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Special “Training and Development” Feature within this issue 

To open – it is just over a year since our SIG was founded and it is now hoped 
that we will be able to announce the next meeting of the People Risk and 
Communication SIG very shortly, probably taking place during March. 

In the meantime, this is an apt point to have a refresher on the main points that 
we have covered during our first year:­ 

+ Non­reporting of incidents 

+ The BP problem with poor safety in the US 

+ Bonus Schemes –v­ Discipline for motivation 

+ Interpretation of data (into usable information) 

+ Blame Culture, the negative influence of some Risk Frameworks 

+ Risk Forum comments – petty reporting; low amount bonus awards 
favourable; a delegate questioned People Risk within operational risk; social 
religious and cultural risk, but little positive data arose and finally, 
retention of best staff and the need for Human Resources RM 

­ and more recently, we have looked at 2 of 3 parts of the FSA ARROW Risk 
Framework; expressed views that there is People Risk within Operational Risk 
and considered Human Emotions. 

If you are short of any of the NEWSLETTERS, they are all up on the irm Website 

This is probably a good point for our Training and Development feature, so 
here goes: 
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Training and Development (an irm People Risk SIG presentation) 

The People Risk and Communications Special Interest Group has evolved a 
theme including training (staff) and education (managers). There are times, 
when it is better to have one term for providing information and instruction and, 
perhaps of greater importance, making the technique usable for all persons to 
benefit from the process. 

Training, which applies to animals as well as humans, implies regular practice 
(when self imposed is of course a discipline), whilst educating implies higher 
intellectual stimulus – indeed the Oxford dictionary also makes mention of moral 
and social instruction! 

On searching the Oxford Thesaurus for a synonym that embraces features 
common to both words, there are a number of possibilities, but only preparing 
sounds right. To prepare someone thoroughly, is to brief them. 

We could use either “prepare” or “brief” in some contexts. 

Further Editorial Comment 
During last year, I attended a talk on training which relied on simple child like 
humour to make the presentation interesting. My personal view is that people 
across the whole range of society, except the very young and inexperienced, need 
less forced instruction on matters, but the granting of conditions where there is 
greater stimulus to seek and then retain knowledge and assume responsibilities 
for themselves – to this end, it is good to brief someone from the outset, especially 
when taking up a new appointment, so that they may feel confident in their 
surroundings. This procedure could probably be done by a more mature person 
who is well familiar with the culture and is not a “political” figure. 

Reverting to the training talk, I felt it demeaned the process and the people to 
whom it was directed, it certainly demeaned me, and I said so! However, in the 
end there appeared to be widespread support for the technique – perhaps we 
have the standard of many of our popular TV programmes to blame for this. 

You must all draw your own conclusions. 

The above comments aside, there are many quality people in the specialised 
world of Training and Development and as Risk Managers, our role is probably 
best to let them get on with their business, after we have passed on some useful 
information from our gleanings which will give then an edge for the common 
benefit of our organisation.  Lateral communication in action! 

So, what has this SIG learned from the research over the past year that could 
affect Training and Development:­ 
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Point 1 of 2 
Our deliberations on non­reporting of incidents, The BP problems in the US, 
discipline and the “blame culture” ­ all included elements of fear, to one extent 
or another. In fact the interpretation of data into information, was the only topic 
that had no specific reference to fear, but even here it would be interesting to 
know how often people construct reports on the basis of “what the bosses want 
to hear”, so fear even comes into this context. Sometimes, we see confrontation 
when an employee has had enough and no longer cares what repercussions there 
are – by then it is far too late of course. Remember, ANGER is a natural human 
emotion which we will consider further shortly. 

I refer to fear, but perhaps your editor is being a little melodramatic! Uneasy 
might be a better word, or even concerned, perhaps apprehensive or anxious. 
As anxious in the sense of “anxiety state” is also a medical/psychiatric term, we 
could perhaps run with this for a time and see how we get on. 

“People are sometimes anxious in the workplace”. 

Point 2 of 2 
In our more recent research, we looked at Human Emotions, including the 
Triune Brain and the Amygdalea Kidnapping (for readers benefit, a brief resume of 
these are shown in an Appendix at the end of this feature). Points that were 
drawn from this exercise included that in times of great stress or fear, our basic 
animal instincts can take over from higher human reasoning and after great 
trauma, there can be loss of memory relating to the circumstances. 

Your editor tried to evolve this theme from a session with Google, applying these 
indicators with training to try and produce meaningful information for our work 
from all the data that is out on the Web: 

Training on its own produced 455 million entries! Even being “posh” and 
going for educating, produced 24 million. If too many of the other indicators were 
introduced, the only answers were either dictionaries or those numerous Web 
sites beginning in aaaaa aaaaa ahh etc that really do not justify comment in this 
context (even if you can understand them!). 

Some sensible permutations brought up results as diverse as religion (fear of 
god) to psychiatry. However, one site that did constantly come up from a 
number of alternatives was “The British Association of Anger Management” 
www.angermanage.co.uk (this is not a link). I thought this might be worthy of 
further investigation: 
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The site includes Anger and Wisdom, Anger at Work (there is a link to 
www.bullyonline.org), Acute Stress and Toxic Shame. The founder and training 
director of the organisation is one Mike Fisher, who provides an interesting free 
download on “Flow with anger” plus, another from a Lynne Namka, who in turn 
quotes a therapist, Ronald Potter­Efron about “When Shame Becomes Rage”. 

Whilst I would challenge some of what is said, I can nether the less recommend 
this site to you all – in a nutshell, anger is natural and has some good aspects, but 
when people loose it, this becomes rage, which is based largely on shame which 
floods adrenalin. In fact Fisher goes on to talk about deep primal instincts i.e. 
fight, flight or freeze response – he advocates “Aggression Prevention Training” 
(APT) which is based on FLOW: 

F stay focused – feet on the ground, control breathing etc. 
L be open to learning from you opponent 

O observe the situation, try and put yourself outside the picture (impartial, Ed.) 
W wait patiently – often the hardest task 

(I suppose this is all not too far removed from the old Amygdalea Kidnapping. The 
test of being in control is to be able to say these are just feelings and overrule 
them with higher human reasoning – not easy for someone who themselves 
might be damaged or vulnerable. Ed.) 

Incidentally, there are 207 entries for this search, with organisations of the 
calibre of BUPA, UK Council of Psychotherapy, Yahoo and Virgin and Camden 
Gov all coming up in association with them (I even think we have a member 
from Camden Gov! Ed). 

So how about we, risk managers, contribute to our organisation’s training 
programme? We can take guidance from this site to blend with our own relevant 
experience of employees and others where their anxieties have caused claims or 
near misses – then sit down with our Training and Development and Human 
Resources people for a chat about training and see where it leads. 

To close, an interesting point has often occurred to me and any answers would 
be gratefully received: Under lateral communication, do experts within an 
organisation (e.g. psychiatrists in hospitals and senior social workers in local 
government) provide their risk managers and HR people advice on how to deal 
with employees within the organisation, and if so, to what extent and to what 
end? Please let me know, all contributions are important. 

Bruce Widdowson FIRM ACII 
Secretary, irm People and Communications SIG 
Tel. 0115 986 3254 
bruce.writer@btinternet.com 
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Appendix 

The last NEWSLETTER included the following extracts: 

Triune Brain and Amygdalea Kidnapping 
“Archipallium or Reptilian brain at the base of the human brain ­ extends 

down the spinal column and controls basic functions e.g. breathing. 

“The Paleommalian brain or Limbic system is in the middle and is shared with 
other mammals – this controls feeding; fighting; fleeing and sexual behaviour (or 
fornicate if you prefer the fours Fs version). 

“The Neopallium brain or neocortex is the superior top part of the brain found 
only in primates and in man where the capacity is much larger due to folds in the 
structure. 

“The neocortex does not dominate the evolutionary older lower brain systems. 
In fact the limbic system (middle brain), which rules emotions, can override 
higher mental function when it needs to, also called the “amygdalea 
kidnapping”. This condition was thought to be constant in stone age man due to 
the perceived continuous threats (change in brain function when fear involved. 
Ed.) 

The Human Emotions paper went on to consider the work of Canadian medic, Dr. 
Mike Lecky, who pointed out that memory is not like a video tape, it is not a 
recording of what happened. Two sets of encoding go on within the brain before 
information is stored in long term memory ­ it takes about twenty minutes to half 
an hour, different location in the brain, different recovery system. If some trauma 
shocks the brain before this happens, it will be as if the event itself and 
everything within half an hour on either side of it never happened”. 
(Is this showing the way to why people forget some things – even in less extreme 
circumstances than trauma, say distraction or even pre­occupation with worry? 

Remember, the research work by the Special Interest Group is ongoing and any 
contribution is welcome. 
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In our last (pre­Christmas) NEWSLETTER No 12, we mentioned the problems 
with travel to a central meeting point. I am grateful to one of our Local 
Government members, Joanne Jamieson, who lives in the Shetland Islands for 
the following contribution (extracts): 

“Living in Shetland (most northerly island group in the UK), travelling anywhere can be 
a logistical and financial nightmare. It is usually easier to get to large cities that have 
frequent connections . . . . . . . 

“For example, I can get an early flight to Edinburgh and be there (Edinburgh airport) 
for 9­00 a.m. 30 odd miles away is Stirling, centrally situated between Edinburgh and 
Glasgow and well served by trains and motorway. However, for an event starting 
Monday morning, I have previously had to leave home at 9­00 a.m. on a Sunday to 
travel to the local airport, fly to Aberdeen, taxi to Aberdeen city centre, wait for a train 
and arrive at Stirling by mid­afternoon. This means an overnight before the event and 
another overnight stay before the return journey. 

“Consideration should be given to perhaps a lunchtime start, working late and 
finishing an event at lunchtime the following day. . . . . . . . . . Not holding events on 
Monday mornings or Friday afternoons would also make a difference.” 

Thanks for that, Joanne. I very good point about communication – our sessions 
would only be for half a day and would start at lunchtime anyway. I shall try 
and avoid Fridays (although some delegates like the day next to the weekend, so 
we could go for a Monday). 

It is hoped that our next meeting will be in Derby, close to the station. Derby 
was historically the birthplace of the Midland Counties (later Midland) Railway 
and, as such is still the HUB of the British railway network with direct trains to 
Aberdeen, Birmingham, Bristol, Cardiff, Dundee, Doncaster, Edinburgh, 
Glasgow, Leeds, Leicester, London, Newcastle, Nottingham, Penzance and 
Sheffield. One change from almost anywhere else, including Norwich (at 
Nottingham) and Manchester or Liverpool (at Sheffield, due to the cut backs of 
the 1960s when the middle section from the wonderful trans­Peak Midland main 
line through Derby to Manchester via Matlock and Buxton was axed). 

Thought of the Month 
I mentioned that the Derby to Manchester rail link was axed ­ the top and bottom 
sections still serve as spurs from Manchester to Buxton and Derby to Matlock 
respectively. The station before Matlock is Matlock Bath, now partly disused, 
which boasts a very long platform arrangement equal to any main line station in 
the Country. This was a throw back to the Victorians coming in their droves to 
take the waters at the Spa. Perhaps we should return to this therapy to relieve 
modern stress – well the Romans did it and they knew a thing or two! 
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Future Newsletters – 

Our next full feature will be in the Spring or Summer and will deal with 
problems involving managers and fee earners. Then in the Autumn, your editor 
will venture where few dare to tread and deal with High Management and 
Shareholders and the Group Board. 

From the research for the Training Feature, a number of practical examples are 
on record, but there was not sufficient space to include these – also, other 
techniques came to light which justify our further investigations, including 
Dance and Movement (I have come across Dance and Movement being advocated 
as an alternative to War Games etc. for management bonding and the like – 
anyone out there had any experience of this, or any other actual examples that 
affect this context of our work? Ed.) 

Depending on the date of the meeting, NEWSLETTER No 14 should be out 
during April and will fully report on that meeting. Also, within the next couple 
of issues, we will need catch up on general news and include the third part of the 
FSA ARROW risk framework from Ruth Turner, plus ongoing developments on 
the BP situation. 

ANY COMMENTS IN THE MEANTIME, you know where I am: 

Bruce Widdowson 
Secretary 
e­mail bruce.writer@btinternet.com Tel/Fax  0115 986 3254 
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