
 

 
 

Over the next few months there is a distinct possibility that we may require our office-based staff to work from 

home. The employer’s concern is what do we have to do to look after our people, and how do we go about doing 

that.  

Section 36 of the Health and Safety at Work Act 2015 ensures that all organisations (PCBUs) must, so far as is 

reasonably practicable ensure the health and safety of workers in the business, or are influenced or directed by the 

business.  

When we are asking a worker to use the home as a permanent base for work the business would be expected to 

consider those reasonably practicable steps in a way that would control risk that would be expected to occur in a 

permanent home office environment, a suitably sized desk and an ergonomically sound chair. Computer screens 

compatible with the kind of work to be carried out with a desktop computer or a laptop with peripherals to enable 

long term use, and an ergonomic survey to ensure good set up.  

But we are will not be looking at a permanent set up, this may only be for a few days, weeks or even months, so 

what are your reasonably practicable steps now?  

In our opinion it would be difficult to judge the purchasing of office furniture for every member of staff required to 

work at home as anything other than grossly disproportionate to the risk (S.22(e)) given the consideration of the 

previous subsections. Although the degree of harm (S. 22(b)) could be long lasting if you look at the effects of 

gradual process injuries, one must consider the length of time (Likelihood, S.22 (a)) your staff would be subjected to 

adverse conditions. This consideration would change of course if the time scale for working from home becomes 

greater, and with it the reasonably practicable steps one would be expected to take. 

So practically, what could you do? If a member of staff has the equipment at the workplace to carry out normal 

work, can it be relocated to the home environment? If not, The Chamber has produced a quick guide reference for 

workarounds for setting up a temporary home-work station. Making sure the worker has all the help they need, 

access to resources, and IT that is capable. 

A main concern for employers, even in the short-term disruption is the mental wellbeing of its workers. S. 36 (3)(e) 

of the Act demands the provision of adequate facilities for the welfare of workers. Harm to an individual’s mental 

health can be assessed as a risk in the same way as any other physical risk, however control measures are a little 

more nuanced. No two people will react in the same way to such a dramatic change in work environment, so there is 

no one size fits all fix. You must put processes in place that will allow an awareness of the ongoing risk, a pathway 

that allows open discussion with workers without fear of stigma, and an assurance that the organisation is there to 

support and provide assistance. 

Proactive steps could be the engagement of an EAP (Employee Assistance Programme) provider, training around the 

causes and effects of lone work and isolation from work colleagues, and a plan that will ensure constant 

communication with each worker that will still create a ‘team feel’. 

If you need to discuss individual or specific requirements, please call Alan Boswell at The Chamber 

• Alan Boswell | email alanb@cecc.org.nz | phone 03 353 0308 

http://www.legislation.govt.nz/act/public/2015/0070/latest/DLM5976895.html
https://cecc.imiscloud.com/files/member_resources/healthsafety/Working_From_Home.pdf
mailto:alanb@cecc.org.nz

