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HEALTH AND SAFETY 
 
1. The Health & Safety in Employment Act 1992 
 

All the activities of our Company are covered by this legislation. 
 
The AIM of the legislation is to promote excellent management of risks in 
places of work and to prevent injuries and illnesses arising from work 
activities. 
 
The legislation imposes a LEGAL obligation on the EMPLOYER and on YOU as 
an EMPLOYEE. 

 

2. Health & Safety Policy 
 

The policy of Matamata Veterinary Services Ltd is to provide and maintain a 
safe working environment for all our staff.  We will, with the full 
cooperation of all our staff, take all practical steps to: 

 

 Provide and maintain for employees while they are at work facilities for 
their safety and health. 

 

 Ensure that plant and equipment used by employees at work is so 
arranged, designed, made and maintained that it is safe for the 
employee to use. 

 

 Develop systems and procedures so that while at work employees are 
not exposed to hazards. 

 

 Provide our employees with such information, training and supervision 
as is required to eliminate or minimise hazards and how to deal with 
emergencies that may arise while at work. 

 
All staff are responsible for the health and safety of themselves and others 
in the work place and they will be fully involved in the identification, 
management and monitoring of hazards to ensure a safe working 
environment.  Any occupational accidents or illnesses will be recorded and 
investigated so that appropriate preventative measures can be instituted. 

 

3. Accidents and Illness 
 
In accordance with legislative requirements, it is the policy of Matamata 
Veterinary Services Ltd to record and investigate occupational accidents 
and illnesses.  The Company aims to identify the true causes of injury and 
illness and to develop effective preventative measures. 
 
The following procedures must be followed: 

 



 The Company will maintain an accident register in accordance with 
legislative requirements. 

 

 All accidents are to be reported to a Director as soon as practicable 
after the accident. 

 

 Details of the accident are to be recorded in the accident register. 
 

 Where serious harm results the Director will report the accident to 
Occupational Safety and Health immediately. 

 

 An accident / injury report form is to be completed within 48 hours of 
the accident. 

 

 The Directors will determine whether the accident was caused by a 
significant hazard and whether appropriate controls are in place and 
are effective. 

 

 Feedback is to be given to staff on the findings and about any new 
preventative measures. 

 
 
4. Alcohol and Drugs 
 

Under the Health and Safety in Employment Act 1992 the employer has a 
legal duty to ensure the safety of employees whilst at work.  This legal duty 
requires the employer to take all practicable steps to provide a safe working 
environment.  Accordingly the employer reserves the right to require you to 
submit to random testing for non-prescribed drugs, stimulants and alcohol. 
 
Failure to attend the registered medical practitioner appointed by the 
employer for such testing shall be treated as serious misconduct. 
 
The employer also reserves the right to search your personal effects or your 
motor vehicle, if it is parked on the employer’s premises, for non-prescribed 
drugs, stimulants and alcohol.  Failure to allow the employer to conduct such 
a search shall be treated as serious misconduct. 
 
In deciding whether to conduct a test the Employer shall have regard for 
any comment by the Employee. On receipt of a positive test the Employer 
shall discuss the results with the Employee and take into consideration any 
explanation received before any outcome is decided upon.  

 
The consumption of alcohol on the company's premises and/or during work 
time without management's authorisation is strictly prohibited.   
 
The consumption of drugs, which means any substances known to have, 
likely to have, or that do have an adverse effect on your ability to 
concentrate, communicate or work effectively and/or safely, during work 
time or on the company's premises is strictly prohibited.   
 
Where you are taking medication that could affect your concentration, 
communication, ability to work effectively and/or safely, you should discuss 



that with your supervisor / manager.  This simple step will allow your 
supervisor / manager to discuss with you appropriate measures for ensuring 
that you and others are effective and/or safe while you are at work. 
 
Where you are, in the opinion of your supervisor / manager, unable to carry 
out your duties effectively and/or safely because of taking medication you 
may be stood down on pay until you are able to perform your duties 
effectively and/or safely.  The fact that you are stood down does not 
mean that you are at fault and that disciplinary action will be taken. 
 
If, as a consequence of consuming alcohol or drugs, you are found to be 
adversely effected because you are unable to concentrate, communicate or 
work effectively and/or safely at work, whether or not you are stood down, 
the company will be entitled to treat your conduct as a disciplinary matter.  

 
5. Alternative Duties 
 

Where you are injured and are unable to fulfil your normal duties then the 
company may, subject to you being certified fit for work, provide you with 
alternative duties.   
 
Where you are provided with alternative duties it shall only be for the 
duration of the period specified by the relevant health practitioner.   

 

6. Harrassment 

The company will not tolerate any behaviour amongst or by employees, 
which causes other employees to experience bullying, harassment, 
discrimination or victimisation.  For the avoidance of doubt, whether or not 
behaviour complained of is prohibited by law because it falls within a legal 
definition, the company will not tolerate it if it is behaviour that either is 
designed to or does cause a person or group of people distress or detriment.  

Bullying, harassment, discrimination, and victimisation can occur because of 
the way employees or other people talk and behave towards each other.  
This behaviour may occur in writing, verbally, by the use of pictures or 
gestures, or by the general treatment of employees or people to make them 
aware of differences between them.   

Bullying is persistent, offensive, abusive, intimidating, malicious or insulting 
behaviour, abuse of power or unfair penal sanctions, which make the 
recipient feel upset, threatened, humiliated or vulnerable, which 
undermines their self-confidence and which may cause them to suffer stress 
or illness.   

Harassment is any behaviour that is unwelcome, unsolicited, unusually 
unreciprocated and usually (but not always) repeated.  It is offensive, 
belittling or threatening behaviour directed at an individual employee or 
group of employees or people and most often focuses on one aspect of 
difference between that person or those people and the harasser or 
harassers.   

Sexual harassment, which is harassment of a sexual nature, is prohibited 
against employees, visitors and customers.  It is also unlawful under the 



Human Rights Act 1993 and the Employment Relations Act 2000.  Sexual 
harassment that is unlawful is behaviour by an employee or representative 
or customer of the company involving: 

 Making a request, directly or indirectly, of any person or employee 
for sexual intercourse, sexual contact, or other form of sexual 
activity that contains an implied or overt promise of preferential 
treatment or an implied or overt threat of detrimental treatment or 
an implied or overt threat about the present or future employment 
status. 

 Using language (whether written or spoken) of a sexual nature, or 
visual material of a sexual nature, or by physical behaviour of a 
sexual nature that directly or indirectly subjects a person or 
employee to behaviour that is unwelcome or offensive and that, 
either by its nature or through repetition, has a detrimental effect 
on the person in his or her employment (which includes the making 
of an application for employment), or his or her job performance, or 
his or her job satisfaction. 

Sexual harassment can arise from sexually oriented jokes, innuendo, 
unnecessary physical contact, invitations for outings, requests for sex, 
displays of offensive material, posters or graffiti, derogatory comments, 
and offensive messages, emails or calls.  Mutually acceptable social 
interactions or relationships freely entered into do not constitute sexual 
harassment. 

Racial harassment, which is harassment on the basis of race or ethnic or 
national origins, is prohibited against employees, visitors and customers.  Is 
also unlawful under the Human Rights Act 1993 and the Employment 
Relations Act 2000.  Racial harassment that is unlawful is behaviour by an 
employee or representative or customer of the company involving: 

 The use of language (whether written or spoken), or of visual 
material, or physical behaviour that expresses hostility against, or 
brings into contempt or ridicule, any person or employee on the 
ground of colour, race, or ethnic or national origins of that person or 
employee and is hurtful or offensive to that person or employee and 
that, either by its nature or through repetition, has a detrimental 
effect on the person or employee in his or her employment (which 
includes the making of an application for employment), or his or her 
job performance or his or her job satisfaction. 

o Racial harassment can arise from racially oriented jokes, displays of 
offensive material, posters or graffiti, derogatory comments, and 
offensive messages, emails or calls.   

Discrimination in employment is unlawful if it is based on any of the 
grounds of unlawful discrimination as defined by the Human Rights Act 1993 
and the Employment Relations Act 2000.  It means, where an applicant for 
employment or an employee is qualified for work of any description: 

 To refuse or omit to employ the applicant on work of that 
description which is available; 



 To offer or afford the applicant or the employee less favourable 
terms of employment, conditions of work, superannuation or other 
fringe benefits, and opportunities for training, promotion, and 
transfer that are made available to applicants or employees of the 
same or substantially similar capabilities employed in the same or 
substantially similar circumstances on work of that description; 

 To terminate the employment of the employee, or subject that 
employee to any detriment, in circumstances in which the 
employment of other employees employed on work of that 
description would not be terminated, or in which other employees 
employed on work of that description would not be subjected to such 
detriment; 

 To retire the employee, or require or cause the employee to retire 
or resign; 

by reason of any of the prohibited grounds of discrimination, which are: 
sex; religious belief; ethical belief; colour; race; ethnic or national origins; 
disability; age; political opinion; employment status; family status; and 
sexual orientation.   

Victimisation is defined by the Human Rights Act 1993, and is unlawful 
under that Act and the Protected Disclosures Act 2000.  Unlawful 
victimisation is behaviour by an employee or representative or supplier or 
customer of the company involving treating or threatening to treat any 
person or employee less favourably that they would treat other people or 
employees in the same or substantially similar circumstances: 

 On the grounds that that person or employee, or any relative or 
associate of that person or employee; or 

 On the grounds that the employee or representative or customer of 
the company knows that that person or employee, or any relative or 
associate of that person or employee: 

o Intends to make use of their rights under the Human Rights 
Act 1993 or to make a disclosure under the Protected 
Disclosures Act 2000; 

o Has made use of their rights, or promoted the rights of some 
other person or employee, under the Human Rights Act 1993, 
or has encouraged disclosure by some other person or 
employee, under the Protected Disclosures Act 2000; 

o Has given information or evidence in relation to any 
complaint, investigation or proceeding under the Human 
Rights Act 1993 or arising out of a disclosure under the 
Protected Disclosures Act 2000; 

o Has declined to do an act that would contravene the Human 
Rights Act 1993; 

o Has otherwise done anything under or by reference to the 
Human Rights Act 1993. 



You should report any instances of bullying, harassment, discrimination and 
victimisation that you experience or witness to your supervisor / manager, 
or if that person is inappropriate, your Team leader or another Director.   

All complaints of bullying, harassment, discrimination and victimisation will 
be investigated so that the behaviour complained of stops and does not 
recur.   If you are found to be involved in any of these unacceptable 
behaviours, the company will be entitled to treat your conduct as a 
disciplinary matter. 

   
 

 


