WORKPLACE

Health & Safety



Bullying and Harassment in New Zealand

Harassment (Employment Relations Act/Human Rights Act contain definitions for sexual & racial):

Any unwanted and unjustified behavior that another person finds offensive or humiliating

Bullying not defined anywhere in legislation. WorkSafe NZ:

Bullying at work is repeated and unreasonable behaviour directed towards a worker or a group of workers that can

lead to physical or psychological harm

Worksafe introduced a new reporting channel ‘Raise a mentally healthy work concern’. No reports to

date have met a threshold for prosecution under the Health and Safety at Work Act 2015.

Activity and redress often seen through the Employment Relations Act 2000 and personal grievances

Employment Relations Authority and Employment Courts

In law, ultimately irrelevant if harm caused was intentional or not

26.02.2024

Parker v Magnum Hire: A new
era of personal grievance

in the New Zealand

Parliamentary Workplace remedies awarded in the

Employment Relations
Authority?



https://www.heskethhenry.co.nz/insights-opinion/parker-v-magnum-hire-a-new-era-of-personal-grievance-remedies-awarded-in-the-employment-relations-authority/
https://www.heskethhenry.co.nz/insights-opinion/parker-v-magnum-hire-a-new-era-of-personal-grievance-remedies-awarded-in-the-employment-relations-authority/
https://www.parliament.nz/media/5739/independent-external-review-into-bullying-and-harassment-in-the-new-zealand-parliamentary-workplace-final-report.pdf

Bullying and Harassment in New Zealand

Good practice suggests need to be a strong focus on both:

Preventing bullying from happening in the workplace, and

Developing effective systems to respond to incidents that occur

Happens within a broader set of workplace relationship and behavioral issues

Formal processes almost inevitably damaging for all parties involved

Employee perception of Human Resources is it sides with the interests of the business

Value of early or informal intervention

Importance of intervention at the lowest level

Need clear pathways for escalation — 0 - WA
3595% ting

responding to

of workers were exposed to

at least one offensive behaviour bu I Iyi ng at Work

in the past 12 months

Key findings:
2 New Zealand Psychosocial Survey 2021



https://www.worksafe.govt.nz/assets/dmsassets/zero/782WSNZ-2489-Preventing-Bullying-at-Work-GPG-v12-7-FA-LR.pdf
https://www.worksafe.govt.nz/assets/dmsassets/zero/782WSNZ-2489-Preventing-Bullying-at-Work-GPG-v12-7-FA-LR.pdf
https://www.worksafe.govt.nz/assets/dmsassets/zero/782WSNZ-2489-Preventing-Bullying-at-Work-GPG-v12-7-FA-LR.pdf
https://www.worksafe.govt.nz/assets/dmsassets/zero/782WSNZ-2489-Preventing-Bullying-at-Work-GPG-v12-7-FA-LR.pdf
https://www.worksafe.govt.nz/research/work-health-and-safety-an-overview-of-harm-and-risk-in-aotearoa-new-zealand-2024/
https://www.worksafe.govt.nz/research/work-health-and-safety-an-overview-of-harm-and-risk-in-aotearoa-new-zealand-2024/
https://www.worksafe.govt.nz/research/work-health-and-safety-an-overview-of-harm-and-risk-in-aotearoa-new-zealand-2024/

Mentally Healthy Work

Bullying is one of many psychosocial hazards present in

public sector work

Include in organisational risk management systems

+ Job demands *+ Remote or isolated work

» Low job control * Poor physical environment

» Poor support » Violence and aggression

» Lack of role clarity * Bullying

* Poor organisational * Harassment including management

- change management commitment
Psychosocial 9 9 sexual harassment evie
hazards that may * Inadequate reward * Conflict or poor
and recognition workplace relationships

arise at work

+ Poor organisational justice and interactions

* Traumatic events or material

Shift from reactive to preventative

Effective controls require a cross functional approach and better

work by design

Requires equal consideration of protective factors to improve

workplace relationships and behaviours

Primary interventions:

resilience

This may include how work is
designed, how demands are managed, and how
workers are supported to do their jobs.

Preventative

build

These focus on helping employees
to build individual psychological
resilience and tools to deal with
issues. However, they do not
address the underlying cause of the
problem. :

Tertiary interventions:

Based on the 2009 HSE Management Standards How

to develop solutions

Reactive

This

may include employee
assistance programmes,
incident support, mental
health first aid, and return-
to-work programmes.



https://www.healthandsafety.govt.nz/a-z-topics/mentally-healthy-work/resources/approaches-to-mentally-healthy-work/
https://www.safeworkaustralia.gov.au/doc/model-code-practice-managing-psychosocial-hazards-work
https://www.safeworkaustralia.gov.au/doc/model-code-practice-managing-psychosocial-hazards-work

LEADERS WEREN'T
EQUIPPED OR SUPPORTED
Leaders must be supported to

drive positive workplace
behaviours and relationships

Positive Workplace Cultures

REPORT THEMES

Q.

SYSTEMS WEREN'T

EFFECTIVE
Systems must be effective

to create safe and positive
workplaces

IMPLEMENTATION
WASN'T PRIORITISED
Implementation must be
prioritised to ensure workers
understand the purpose and
function of different activities

g -

158

I

I
COMPLAINT HANDLING

WASN'T CLEAR

Complaint handling must be
clear to detect and remove
negative workplace behaviours
and relationships



https://www.healthandsafety.govt.nz/assets/Uploads/Positive-Workplace-Cultures-Principles-Guidance.pdf
https://www.healthandsafety.govt.nz/assets/Uploads/Positive-Workplace-Cultures-Principles-Guidance.pdf
https://www.healthandsafety.govt.nz/assets/Uploads/Positive-Workplace-Cultures-Principles-Guidance.pdf
https://www.healthandsafety.govt.nz/assets/Uploads/Positive-Workplace-Cultures-Principles-Guidance.pdf

Positive Workplace Cultures

1) TRANSLATE VISION AND VALUES INTO
ACTION

2) RECRUIT, TRAIN AND SUPPORT
PEOPLE LEADERS

3) ESTABLISH NETWORKS FOR
WORKERS

4) DESIGN AND MANAGE
WORK WELL

8 enablers

5) CREATE MULTIPLE WAYS FOR
WORKERS TO SPEAK UP AND
RAISE ISSUES

6) MONITOR AND PULSE CHECK £ o

7) ENABLE ORGANISATIONAL LEARNING

8) CONTINUOUSLY IMPROVE



https://www.healthandsafety.govt.nz/assets/Uploads/Enablers-of-Positive-Workplace-Culture.pdf
https://www.healthandsafety.govt.nz/assets/Uploads/Enablers-of-Positive-Workplace-Culture.pdf
https://www.healthandsafety.govt.nz/assets/Uploads/Enablers-of-Positive-Workplace-Culture.pdf
https://www.healthandsafety.govt.nz/assets/Uploads/Enablers-of-Positive-Workplace-Culture.pdf
https://www.healthandsafety.govt.nz/assets/Uploads/Enablers-of-Positive-Workplace-Culture.pdf

Case Study A

Training o Outcomes
Communication

Listening with empathy, Set Expectations about
creating psychological Ongoing and routine the complexity and pain
safety, avoiding any even when there is points of the process and
suggestion of disbelief or nothing new to report the potential range of
allocation of blame outcomes.

Support Transparency

Essential through entire
process. Includes what
the complainant and/or
respondent will and will
not be given detail on.

Equal and fair levels of
support for both the
complainant and
respondent




Incivility (Rudeness

Post-pandemic organisational changes Conflict-avoidant cultural norms Lack of organisational initiatives
Incivility Top-down influence Team Climates for
Incivility
Sensemaking (SIPT) VICTORIA UNIVERSITY OF

H Facilitating Dev::mcfe W E L L I N GTO N
Stress adaptation normalisation (TM)

TE HERENGA WAKA

Bottom-up evolution

$

- : Impacits on Team
Psychological Behavioural P .
_ e Responses of Group Responses Functions and Dynamics
Reactions of Victims Victims
Active Responses (AET) Incivility Spiral (SE)
Active Responses Perpetrators |~ .
Affects (AET) (AET) L ] » Tension (SIPT) Dr. Geoff
1 * Seeks Revenge "]
Anger, sadness, fear Seeks -1 A
e » Jedr * Seeks Revenge e Peers Word-of-Mouth (SL+SI)
disgust, and confusion ,m T »  Takes Sides a
* Speaks up 'd }f"' "\M""'---.‘ e Splits into Factions
SL+ST \
~ .
Rational judgement o Talks to Peers 4] Passive Ref}ggrnsses (COR) " ® Isolates Victims
for resource \ and/or Perpetrators
~ra ® Ignores Victims
protection (COR) * Reports to Line “'k\ Passive Soreadine (SIP
Managers N, » ST assive Spreading (SIPT)
Note: [ -
AMocC| ™ o Increasing
SIPT: Social information processing theory: * Reports to * Intervenes Softly Unhealthy
AET: Affective 3x-‘ant theory: HRD ™ Ly Competition
COR: Conservation of Resources theory; h . I res Victi _ ) / _
AMOC: Ability-Motivation-Opportunity- gno clims [ * Higher Turnover
Consistency; Passive Responses Vietims
SE: Social Exchange theory; \ (COR) - |_l» o [Less Collaborations
SI: Social Identity theory: T & Less engagement "

o Tolerates "

SL: Social learning theory;
TM: Transactive memory



https://people.wgtn.ac.nz/Geoff.Plimmer
https://www.wgtn.ac.nz/som

Resources

Government Health and Safety Lead — Mentally Healthy Work & Positive Workplace Cultures

Public Service Commission Te Kawa Mataaho — Positive and safe workplaces

WorkSafe NZ - Raise a mentally healthy work concern
WorkSafe NZ - Preventing and responding to bullying at work — Good practice guidelines
WorkSafe NZ - Workplace bullying in New Zealand: A review of the research (Bevan Catley)

Ministry of Business Innovation & Employment — Bullying and Harassment at Work Issues Paper 2021

Massey University - The New Zealand Workplace Barometer findings from 2021 (Healthy Work Group)

Victoria University - A window into bullying (Dr. Geoff Plimmer)

Psychosocial Safety Climate: Development of the PSC-12 (Maureen Dollard, University of Sth Australia)

Parker v Magnum Hire: A hew era of personal grievance remedies awarded in the Employment Relations Authority?

Independent External Review into Bullying and Harassment in the New Zealand Parliamentary Workplace (Debbie Francis
Report)



https://www.healthandsafety.govt.nz/a-z-topics/mentally-healthy-work/
https://www.healthandsafety.govt.nz/a-z-topics/positive-workplace-cultures/resource-hub/
https://www.worksafe.govt.nz/notifications/report-an-unsafe-or-unhealthy-work-situation/raise-a-mentally-healthy-work-concern/start
https://www.worksafe.govt.nz/notifications/report-an-unsafe-or-unhealthy-work-situation/raise-a-mentally-healthy-work-concern/start
https://www.worksafe.govt.nz/assets/dmsassets/zero/782WSNZ-2489-Preventing-Bullying-at-Work-GPG-v12-7-FA-LR.pdf
https://www.bing.com/search?q=Workplace+bullying+in+New+Zealand%3A+A+review+of+the+research+(Bevan+Catley)&cvid=90e895f5e72a48fd89d999db1a0527ee&gs_lcrp=EgZjaHJvbWUyBggAEEUYOTIICAEQ6QcY_FXSAQc4MjRqMGoxqAIAsAIA&FORM=ANAB01&PC=U531
https://www.mbie.govt.nz/assets/bullying-and-harassment-at-work-issues-paper-summary.pdf
https://ns-proxy1.massey.ac.nz/massey/fms/school_of_management/HWG/The%202021%20New%20Zealand%20Workplace%20Barometer%20Report.pdf?810D72DE3A60334D4B159A811339D72C
https://www.wgtn.ac.nz/__data/assets/pdf_file/0005/1816034/window-into-bullying.pdf
https://www.researchgate.net/publication/232564488_Psychosocial_Safety_Climate_Development_of_the_PSC-12
https://www.heskethhenry.co.nz/insights-opinion/parker-v-magnum-hire-a-new-era-of-personal-grievance-remedies-awarded-in-the-employment-relations-authority/
https://www.parliament.nz/en/visit-and-learn/how-parliament-works/office-of-the-speaker/corporate-documents/independent-external-review-into-bullying-and-harassment-in-the-new-zealand-parliamentary-workplace-final-report/
https://www.parliament.nz/en/visit-and-learn/how-parliament-works/office-of-the-speaker/corporate-documents/independent-external-review-into-bullying-and-harassment-in-the-new-zealand-parliamentary-workplace-final-report/
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mailto:GHSL@mpi.govt.nz
https://www.healthandsafety.govt.nz/
tel://0800475323/
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