expected to worsen with continued 

climate change. Some of these weather-related 

threats will occur over longer time periods, or 

at unprecedented times of the year.  Some 

people will be exposed to weather hazards not 

previously experienced. 

 

These kinds of exposures can cause heat-related 

illnesses, as well as stress and fatigue, which can 

put workers at risk of injury.  Workers also may have 

less control over their exposures to climate 

change-related risks than the general public. 
 

 

We must all ensure not only those business 

standards exist but also remain under urgent & 

constant review, to provide proper & robust 

enforcement of control measures in all our 

workplaces. 

 
More specifically all stakeholders should integrate 

into their professional risk assessment processes, 

the already visible impacts of climate change, as 

well as considering those that can be anticipated, to 

deploy preventive health measures. 

 
We must provide information and training on 

campaigns. Current systems should be overhauled 

and ‘fit for purpose’.  Safe Systems of work must be 

introduced for the expected changes in extreme 

seasonal weather from harsh winters to extreme 

summers. 
 

Promoting awareness of the effects of climate 

change on health 

 
In response to climate change we must ensure 

future modifications to the world of work. We must 

urge everyone from employers to other trade 

unions and politicians to mobilise and intensify 

promoting awareness of the impact climate change 

already has on health. 
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SECTION 1 – CWU 5-10 YEAR PLAN FOR SAFETY – cont. 



 

Embracing new technologies & innovation 

to protect our members 

 
The priority is always to keep our 

people safe. 

 
As technology moves on we should embrace 

anything that improves safety but be mindful 

of complete automation, that could reduce 

the need for a mobile workforce. 

 
For example, the pathway to driverless 

technology is already advancing fast.  

However, there are alternatives through 

advanced driver technology which can 

significantly reduce risks but still maintain the 

need for a skilled worker/driver behind the 

wheel, such as, automatic braking safety 

systems, auto hold handbrake roll away 

prevention systems, lane departure warning 

technology & The Driver Alcohol Detection 

System for Safety (DADSS), or any other 

advanced driver assist vehicle technologies. 

 
We must also recognise the fact that UK 

Government recently introduced plans for 

tougher driving penalties (as detailed in 

LTB 663/2017).  This was following a 

public consultation and overwhelming 

support from the public, victim’s families 

and road safety campaigners which 

further turns the spotlight on at-work driver 

safety and management focus on 

occupational road risk management. 

 
With a huge number of members employed 

with driving as part of their jobs, the CWU and 

other Unions must support the toughening 

of sentences for such offences. 

We must however ensure that members who drive 

do so carefully and safely at all times, following the 

laws of the road, the highway code, driving 

according to weather conditions, sticking to speed 

limits and 

ensuring that they never drive if unwell or unfit to do 

so. 

 
Education along with key training and an 

acceptance that some technology can assist in 

creating a safer driving environment for members, 

will be key considerations over the next decade. 

Virtual Reality (V.R.) safety training is also moving 

fast and into many workplaces. Academic research 

has proven that the V.R experience is far more 

realistic than imagined and it has widely been 

recognised that V.R training in other industries over 

the last few years, has most definitely demonstrated 

its functionality in changing the response of human 

behaviour. 

 
V.R. is an enjoyable training experience, so it will 

likely be remembered by the individual. Technology 

will play a big part in training moving forward, so we 

need to embrace these types of training 

experiences. 

 
Hazard warnings on portable hand-held devices 

could be an essential protection system for our 

outdoor workers moving forward. GPS tracking is 

common now, so why can’t hazard alerts be linked 

to this technology? 

 
Some mobile APPs already exist that are able to 

send hazard alerts, off route alerts.  Some APPs can 

also send ‘Buddy’ alerts via buddy beacon to other 

compatible devices so outdoor working partners 
are aware of colleague’s location in case of 
emergency. 
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Future technology will undoubtedly change 

the way people work and as a forward thinking 

trade union we should embrace any kind of 

technology that improves the safety of our 

members 

 
CWU Mental Health Support building on our 
agreements. 

 
Recent ‘ground breaking’ agreements secured 

by the CWU’s H&S department mean we are 

now (and will be further in the future) i n  an 

excellent position to offer trained Mental Health 

First Aid provision on a huge number of sites. 

We must ensure however that national 

agreements and clear business policy 

intention is cascaded right down to ground 

floor unit/depot level. 

 
Currently 1 in 6 workers are dealing with a 

mental health problem such as anxiety, 

depression or stress. This stops people 

performing at their best. 

 
Without doubt organisations perform better 

when their employees are healthy, motivated 

and focused. Smart employers support     

employees who are experiencing mental 

health problems to ensure they cope and 

recover. 

 
The level of support people receive from 

employers is crucial in determining how well 

and how quickly they return to peak health. 

 
There are many practical and inexpensive 

steps that any trade union rep or organisation 

can take to support employees at every stage 

of the mental health spectrum 

 
We believe there are 3 key universal principles 

that can be adopted moving forward to best 

support a diverse range of people. 

1.  Information - Try to  create a 

workplace culture that supports employees 

to be open about their mental health and 

ensure a mental health information and 

wellbeing notice board is in place in ALL 

work units & depots. 

 
2. Support - Ensure we have and 

maintain appropriate levels of support with 

adequate numbers of Mental Health 

Advocates through MHFA’s and MH 

ambassadors, so that at any given time a 

conversation can be had with someone 

about their mental health. 

 
3. Understand - Ensure a complete 

understanding of the need to react 

properly when someone is experiencing 

a mental health problem and also 

understanding of the fact that we must be 

ready to challenge the business when 

levels of support being offered are 

inadequate. 

 
Our approach should be that clear policies 

on workplace adjustments flow through to 

ground level, as ‘reasonable adjustments’ 

are crucial to support staff to cope, 

recover and reduce the length of mental 

health related sickness absence. 

 
These steps (adjustments) are often 

generally quite small and often result in 

simple adjustments to someone’s job 

role. Also, extra support from their MHFA 

or Union Safety Representative is 

imperative to ensure all business Mental 

Health policies are not only understood but 

implemented at local level.   
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We also all need to understand how this works 

in practice, there should be no guessing game. 

We must introduce ‘best practice’ examples 

on how certain mental health conditions can 

benefit from straight forward ‘tried & tested’ 

workplace adjustments. 

 
All U n io n  Represen ta t i ves  must be  
p o s i t i ve , focus on what employees can do, 
rather than what they can’t and work together 
involving people (professionals, employers and 
Unions) in finding solutions as often as possible. 

 

 

Key Objectives for all MHFAs & CWU Reps 
 

•  Disability Risk Assessments - e n s u r e  t h e y  g e t  d o n e ,  so that 
obligations on reasonable adjustments are imposed through the legal 
processes document. 

 
•   Use the Mentor or ‘buddy’ system approach to ensure dialogue remains in 

place throughout someone’s recovery. 
 

•   Create a designated workspace to allow for respect for colleagues who want 

privacy and confidentiality, such as dedicated site ‘quiet rooms’ or an identified 

‘safe space’ in your workplace. 
 

•   Ensure medication side effects are managed and understood, allow for a 
consideration of this to be embedded in Vulnerable person or Disability Risk 
assessments 

 
•   Develop individual action plans; to ensure managers work together with staff to 

develop a personal action plan with agreed signposting support, so that our people 

can proactively manage their mental health. 
 
 

Remember the fact that it’s estimated 1 in 6 workers of our members is dealing with a 
mental health problem right now. We must be ready and able & more importantly 
willing to support. 
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“Health and Safety matters to all of us, CWU 

young workers are no different.  From Mental 

Health and Work-related anxiety through to 

pregnancy and asbestos in our workplaces.  

Health and Safety protection for our members 

is vital now and will be in the future.  We want 

to be part of it……. Lets build for the future and 

protect our future together” 



 

Changing  the demographic face of the Health 

and Safety representatives and building for 

the future. 

 
We all need to recognise that the future of the 

CWU is well and truly in the hands of its young 

members and one of the main reasons for people 

joining the CWU or any trade union, is for Health 

& Safety protection at work. Most members 

recognise that the whole issue of Health and 

Safety was the single main reason why Trade 

Unions were born. 

 
It is imperative for the CWU to ensure it does not 

consistently continue to lose the level of expertise it 

currently has, when very active and knowledgeable 

groups of USRs and ASRs leave the business. 

 
The current age profile of ASR/USRs in the CWU 

as a whole is a possible risk to the maintaining of 

the CWU’s effectiveness in promoting, and 

protecting the health, safety and welfare of CWU 

members both locally and nationally. 

 
The CWU Young Workers, alongside the CWU 

NEC should jointly develop a campaign strategy 

to try and help recruit young workers as Union 

Safety Representatives or Substitute Union Safety 

Representatives. 

 
Involving our young workers in occupational safety 

and health is a powerful tool to help strengthen 

workplace safety culture, getting young workers 

to buy in to the safety culture of a workplace and 

thinking about becoming a trade Union Health and 

Safety Representative involves: 
 

·Engaging them in OSH; 

·Empowering them; 
·Giving them a voice that is heard. 

 
Young Workers can and should be given the 

opportunity to learn from experienced Health and 

Safety Representatives in order to create a level 

of sustainability for our union to ensuring safe  

and healthy jobs are available to our members. 

 

 

Professional training and Mentor supervision 

are fundamental.  Young Workers need to be 

actively engaged if they are to take on board the 

safety culture of their workplace and cooperate 

and represent on Health and Safety matters.  It is 

not enough to simply provide them with a 

handbook of safety rules. 

 
With the necessary nurturing, encouragement and 

support we can develop their knowledge, 

understanding, confidence and competence. 

If we do the above, Young Workers are far more 

likely to play their part in managing the risks and 

possible ill health associated with members jobs. 

With this support they may become tomorrow’s 

‘Health and Safety Representatives. 

 
Health, Safety & Wellbeing protection for our 

members should be at the forefront of everything 

we do over the next decade. We must all adapt 

and innovate as a forward-thinking trade union 

and be ready to quickly respond to new emerging 

risks in an increasingly uncertain world of work. 

 
The CWU must be the leaders and not the 

followers as we move into the 2020s. 

 

 
 

 

 

 
 
 
 
 
 

SPECIAL REDESIGN DOCUMENT DELIVERING A UNION HEALTH & SAFETY STRATEGY FOR THE FUTURE                       13 



 
Section 2 - How We Improve Safety in The CWU At All Levels! 

 

 
 

 

 

In this section we will put forward our view on 

how the structures within the CWU Safety 

Department, covering both constituencies, could 

be improved. 

 
The CWU Safety community know there are 

issues and problems that need addressing which 

is threatening the viability of the Health and 

Safety Department. These issues also involve the 

interface with other CWU functions i.e. IR, 

Education, Organising and Equality. 

 
Below we outline a vision of safety within the 

 
CWU as a whole. 

 
National Officer 

Policy Assistants 

The Department 

Industrial Interface 

The Regional Safety Committees 
Communications 
Training and Education 

 

National Officer: Role 

 
The National Officer’s role is to lead the Union on 

all matters appertaining to safety. His/her function 

is to campaign, discuss, promote, identify and 

educate on the CWU’s strategy and vision to the 

Union and wider safety community. This will also 

involve discussions with Government, Trade 

Unions, employers at a national level and other 

organisations. He/ she will coordinate the 

national safety structure of the CWU for both 

constituencies. 
 

Policy Assistants: Role 

 
The two (current) Policy Assistants will be the 

focal points for each constituency and the main 

conduit for the National Officer. They will also act 

as technical safety support between USR/ ASRs 

The Department: Role 

 
The role of the department will be the 

Administration support for the National Officer, 

the Policy Assistants and the Regional Safety 

Committees. 
 

Industrial Interfaces 
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Section 2 - How We Improve Safety in The CWU At All Levels! 

 

 

CWU Proposed ASR Revised Structure 

 
1. Each Branch shall elect ASR/s as per the National Facilities Agreement. 

 

 

2. Each ASR will attend the appropriate Regional Safety Forum. 
 

 

3. Each ASR will interface with the employer on the following basis - Locally, Area, Regionally and 

meeting with appropriate SHE Team members.  Also, appropriate Delivery, Processing and 

Distribution/Logistics Directors. 

 
4. Each ASR will attend an appropriate ASR Forum. 

 

 

4.1. Each ASR Forum will be held in each CWU Region. The members of the ASR Forum will elect 

from its members a Facilitator, on a two-year term of office.  The ASR forum will meet a minimum of 

six times a year. 

 
4.2. The Facilitator will be responsible for Forum minutes, arranging venues, maintaining an 

agenda and making arrangements for guest speakers etc. 

 
4.3. The Facilitator will interface with the employer on the following basis - SHE manager and Senior 

She Manager but will only deal with generic Safety matters that effect the Area or Region such as, 

Joint strategy, Campaigns and meeting arrangements with ASRs. All decisions on the above issues 

will be ratified by the appropriate ASR Forum. The Facilitator will not be a negotiator 

 
4.4. The Facilitator will attend a minimum of two meetings per year with the National officer as part of 

the Regional Safety Forum Chair/ Secretary meetings 

 
5. Each Facilitator will attend a new “Safety Coordinating Committee of Regions - [SCOR]* 

 

 

5.1 The SCOR will be made up of 1 Facilitator from each CWU Region (10 in total), one (1) PEC Member, 

appointed, and the current Safety Policy Advisor (Postal). The National Officer will be permanently invited. 

 
* See Annex ‘A’ 
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Section 2 - How We Improve Safety in The CWU At All Levels! 

 

 
 

 

Annexe A 
 

Safety Coordination Committee of Regions - SCOR 

 
Following consultation with Forum Secretaries and Chairs, it was highlighted that an additional tier below 

the National Officer was desirable. This was deemed necessary to relieve workload of the National 

officer who was dealing with issues that should not be reaching the National Level due to its nature. 

 
The SCOR will deal with issues that cannot be resolved by ASRs and Branches, below the level of 

the National Officer. It is envisaged that the effect this would have, would be to allow the National 

Officer to concentrate on generic issues across the union on matters of Health, Safety, Welfare and 

Environment. The National Officer will also deal with issues that cannot be resolved by the SCOR. 

 
The SCOR will report direct to the National Officer, Branches and the ASR Forums. 

It is considered that the creation of the SCOR will promote a better engagement, improved 

communications, create a robust interface with the PEC on safety Matters and utilise experts in the 

field and also reference JWGs 

 
The SCOR will not deal with issues of ASR/WSR release, Conduct or Grievances, all of which will 

be directed to the National Officer. 

 
The SCOR will deal with day to day issues that cannot be resolved by individual ASRs and the 

employer in their locations. Any activity raised up to the SCOR will be in strict consultation with the 

Branch that raises the issue via the ASR. 

 
The PEC Member and Safety Policy Advisor (Postal) will allocate an appropriate Facilitator from the 

SCOR to deal with the specific issue or concern in the locality. This may involve a Facilitator from 

another region dependant on workload and availability (leave, sick leave etc).  However, every effort will 

be made to ensure that the appropriate Facilitator will be assigned from the region where the issue 

originated. 

 
Any resolutions of an issue secured by a member of the SCOR will be returned to the Branch/ ASR 

(that raised the issue) for agreement and implementation. 

 
Any issue raised to the SCORE and resolved that is not acceptable to the Branch/ ASR, the issue 

will be sent to the National Officer for final resolution. 

 
The SCOR will also deal with issues raised through the Escalation Process and Dispute Resolution 

Process at the appropriate level. Any issue that cannot be resolved at the SCOR will be raised to the 

National Officer. 
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Section 2 - How We Improve Safety in The CWU At All Levels! 

 

 
 
 
 
Telecoms interface. 
 
(Does the current interface meet 
The requirements or dies it need 
change?) 
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Section 2 - How We Improve Safety in The CWU At All Levels! 

 

 
 
 

The Regional Committees: Role 
 

The present Forum arrangements are to remain in relation to the officer’s positions with 
the introduction or invitation to the other functions (Education, Organising Equalities 
etc). Furthermore, the safety committee is to promote, educate, train, inform and 
provide an environment that makes everyone feel welcome to attend. 

 
Each Regional Safety Committee will send two delegates (one from each constituency) 
to the full Regional Committee. It is a requirement that all regional safety committees 
develop and adopt best practice to enable full participation from those entitled to 
attend. 

 
Communications 

 
We must look to use all avenues to raise awareness, participation and engagement of 
the CWU safety community by any means necessary i.e. social media, mail shots, 
newsletters. We should also review current arrangements to ensure they are fit for 
purpose. 

 
Training and Education 

 
A full review of current Health and safety training and education is required to 
determine which is required by representatives and appropriate qualifications deemed 
necessary, by the representatives to facilitate their roles. Furthermore, this review must 
take in to account the needs of the safety representatives to ensure it delivers the 
specialist training and education required at every level of the structures. It must draw 
down the expertise of the safety representatives in the field so that the training is 
delivered where it is required i.e. local, regional and national (residential). 

 
This list is not exhaustive and is designed to stimulate discussion and 
debate. Furthermore, we strongly recommend a national working group to 
facilitate and develop the above. 
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Section 3: CWU Safety Representatives Charter 
 

 
 

 

To accomplish the above strategy, the CWU must maintain and strengthen its 
existing independent Health and Safety structures, by utilising the following changes  

over a period of time. 

 
Five to ten-year plan: 

 

.  An expansion of the existing Health & Safety Department. 
 

.  Health and Safety Leads (Chair and Secretary) on regional committees must include 2 

Health and Safety Leads, one from each constituency due to the specialist knowledge 
required by USRs/ASRs which pertain to the different working environments, work equipment 

and work processes. 
 

. The introduction of a new Health and Safety Conference held annually (or bi-annual) to 

determine policies of the Union, which will accept motions from Branch Health & Safety 

Officers, Area Safety Reps and Regional Health and Safety Committees from both 

constituencies. 
 

. General Conferences must continue to include a dedicated Health and Safety section which 

Regional Health and Safety Committees can continue to submit motions to. 
 

. A requirement for all Sub-Committees of the NEC to interface with the Health and Safety 

Department on any issues, policies or IR issues that have an impact upon the Health Safety 

and Welfare of our members in the workplace. 

 
. The introduction of an ‘audit process’ in which all CWU and Employer agreements 

are scrutinised prior to being signed off by the appropriate Officers, to ensure there 

are no conflicts with existing Health and Safety agreements. 
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Section 3 - Conclusion 

 
 
 
 
 

After reading this document depicting how safety representatives see safety in 

the next five to ten years, you will see there is an appetite for change, an appetite 

for modernisation, an appetite for improvement.   T here is a collective vision out 

there, this strategy document enshrines the principle of redesign but goes much 

further in that involves the people who are willing and want to drive this change. 
 

 

That is what a truly inclusive trade union does, we believe that the CWU is such a 

trade union. 
 

 

We always say we are the best, that we provide the best and that we have the 

best membership.  By adopting this document, the recommendations take us to 

that place and futureproofs safety in the CWU. 
 

 

With investment and commitment from us all at every level, we will ensure that 

each and every CWU Health and Safety Representative is truly valued and 

supported, which in turn will achieve the following goals; 
 

CWU, the best Union for safety 
 

CWU, the best for looking after Member’s safety 
 

CWU, the best Union for fighting for workers rights 
 

This Document is the collective view of the CWU Safety Community 
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