C.7
DEALING WITH VERBAL AND PHYSICAL ASSAULTS

INTRODUCTION

This booklet contains procedures for dealing with verbal and physical assaults.  These procedures are not the last word.  It is imperative that they become the subject of debate and implementation throughout the Council.  This process will involve all employees, management, Health and Safety representatives, and members of Health and Safety Committees will have particular responsibilities.  It is important that within appropriate work groups within departments that the practicalities of local implementation are agreed.  It will not be enough simply to issue the procedures in their present form.

Departmental Health and Safety Committees should monitor the introduction of local procedures with a view to ensuring that all work groups are covered and that where necessary common standards are maintained.  The Management and employees Health, Safety and Welfare at Work Committee, and the Joint Health, Safety and Welfare Committee will also have a role in monitoring the implementation of procedures.

 VERBAL ABUSE FROM CLIENTS
1.
INTRODUCTION

Any employee can be subjected to verbal abuse directed against themselves, other employees or members of the public.  Many employees are in direct contact with the public, in reception areas, offices, on switchboards, in libraries and out and about in the Borough and are more likely to be subjected to abuse.

Employees of African, Afro‑Caribbean or Asian origin and women employees are in addition likely to be the subject of racist and sexist behaviour and abuse.

Other groups may also suffer from abuse.  These are the Irish and other national minorities, lesbians and gay men and people with disabilities.

This could take the form of a client refusing to accept and/or cooperate with an employee or could show itself when a member of the public verbally abuses the employee using derogatory statements.

2.
THE COUNCIL's POLICY
This Council is aware that as a major employer and provider of public services it has a duty to :-

i)
promote equality of opportunity in the provision of all its services to the community, provide a healthy and safe working environment and

ii)
eliminate all types of discrimination and promote good race and community relations.  As an equal opportunity employer the Council is committed to the elimination of discriminatory practices which have an adverse impact on black people, Irish and national minorities, women, lesbians and gay men and people with disabilities.

All Council employees should be free to go about their daily business without fear of abuse, intimidation or violence.

3.
WHAT TO DO IF ABUSE TAKES PLACE

The following guidelines are intended to indicate what actions employees and their supervisors can take if subjected to abuse by the public.

In the main racist/sexist and other forms of abuse tend to be of a verbal nature.  However, should physical violence be used against an employee then the chapter on Assaults - Towards a Safer Working Environment should be referred to.  Verbal abuse and physical violence are both forms of assault and will be treated equally seriously by the Council.

It is recognised that employees are working in a variety of situations and locations throughout the Borough and that there is no one "correct response".  Whatever response is used will have to depend on circumstances and the exercise of judgement and discretion by the employee.  The Council will support employees in challenging racist and sexist abuse, although employees should be careful not to put themselves, colleagues or clients at personal risk of physical violence for example.  The following has therefore been related to a variety of work situations and is broad guidance.

4.
WHAT CAN AN EMPLOYEE DO

1)
In the Office
a)
The client or member of the public can be challenged and told that their action is offensive and unacceptable.

b)
Where the abuse is of a racist/sexist nature the words used to the client should indicate that the Council's policies oppose all form of racism and sexism and that the interview will be terminated if the behaviour continues.

c)
The challenge should be done in a calm, firm, polite but assertive manner but should not be continued if likely to escalate the situation.

d)
Should normal dialogue with the client prove impossible, the interview should be suspended and support from the supervisor sought, having given them a quick summary of the incident, away from the interview area.

e)
If a threat of violence is likely, the interview should be broken off and help sought.

f)
A record of the incident should be made as soon as possible and signed by the employee concerned.

2)
On the Phone
Should the incident occur during a telephone conversation, the caller can be challenged as above.

3)
Home Visits
In the event of abusive behaviour from a client whilst an employee is making a home visit care and judgement must be exercised.  It is stressed that no employee is expected to put themselves at risk in challenging racist and sexist behaviour.  In such circumstances the advice must be to terminate the interview as soon as safely and practically possible and leave the premises.  

A full and detailed report should be made immediately on return to the office in order that the matter can be pursued.

Supervisors can consider a range of alternatives for future contact with the client including arranging an appointment in the office, writing to the client to state expectations for future behaviour or visiting the client with the employee concerned.  The feelings and views of the employee involved should be fully taken into account in determining what action to take, in particular their wish not to have further contact with the client.

4.
Working in the Borough
Where an employee is working at an outside location, for example in a park or on a housing estate, and experiences abusive behaviour similar guidelines apply.  It is recognised that employees are more likely to be in isolated situations where supervisory or other assistance is not so readily available.  Because circumstances will differ between work groups it is essential that locally determined procedures are developed and implemented.  Again no one is expected to put themselves at risk in challenging a member of the public.  It is recognised in particular that there may be specific problems pursuing complaints since names and addresses are less likely to be available although incidents should still be reported to supervisors and recorded.

5.
WHAT CAN A SUPERVISOR DO?
1.
The supervisor should assess the situation with the employee concerned.  The role of the supervisor is to support the employee in the situation of an abusive client.

In an interview situation it will be necessary to determine if the interview should continue or one of a combination of other avenues explored eg :-

-
advise client that we are not prepared to continue to deal with them and ask them to leave premises.

-
make an alternative appointment for a few days hence when suitable preparations can be made to deal with them

-
arrange to write to client setting out expectations on behaviour

-
seek guidance from a more senior colleague

-
pursue the matter through legal processes

2.
In dealing with clients under such circumstances, the supervisor should act in a firm and polite manner.

3.
The supervisor may point out that the abusive behaviour could constitute an offence under the Race Relations or Sex Discrimination legislation.

4.
The supervisor should not discuss issues related to the incident with the employee in the presence of the client.

5.
Where a client requests to be interviewed or dealt with by another employee the response should be that the employee concerned is responsible for and capable of providing the necessary service and that the request cannot be agreed.  In situations where abusive behaviour has taken place, the individual employee should be permitted to consider if they wish to continue to deal with the client.

6.
If after warning the client does not alter his/her attitude, an option is to consider withdrawal of service.  If this is not possible because for example the Council has a statutory duty to provide the service or other "innocent parties" may be detrimentally affected (eg. in the case of homelessness), the case should be progressed with minimum contact with the client and with at least two Council employees present.

7.
A NOTE OF THE INCIDENT SHOULD BE MADE IN THE INCIDENT BOOK AND LATER A FULL STATEMENT MADE IN ACCORDANCE WITH DEPARTMENTAL PROCEDURES.  SEE PARA 5 OF THIS NOTE.

8.
Supervisors should be supportive of the employee.  This can be achieved by providing the opportunity to discuss the incident, either with the supervisor, or another colleague, making certain the employee is happy to return to their job after the incident or providing for any necessary counselling or training, or providing time off with pay (other than sick leave).

9.
Supervisors should ensure that the trade union or safety representative is informed of the incident as soon as possible

6.
INFORMATION, ADVICE AND TRAINING
If you need more information, advice or training either as a manager or an employee you can contact:

Occupational Health Adviser

Fulham Town Hall, SW6

Extension 2661

Occupational Safety Unit

Fulham Town Hall, SW6

Extension 4951/2

Employees may be able to obtain advice from their trade union and this should initially be sought through their shop steward or trade union office.

7.
INCIDENT REPORTING PROCEDURE
1.
The object of this part of the practice note is to lay down procedures to be adopted to follow up reports by employees who have been the subject of abuse from members of the public.

2.
Steps to be taken are :-

a)
Report the matter at once to your supervisor.

b)
Immediately after the event, the employee should complete the incident form, if necessary in rough outline until further details can be obtained.  (Should this be the case, then a more complete follow‑up form should as far as possible be submitted within 24 hours).

(NOTE:  In some cases the name and/or address of the client or member of the public will not be known.  However, it is recommended that all incidents are recorded to permit monitoring and analysis)

c)
The Supervisor will complete Part B of the form and despatch it within 48 hours to the addresses noted on the form, retaining a copy of their own records.  Should there be insufficient time to complete his or her investigation, then an interim report will be forwarded stating that further information will follow.

d)
On receipt of the form the departmental Chief Administrative Officer or other nominated officer will, in liaison with appropriate departments, the employee and supervisor concerned determine and co‑ordinate the action to be taken.

3.
An employee representative (steward or health and safety representative) may be involved in discussions at any stage where the employee wishes.

ASSAULTS - TOWARDS A SAFER WORKING ENVIRONMENT

1.
INTRODUCTION

1.1
Under the Health and Safety at Work legislation, the Council recognises and accepts its responsibility as an employer for providing a safe and healthy workplace.  Under the 1974 Act, all employees have a duty to take reasonable care for their own health and safety and for those other persons who may be affected by their actions.  (For full details please consult the Council's Safety policy document).

1.2
It is a regrettable fact of life that assaults on staff have become much more frequent in recent years.  The council is determined to take all necessary measures to ensure the safety of all employees and to support them in the unfortunate event that an assault is committed.

1.3
It is the purpose of this document to instigate a process which will assist all employees who come into contact with violent or potentially violent clients, or members of the public and to anticipate and cope with situations which put their personal safety at risk.  The dangers of violence to employees should be neither exaggerated nor ignored.  The risk to employees will vary from one department to another and among different sections or services within a department.

1.4
This document is only the start of the process.  Managers and Health and Safety Representatives within departments will need to agree how it is to be applied.  Consideration will need to be given to a variety of factors which will include where people work, public access, home visits and office layout.

2.
DEFINITION OF VIOLENCE
2.1
Violence occurs when an employee is physically or verbally assaulted by another person.  Violence may, however, take other forms, eg. verbal, sexual or racial abuse or when an individual feels emotionally threatened either  by physical gestures short of contact or highly charged language.

3.
PRINCIPLES OF GOOD PRACTICE
3.1
Warning Signs:

a) It is important for managers/employees to recognise the early warning signs and symptoms of those people whose behaviour is potentially violent.  Reference should be made to the list on "Signs of Violence".  It is good practice to know as much as possible about a client's previous history and whether there has been a pattern of violent behaviour.  A client or service recipient's previous history will be provided before any meeting takes place whether in an office, at home or in a Council establishment.  Managers and employees will identify potentially violent clients in advance whenever this is possible in an attempt to cope with unplanned visits.

b)
On occasions a client or member of the public will threaten violence.  Such threats should be taken seriously and need to be recorded, they should also be discussed with the line manager.  Some threats may be trivial but others will highlight the need to take preventative action.  It is essential that "near misses" are reported in the same manner as actual assaults through the Accident Reporting Procedure.  It is the responsibility of management to ensure that the location of accident books is knows to all employees.

c)
If the early warning signs and symptoms are recognised, it may be possible to prevent violence from happening.  It is the duty of the line manager to identify with employees where situations of risk exist and to agree that where appropriate two employees visit the client.  There will be occasions when it is more appropriate to ask the client to come to the workplace for the interview.

3.2
Premises
a)
Research confirms that the environment has influences on our behaviour.  In establishments too little space can lead to tension.  Too much space causes problems of supervision.  Decoration is important in creating a relaxed environment.  It is necessary to create the best possible atmosphere to reduce unnecessary tension and conflict.

3.3
Reception Arrangements
a)
The most important single factor which determines the public image of the Council, is the way in which clients and members of the public are received.  Reception and waiting room facilities often leave much to be desired.  It is useful for one or two employees to have responsibility for the general appearance of these areas as well as the availability of suitable reading material.  Up‑to‑date display boards are important as are toys for children.

b)
`Reception Arrangements' are not confined to employees sitting behind a desk in a `Reception Area'.  Reception will include how clients are received in residential establishments, and how people are received in offices.

c)
Managers will also need to consider what are appropriate staffing levels for reception areas in addition to deciding on which occasions more than one employee should be involved in a domiciliary visit.

d)
Managers should regularly review procedures and reception arrangements, facilities, layout, including recommendations for alterations to structure at least every three months.

3.4
Home Visits
a)
Managers will pay particular attention to arrangements for home visits.  The circumstances under which it is appropriate for two employees rather than one to visit a particular client or service recipient should be agreed within 

           service areas and subject to departmental procedures.

b)
A request from any employee to be accompanied, if they have reasonable ground to believe that their personal safety is  in jeopardy, should be granted.  If there is a dispute over "reasonable grounds" the employee has no obligation to put their safety at risk.

3.5
Interview Rooms
a)
Careful positioning of the furniture can sometimes be helpful in ensuring the safety of an employee in an interview room.  The seating arrangements should enable the employee to be positioned near a door for a quick exit should this become necessary.  Interview rooms should ideally have separate doors for employees and clients placed at opposite ends of the room.  Some establishments are now equipped with alarm systems and it is important for employees to know how and when to summon urgent assistance.  Alarms should be tested regularly and there should be an alarm drill at least every six months.

b)
It is important to have a system check when employees are alone with a client in a potentially vulnerable situation; eg. when interviewing in an isolated room; or when last in the building at the end of a working day.  Employees should not be left alone, at the end of the day for example, in isolated parts of buildings when there is any reason to believe they may be at risk.

c)
Managers should regularly review interviewing facilities and procedures including recommendations for alterations to layout and structure at three monthly intervals.

3.6
Staffing
a)
It is a management responsibility to deploy staff resources as best to ensure the safety and well being of the clients, service receivers and the employee.

b)
Management and Safety Representatives should jointly identify circumstances in which employees may be placed in jeopardy and agree on appropriate procedures to be adopted.  Employees are not expected to place their personal safety at risk providing Council Services and may withdraw to a safe place to summon appropriate assistance, eg. supervisor, colleagues, police etc.

3.7
Role of the Police
a)
Any employee may summon police assistance where acts of violence have been made against employees and where there are reasonable grounds for believing that violence is about to be perpetrated.  This includes the use of violent/abusive threats as well as physical violence.  Managers should ensure that procedures exist.

b)
The police have power to make an arrest for an occurring breach of the peace or to prevent a recurrence of such.  They have powers to enter private premises when a breach of the peace is in progress for the purpose of quelling a disturbance and/or arresting persons involved in it.  Once that objective has been achieved, the police have no power to remain on the private premises without invitation.

c)
All departments/sections need to be clear about what they expect from the police intervention and to communicate this to them before they intervene.  Establishing good relationships with the local police will lead to a better understanding of each others responsibilities and problems.

3.8
The Need for Discussion
a)
It is important for managers and employees to share information when it is anticipated that a client is likely to display threatening behaviour.  This will help to define how potential violence should be managed.  Similarly, occasions of violence should always be followed by an opportunity for the employee to review and discuss what happened.  Sometimes, this will be with an immediate superior; occasionally, if the incident was of sufficient severity, members of Divisional Management will also need to be involved, not as a fault‑finding committee but as a team of colleagues who are anxious to establish a climate of helpfulness.  Employees should not feel reticent about initiating action against people who assault them.  It is no reflection on the standing of any employee who chooses to employ legal remedies in order to obtain compensation or the initiation of criminal proceedings against those who have committed an assault.


b)
Employees who have been assaulted should also have an opportunity of discussing the incident with their colleagues and manager.  In addition, relevant professional counselling will be provided.

3.9
Sick Leave
a)
Where an employee is absent from work because of any injury in respect of which a claim may lie to the Criminal Injuries Compensation Board and where the employee is otherwise qualified to receive sickness and accident allowances in accordance with the Scheme, an accident allowance shall be disbursed to the employee without being required to refund any portion from any sum which the Compensation Board may award.

b)
Whether an award has been made or not by the Compensation Board, the employing authority will discount the period of absence occasioned by the injury in calculating the employee's future entitlement to sickness and accident allowances.

c)
Any such absence to be subject to the self certification rules and medical certificates.

3.10
Withdrawal of Service
a)
It is essential that each section establishes an agreed procedure in the event of assaults upon employees.  This procedure may amongst other issues include withdrawal of service or transfer of client(s) as relevant to the particular service, and support to the assaulted employee.  Safeguards must be established to protect the interest of both employee, clients and members of the public.

b)
The final responsibility for the decision to withdraw service to a client or service receiver rests with the manager.  It is important, however, that the criteria for withdrawal are known and that managers ensure that this information is available to employees (see para. 3.6).

4.
HANDLING VIOLENCE
4.1
Violence occasionally occurs very suddenly and, at such times, there is usually no opportunity to call for assistance from the police.  The use of physical restraint to repel violence is, in law, perfectly acceptable, subject to the qualification that the restraint must only entail reasonable force.  "Reasonable" means that amount of force which is sufficient to stop the attacker or to prevent yourself being injured.  It should not be greater.  Courts will expect you to retreat whenever possible and if the choice is between hitting your attacker or running away then you should take the latter course of action.  There will be very few occasions when the only way in which you can protect yourself is by harming the client of member of the public but, if this is necessary, it is all right in law.

4.2
Whenever possible get away and try to obtain assistance.  It is better to overpower a client than to inflict injury.  Better still to simply get away although there will be times when this might not be an appropriate course of action.  Your assistance might be needed immediately, for example, by other people who are being threatened.

4.3
If you have used physical restraint to the extent that the client has been forced to the ground, it is important not to overreact by using more force than is necessary to keep them there.  As soon as sufficient help arrives, relax holds and attempt to gain control by talking rather than by using physical means.

5.
TRAINING

5.1
The principles of dealing with violence should be conveyed to all employees.  This should be seen, in the first instance, as a managerial responsibility to be fulfilled through the employee's initial induction and by on‑going supervision.  This will need to be supplemented through in‑service training.  Information and instruction on the principles and practice of dealing with violence should form part of the induction training for all employees who have contact with the public/or clients.

Induction of employees should include familiarisation with the contents of these guidelines.

5.2
It is difficult to quantify violence but it is acknowledged that employees who work in all sorts of situations: fieldwork, care establishments, playgrounds, pools, housing service etc. are occasionally confronted by aggressive and violent clients.  Employees who work in centres where violence is a problem, or a potential problem, will need to gain special expertise at coping with physical assault.  Again both good management and appropriate in‑service training are essential here.

5.3
As part of on‑going training, managers should facilitate within their employees groups post‑incident discussions.  In such discussions, employees should be encouraged to focus on how the violent incident was handled - the method, the techniques, what worked, what did not work and why, so that learning can be gained from the crisis.

5.4
The content of training should include psychological theory of aggression, awareness of sexual and racial issues, as well as issues of power in employee/client relationships.  It is important that training enables employees to recognise and act on warning signs as well as enabling them to understand their own responses to aggression.  Learning how to deal with violent episodes including where appropriate techniques and restraint is an important aspect of training.

6.
CONCLUSION
6.1
The guidelines outline the basic measures for prevention and dealing with assaults and should be used in conjunction with specific procedures implemented in each section of the service.

SIGNS OF VIOLENCE

The following list is not exhaustive but merely indicative of signs and signals to be alert to.

1.
Restless behaviour involving pushing, noisiness and jostling.

2.
Deliberately provocative conduct (name calling, hiding property etc.).

3.
A client being unnaturally quiet and withdrawn or alternatively excitable and boisterous.  (A noticeable behavioural change from the normative).

4.
Attention seeking conduct.

5.
Over sensitive reaction to correction or instruction.

6.
A feeling of heightened tension within the unit.

7.
Imminent events, such as reviews or visits by parents.

8.
Threatening conduct, verbal abuse.  Threats should be taken seriously and responded to appropriately, not merely ignored.  Such conduct should always be recorded in the file or daily log.

9.
Previous history of violent conduct.

10.
Client under the influence of alcohol, drugs or solvents.  All of the above, individually or in combination, can be indicators of potential aggression and since most violent acts result from a build up and progression of factors, alertness to such signs and signals can enable earlier intervention and prevention.

SUMMARY OF BENEFITS FOR ACCIDENTS/ASSAULTS AT WORK
1.
There are currently two routes to obtaining benefits in respect of injuries received during the course of employment.  These are :-

(1)
Employee Injury Allowance Scheme

(2)
Personal Accident Insurance

1.1
Any benefits payable under the above are in addition to the employee's normal sickness entitlements.

2.
EMPLOYEE INJURY ALLOWANCE SCHEME
2.1
This is the GLWC scheme which was adopted by the Council in 1981.

2.2
The Personal Injury Allowance Scheme provides benefits for employees who are injured during the course of their work.

2.3
Two relevant benefits are a fixed scale of allowances in respect of a permanent disability resulting from the injury and discretionary payment in respect of distress and inconvenience and/or increased disbursements arising out of the injury (see Appendix 1).  For partial permanent disability the degree of disability is assessed an appropriate percentage of the relevant benefit is payable.

2.4
In addition the scheme makes certain provisions in respect of employees who are unable to return to work as a result of the injury.

2.5
The Employee Injury Allowance Scheme is administered by the Personnel Section.  Any claim under the Scheme should be supported by the Departmental Management.  Any recommendation for payment under the scheme requires approval as outlined in the scheme.

3.
PERSONAL ACCIDENT INSURANCE
3.1
As from 1 April 1987 the Council has had Personal Accident Insurance covering all employees.

3.2
The Personal Accident Policy provides benefits in respect of employees who are accidentally injured whilst on duty or whilst travelling directly to and from work.

3.3
The Personal Accident Policy incorporates the Assault Insurance previously held by the Council.  Benefits payable in respect of assault are unaffected.

3.4
The two main benefits under the policy are benefits in respect of TEMPORARY TOTAL DISABLEMENT ie. absence from work as a result of the accident and benefits for PERMANENT DISABILITY resulting from the accident.

3.4.1
Benefit for absence from work following an accident or assault is 50% of weekly earnings for periods of absence of one week or more.  The figure used for weekly earnings is the average weekly gross pay (excluding overtime) for the 52 weeks prior to the accident.  The benefit is taxable.

3.4.2
Benefits for permanent disability are calculated from a fixed scale of benefits.  The maximum benefit for death is 5 times annual earnings (minimum £35,000).  Benefits for lesser injuries are calculated according to the Scale of Benefits incorporated in the policy (see Appendix 2) and in the case of partial permanent disablement the disability is assessed by a medical specialist and an appropriate percentage of the relevant benefit for total loss is payable.

3.5
The Policy also provides for the costs of necessary private medical treatment where this is not available on the National Health Service within six months of the date of the injury.  Cover is limited to £10,000.

3.6
The policy also provides cover for clothing and/or personal effects lost or damaged during an assault or accident but only if the loss is not recoverable from any other source (ie. an individuals own home contents insurance) and in the case of loss or damage as a result of an accident only when compensation in respect of injury is payable under the policy.

3.7
Benefits under the Policy are payable to the Council as the Insured.  It is the Council's policy to pay benefits to the individual (or their next of kin, dependants or legal representative in the case of death).

4.
PROCEDURES
4.1
At present claims under the EIAS are processed by Departmental Personnel and claims under the Personal Accident Policy are processed by the Insurance Section - Finance Department.

4.2
Under normal circumstances a claim for benefit for absence from work or permanent disability would only be processed under one or other.  The Personnel Section and Insurance Section liaise and inform the employee of the benefits available under both schemes.

The employee will be asked to decide which will provide the best benefits and management will process the claim accordingly.

5.
PROBLEMS
5.1
Not all injuries at work constitute an accident as defined by the Personal Accident Policy.  The relevant policy wording is.... sustaining bodily injury by violent, accidental external and visible means.... In cases of doubt a claim will always be submitted.  Decisions on cover are not made by the Council.

If an injury is not covered under the policy the Temporary Total Disablement (TTD) benefits is not payable.  It should be noted that the EIAS does not provide a TTD benefit.

5.2
The full terms, conditions and exclusions as defined in the Personal Accident Policy document may reduce the benefit payable in specific cases.

5.3
Individual employees do not have the right of appeal against benefits payable under the Personal Accident Policy in the same way as they do under the EIAS.  However the Council, as insured, has the right to request the insurance company to reconsider their offer.  Where benefit is payable for permanent disability and an assessment is made by a medical specialist the Insurance Section will consult with the employee on the assessment before finally accepting.

 










APPENDIX I
GREATER LONDON JOINT COUNCIL

LOCAL AUTHORITIES/JOINT SECRETARIAT

PERSONAL INJURY ALLOWANCE SCHEME - SCALE OF BENEFITS
Agreement has been reached by the Greater London Joint Council on increases in benefits provided for within the GLJC recommended Personal Injury Allowance Scheme.

Constituent Authorities are recommended to increase the monetary benefits provided for in the scheme, with effect from 1st January 1992, as follows :-












BENEFITS £

(a)
Death (leaving a dependant or dependants)



     41,343

(b)
Death (leaving no dependant)
  




       1,802

(c)
Total and permanent loss of all sight in both eyes


     41,343

(d)
Total loss of both hands or both feet or of one hand and one foot
     41,343

(e) Total loss of one hand, or one foot together with the total and 

Permanent loss of all sight in one eye.




     41,343

(f)
Total and permanent loss of all sight in one eye

                20,666

(g)
Total loss of one hand or one foot

 


    20,666

(h)
Total deafness in two ears





20,666

(i)
Total deafness in one ear
  




     8,270

(j)
Discretionary grant in respect of personal distress or inconvenience

           or of increased disbursements - maximum

  

       1,111

Please note that the monetary benefits are adjusted on a yearly basis.

APPENDIX 2
PERSONAL ACCIDENT INSURANCE - SCALE OF BENEFITS
Amount Payable

The undermentioned percentage of the capital sum shown in the Schedule.

1. Death, total and irrecoverable loss of all sight in one or both eyes,

 
total loss by physical severance or complete loss of use of one or 

both hands or feet  at or above wrist or ankle
100%

2.
Permanent total and absolute disablement (other than as stated in                                     Item 1) from engaging in or giving attention to usual profession or                   occupation
100%

2. Permanent partial disablement (not otherwise provided for above)                                 the percentage of the capital sum set against the degree of                                  disablement in the following table :- 

a)
Total loss of hearing in both ears



 40%

b)
Total loss of hearing in one ear


10%

c)
Complete loss of use of hip or knee or ankle

 20%

d)
Removal of the lower jaw by surgical operation
 30%

e)
Fractured leg or foot with established non-union
 25%

f)
Fractured knee cap with established non-union
 20%

g)
Shortening of a leg by at least 3 centimetres
 
15%

h)
Loss by amputation or completed loss of use of:








Right

Left

i.
one thumb



 20%

17½%

ii.
one index finger


 15%

12½%

iii.
any other finger


10%

   7½%

iv.
one big toe



 10%

10%

v.
any other toe



  3%

 3%

i)
Complete loss of use of shoulder or elbow

 25%

 20%

j)
Complete loss of use of wrist



 20%

 15%

Memoranda

(1)
The benefits under (h), (i) and (j) shall be reversed in the case of a left‑handed person.

(2)
In the case of a other permanent partial disablement not specified in item 3 the amount payable shall be such percentage of the capital sum as set out in the Schedule as is commensurate with the degree of permanent partial disablement when compared with the degree of disablement specified in Item 3.

4.
Temporary total disablement from engaging in or giving attention to usual profession or occupation - a weekly sum, payable for not more than 104 weeks from the commencement of disablement, subject to a maximum for each week of.......... The sum stated in the schedule.

Memoranda

(1)
Unless otherwise agreed by the Company weekly compensation shall not become payable until the total amount due shall have been ascertained.

(2)
If after the expiry of 52 weeks consecutive disablement the insured person is still totally disabled from engaging in or giving attention to usual profession or occupation but the medical evidence is such that it cannot be said that such disablement is permanent total and absolute, payments will be made for as long as such total disablement continues for a period not exceeding ten years.  Such payments shall be at an annual rate of 10 per cent of the benefit provided under Item 2, and will be by half yearly instalments in arrears.  The first of such payments shall be made eighteen months after commencement of disablement in respect of the first eighteen months of such disablement.

LEGAL ASSISTANCE FOR EMPLOYEES ASSAULTED IN THE

COURSE OF THEIR EMPLOYMENT

1.
An assault is a criminal offence whether or not it results in injury and may give rise to prosecution.  It is police practice generally not to prosecute for assault unless some physical injury has been caused.

2.
If an employee of the Council is assaulted during the course of his/her employment the Council can undertake a prosecution on the employee's behalf.  The assault should therefore be reported to the Head of Legal Services for this to be undertaken.  The Head of Legal Services will commence a criminal prosecution when it appears to him/her that there is a case to answer, except in exceptional circumstances, for example, when an employee has committed a serious offence such as Grievous Bodily Harm, and the alleged assault arises out of the same incident.  However, criminal prosecution will still be undertaken where an employee has used reasonable force in self‑defence.

3.
In these circumstances the employee may, if dissatisfied with this decision, appeal against it using the Council's grievance procedure.  If the grievance cannot be resolved by officers, it will be heard by the Personnel Panel.  (An employee can still commence a prosecution if the Council declines to do so.  However, if the employee still wishes for representation in connection with it, this would have to be at the employee's own expense).

4.
If the employee wishes for a prosecution to be commenced and the Head of Legal Services is satisfied that there is a case to answer, but the employee does not wish for the prosecution to be undertaken by the Council, the Head of Legal Services will instruct outside solicitors to act in the prosecution.  These may be solicitors of the employee's own choice or a private solicitor recommend by the Head of Legal Service.  The Council will in these circumstances pay the reasonable charges of the solicitor concerned.

5.
An employee who does not wish to seek advice from the Head of Legal Services, or wishes to seek preliminary advice before deciding whether to do so, may seek advice from other sources such as the Hammersmith and Fulham Law Centre, a Citizens' Advice Bureau or his/her trade union's solicitors.

6.
An assault may also give rise to other types of legal action, for instance a claim from the Criminal Injuries Compensation Board or a civil claim for assault against the assailant.  The Head of Legal Services can also provide preliminary legal advice and assistance about these courses of action.  Staff in the Legal Division are also willing to provide advice for employees who are being called as witnesses in proceedings commenced by the police and general advice and training about the legal implications of violence at the workplace.

