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ST]MMARY

on request of the Dutch Ministry of Social Affairs and EmploymenL the TNO ktstiute of

Preventive Health Care (NIPG) canied out in 1993 and compamtive inventory of rcgulations,

policies and practices in the Nettpriands, Sweden, United Kingdom, Germany and Frarrce wifrt

regard to the prevention of work stress and the improvement of well-being at work.

The main purpose of the study was to get an impression of ttre ways in which a number of EU

Member States and Sweden acmally pay attention to the improvernent of well-being at work and

the prevention of work stress.

Subjea of the study were:

- main characteristics of the various systems of industrial relations in the five countries;

- the legal framework and enforcement matters with respect to working conditions and more

in particular with rcspect to work stress and well-being at work;

- some general characteristics such as the attention to work strcss as compared to the

traditional health and safety issues, the involvement of the social pafiiers, special

govemmental progmmmes and connections with other policy fields;

- more specific stress prevention policies such as monitoring, transfer of knowledge, strcss

research networks, stress research groups and best practices with respect to stress

prevention.

The method used was primarily explorative. Data were collected by means of interviews in each

country with key-informants (policy makers, labour inspectors, researchers, employers and trade

unionists) and by exploring relevant documents and literature.

First the main rcsults arc summariz-ed pr country, then the comparison is given between the

countries under regard. Finally, the recommendations of the study are recapitulated.
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2.

Mein resrlts

The Netherlands

1. In the Netherlands the legal frarnework peraining to working conditions is broad. The

S/ork Environment Act has implications for both the physical and psychosocial wo*ing

environmenl The Act also rcgulates the organizational set up that facilitates heatthy

working corditions: it crearcs a system of self-regulation and intemal control. Ttle Act

includes rules on work environment cooperation matte$ betrveen employer and employee.

The Dutch govemment clearly sees stress at work as a major health ard safety issue. This

can be concluded from the general legislation on this topic (WEA) and ftom other efforts

initiated by the govemment that form paft of its Stress Programme: information Eansfer,

prevention projects, and the development of instruments.

3. The govemment emphasizes that it is the rcsponsibility of the employer and of the

employees to crcate a good working environmenl The self-regulation situation is

inspected by system supervision which also applies to tlrc psychosocial work side of

things.

As of the first of January 1994 the Working Environment Act will change in the light of

the European Framework Directive on Health and Safety, new Dutch legislation on the

prevention of absenteeism due to mental and physical ill health and on the grounds of the

special Dutch desirc to create a legal basis for certi$ing Occupational Health and Safety

Services.

Dutch trade unions are becoming increasingly interested in strcss and well-being at work.

Traditionally they have not had stress prcvention policies. Employers' organizations don't

seem to be rcally intercsted in stress and people's well-being at work. They are inclined to

emphasize the fact that employees usually cope with stress in their own irdividual ways

and often where such problems arc rclated to work - where health and safety :lrE con-

cemed - this is ignorcd.

6. Stress prevention is closely related to tlrc Dutch desirc to rcduce absenteeism though

mental of physical illness. Various of the stress prevention prcjects arc also tirked to

4.

5.
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7.

prcventing musculoskeletal problems and adopting a healthy tife sryle ('tlrc inte$al

approach'). Stress prevention policies arc not closely linked to other fields of economic

policy.

Until recently there has been no national monitoring system for identifying risk factors

and risk goups within the working population. The Dutch govermlent has recently

introduced a national monitoring instnrment known as 'Work stress and physical work

load', which will be implemented periodically, starting in 1994.

There is no central research fund to cover the whole quality of working life field or

subsidise research on stress and well-being at work. However, the govemment does

support research into stress problems. No official contacts exist between policy makers,

employer and employee reprcsentatives and company experts on work stress and well-

being. Whenever necessary ad hoc work or advice goups are formed. Since 1993 an

informal network exists benveen the main research groups.

There are some examples of good strcss prevention policies but they are not very well

documented. However, in as far as companies are active in this area they often focus on

individual employees instead of upon work related stress. At the moment the Dutch

govenrment is stimulating various good practice projects.

Sweden

l. Sweden possesses a comprehensive legal framework with respect to the working

corditions. The Work Environment Act applies to both the physical and psychosocial

work environment. This Act also regulates the organizational set up for healthy work: a

system of self-regulation and intemal control. The Act also includes rules on cooperation

on work environment matters between employer and employees. Apart frrom the acual

work environment legislation, there are a number of other laws and regulations that are

important to occupational health and safety.

2. Sweden possesses a large and rather unique infrastrucnrre (regarding is policies, funding

and research) and big financial resources for the (psychosocial) work environment.

8.

9.
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3. Work strcss is perceived as an important health and safety issue in Sweden The Wo*ing

Environment Act is very clear on this topic. Furttrermor€ therc are several legal

regutations (Ordinances etc.) related to strcss at tlrc workplace. Swedistt govenrment

carries out an active policy of errcouraging strcss prevention and the improvement of well-

being at worlc

The other side of the 'Intemal control coin' is system supewision by the Labour

Inspectorate: a new supervisory model of inspection of the.se syst€ms of intemal contml.

The National Board of Occupational Safety and Health ard the Labour Inspectorate have

also worked out supervisory methods for organizational and social questions.

Due to the specific Swedistr characteristics (the legal ftamework, the Swedistt hisory of

tripartite cooperation, the large institutional inftastnrcture wi& rcspect to working

conditions), Swedish trade unions and organizations of employen hardly manifest

themselves at all with 'their own' sUess-policy. The efforts of these organizations have

been mainly directed towards (a) creating Sood (funding) conditions for improving

working conditions in companies, (b) rcsearch accom panying these improvements and (c)

towards cooperation with the other parmers.

In Sweden several important statistics are publistred on work and health. Therc is not,

however, a national monitoring system identifying (psychosocial) risk factors and risk

grcups in the working population.

Knowledge may be transfened in many ways: to companies, work and health specialists

and to the general public.

In Sweden, more than in most other countries, the emphasis in on primary prevention of

stress, by changing or redesigning work organization. Various large funds have been

formed to promote a healthy work environment and work (re)organization, along the lines

of the Work Environment AcL Also the concept of leaming (by individual employees and

by organizations as a whole) has rcceived more asention in Sweden when compared to

other countries. Somewhat in contradiction with the large furding hisory and the large

number of projects in Sweden, the number of well{ocumented case-studies in Swedish

companies, as is the case world-wide is limited.

4.

5.

6.

7.

8.
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9. Recently however, some of these projects have been published by the ILO. 'Good practice

projects', for example, are those canied out by Asea Brown Bovery.

Great Britain

1. The principal law in the field of health & safety is the Health and Safety at Work Act

(HSWA, 1974). The HSWA is an enabling act, comprising general duties. Specific duties

are specified in rcgulations stipulated in the HSWA. Apart ftom this, Approved Codes of

Practice (ACOPs) are also important. The HSWA and the regulations under this act do not

contain nrles with respect to work stress.

Though the British approach to health and safety is far less rule-oriented than the

continental approach, there is on-going pressure from Govemment to reduce the "red tape"

caused by social legislation. What consequences this will have, for example for future

research efforts into work strcss, cannot be easily assessed at the moment.

The obligation to carry out risk assessment may contribute to tlrc employer's awareness

that work stress problems need to be prevented. More particularly the new Regulation on

Risk Assessment under the Management of Health and Safety at Work Regulations, which

further clarifies the concept of risk assessment in the HSWA, is important in this rcsPect.

Risk assessment as such is rooted in the (civil) common law as well as in the (criminal)

HSWA. The 1988 COSHH Regulations and the newly enacted Management of Hea1th and

Safety at Work Regulations only specify and make more explicit this concepL Until now

risk assessment has mainly been perceived as a means of assessing physical work hazards

and risks. lntroducing the new EC rules will probably also lead to psychosocial hazards

and risks being assessed that is to say, a less technical approach to risk assessment.

Another impetus will presumably derive from the increasing attention :rmong employers

being paid to total quality management and human resource management.

HSC, HSE, CBI and TUC are all active in the area of work strcss. All parties involved are

conscious that work stress is caused by a variety of factors and that one factor is seldom

ever responsible for the problem. Improvements arc proposed at individual level (mostly

by employers) as well as at group level (mostly by trade unions) and may include such

diverse activities as individual counselling and job (re)design.

2.

3.
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4. ln the past stress at work was very often described in terms of mental ill health. This may

have led to biases with respect to interpreting job design and other organizational

measures intended to rcduce stress in the work sihration. ln spite of the rcfercnce to

organizational causes of work stness in nearly all official documents, brochures ard rcports

on the subject issued by all the parties involved, this viewpoint has not become a

commonly adopted one either in practice or in research circles (only the Univenity of

Nottingham seriously underlines in its research efforts the importance of organizational

solutions in rclation to work stress).

At the same time it has to be realized that the average British employer knows very little

abut the possible benefits of job design.

A national monitoring system relating to work stress and related maters is lacking. There

arc no plans to organize such a system in the near futurc. In Britain several separate

statistics arc published which give pieeemeal information on health and safety issues.

Public authorities do not systematically pay attention to building up joint networks of

policy makers, trade unionists, employers and researchers to examine the theme of work

sfiess. However, in practice therc have been and continue to be, collaborative and public

led initiatives on mental health at work For example, HSC had such a group going under

the auspices of the Occupational Health Advisory Committee (OHAC) for several years

(this has recently been transferred to the Deparrnent of Health wherc it has been furttrcr

enxpanded).

A separate (developed) research network is also lacking. Nevertheless the group of people

involved is small and there arc ample opportunities to meet each other and to exchange

information.

In the UK where preventing stress at work is corrcemed there are no widely used best

practices (with the exception of the Post Office project). This project deals primarily with

the individual and not with the organization. Partly because of the results of this project

some companies have introduced EAPs.

EAPs are the instnrments most commonly used to combat and research (action research

and evaluate) work strcss. This approach is individual oriented and so distracts attention

from organizational causes to work stress. EAPs might also provide a rather easy way out

5.

6.

7.

8.
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Germany

1.

for employers. EAPs have led to a burgeoning commercial circuit of suppliers of all kinds

of in-company and outside sewices.

According to a European survey, strcssors in the work situation (hlgh speed, tight

deadlines, repetitive tasks, lack of autonomy) are all rclatively high both in West and in

East Germany. In addition, a recent German survey showed, that some so+alled psycho-

social work stressors (rcpetitive work, lack of opportunity for cooperation and lack of new

tasks, etc.) are morc prcvalent in the West than in the East

The German health and safety system is relatively technically oriented. The practice of

aEending to human relations and sEess in work situations is not widespread. "Stress and

well-being hang in the air", as one interviewed key-person said.

According to official govemment documents stress at work or psycho-social job demands

in general do not seem to exist in Germany. Laws, acB, provisions, rcgulations and

ordinances on working conditions such as noise, ventilation, lighting, chemical hazards,

safety, accident prevention, working hours, etc. arc worked out into deEil. The word

"strcss" does not enter into the German health and safety system.

Nevertheless, according to the German Ministry of Labour, it has been possible since

1972 to influence employees where stress and well-being in the work situation is

concemed on the basis of the 'Betriebsverfassungsgesetz' (this law deals amongst other

things with the information, consultation and participation in decision-making activities of

the work council with respect to the work environment). The 'Arbeitssicherheitsgesetz' of

1973 offen possibilities for influencing stress and well-being in the workplace through the

tasks and duties performed by occupational physicians and occupational safety officers.

They have to advise the employer, among other things in matters pertaining to 'occupatio-

nal psychology and ergonomical questions' in the organization.

It is thought that the occupational health services in Germany (and possibly in other

counuies) pay far more attention to chemical, physical and biological hazards than to

psycho-social problems such as monotonous work, the social climate, working hours, etc.

The Ministry of Labour and Social Affairs in Bonn certainly has an interest in the matt€r

but this has not yet resulted in regulations and the like with respect to, for example,

)

3.
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4.

reducing repetitive work or stimulating leaming opportunities, as is the case in the

Netherlands under the Working Conlitions Act.

As to monitoring stress surveys arc carried out on reprcsentative samples of employees in

East and West to ascertain the level of their work and job satisfaction. Neverttrcless work

and health monitoring systems are perceived as lacking in Germany. It is 'politically

undesirable', it is said, 'because monitoring studies could make situations too explicit'.

The German Ministry of Labour offers financial support to the companies that try to

improve their working conditions in a proper way. These model-projects are often

monitored by the 'Bundesanstalt fiir Arbeitsschutz' in Dortmund.They deal, for example,

with health circles where employees arc encouraged to actively participate in stating and

discussing any health-related problem they may have and any work-rclated stressor they

may perceive. Health circles create an arnospherc of tnrst. The model-projects also deal

with job redesign and stress prevention.

Results from a survey carried out in 1990-1991 amongst employers in several European

countries by the European Foundation for the Improvement of Living and Working

Conditions in private and public companies show that actions which arc often related to

problems in connection with stress at work, do not have high priority in Germany. It was

also concluded, however, that the priorities in health projects in Germany, the United

Kingdom and the Netherlands do not differ much. In all three counuies the accent lies on

reducing chemical and physical hazards. Stress and well-being is given lower priority.

France

1. With respect to working conditions French legislation is a broad and detailed part of the

Labour Code ("Code de Travail"). The emphasis is on the physical working environment

and psycho-social aspects are not explicitly discussed. This Act also regulates the or-

ganizational set up required for healthy work. The Act includes rules on cooperation in

work environment matters between employers and employees. Besides the actual worlc

environment legislation, there is the Social Security Code which specially relates to healttl

and safety at work only as far as compensatable accidents and occupational somatic

diseases are concemed.

5.
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3.

Work stress is not seen as a major health and safety issue, except by some labour unions.

Special programmes directed at the topic have not been found.

The law strongly emphasizes the responsibi[ty of the employer and employees in taking

carc to crcate a good working environmenL However, the law comprises many very

detailed requirements on the working conditions which have to be met by companies. This

does not leave much room for self regulation at company level. Moreover Labour

Inspectorate enforcements are strongly dirccted at the content of the problem and are less

corrcemed with the process of policy making in the company.

The law has been fully adapted to the European Framework Directive on Health and

Safety that exists since 31st December 1992 but it does not incorporate regulations for

differentty organizing Occupationat Health Services, for instance in terms of arranging dif-

ferent staffing because of the obligation to carry out systematic risk asses$nent in

enterprises.

Trade unions are getting more interested in work stress and people's well-being at work,

though they are preoccupied with recent unemployment problems. They lack a tradition of

suess prevention policy. Employers organizations do not have special intercst in work

stress and well-being because they believe that those problems get enough attention from

general prevention activities.

Up until now a systematic national monitoring system to identify risk factors and risk

gpups in the working population has been lacking but there is a periodical survey on

working conditions that also covers some aspects of stress problems. The data stemming

from this system is geuing li$le attention.

There is no central research fund covering the whole quality of working life field, or

research on strcss and well-being at work. Formal networks between policy makers,

employer and employee rcpresentatives and company specialists on work strcss and well-

being are lacking. There is, however, an important fund put aside for improving working

conditions.

Research stress at work is less quantitatively oriented than in Sweden and the Netherlands,

but it is developing. There is no formal contact between rcsearchers.

4.

5.

6.

7.
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8.

9.

There arc no welldocumented examples of good practice in strcss prcvention though

some action research is being done. In so far that companies aIE active their orientation is

often Owards the individual employee rather than towards work rclated stressors.

One may expect that more systematic attention will be paid to problems of stress in the

futurc for several reasoru. Thele are several subjects in Frcnch law rclating to those

problems. Secondly therc is an infrastnrcturc, which is partly active in improving working

corditions from various points of views ard thirdly, labour unions arc beginning to get

morc intercsted in those problems, although they now seem to be preoccupied with

unemployment problems.

Comparison between the countries

Types of industrial relations

The three biggest counries presented in this study (Great Britain, France and Germany) each

reprcsent a different model of industrial relations in the European context. The British system

presents a decentralised and voluntary system of indusuial rclations in which central governrnent is

traditionally reluctant to regulate labour conditions in a legislative way. Self-rcgulation by the

social parmersi at enterprise level is, in a broad and general legal context, the hallmark of the

system.

The system of irdustrial rclations in France is to a large extent formalized in the legal sense ('Code

du Travail') and centralism is its hallmark. The position of trade unions is weak. In Germany the

system of industrial rclations is also strongly formalized. ln the labour law field many acts and sub

regulations exist. At the same time the position of the unions at enterprise ard sectorial level is

stong.

The system of industrial relations in the Netherlands has a lot in common with the German system.

Neverttreless, the Dutch system is higtrly centralized and lays a heavy accent on establishing a

consensus betrreen the social parhem and national govemment. The Swedish model can be seen as

a form betrreen the Dutch and German systems. Its main characteristic being that it has centralized,

nation wide, collective bargaining. The power position of the unions is relatively strong.
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Legal Franen)ork

Table I srmmadzes various aspocts of the law and its adminishation in ttrc four Mernber Starcs

and Sweden

xt
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(t) This table demonstrates that a distinction can be made between the group of courtries with and

without framework legislation Sweden, the Netherlands and Grcat Britain have general franework

acts on working conditions. This kind of legislation makes quick ard efficacious adaptation

possible. In principle, adapting or introducing rcgulations or ordinances under the law is enough.

Guidance is also of importance ard can take different forms (codes of practice and simple guide-

lines in the UK, "Voorlichtingsbladen" in the Netherlands). France has organized its working

corditions legislation in the highly deailed Code du Travail. Apart ftom this the Code de la

Securitd Sociale is of importance. Germany has a higily ftagnented system of labour laws and, as

in France, much rclevant social security legislation. In Germany the reunification of West and East

together with the need to implement the framework directive will probably lead to renewals in the

existing national legislation wherc working conditions are concemed.

(2, 5, 8) Characteristics of frarnework legislation are: broad coverage of risks (health, safety and

well-being at work), self-regulation as the guiding principle of the legislation (i.e. the recognition of
joint employer and employee responsibility for working conditions at enterprise level) and system

enforcement instead of an approach of penalizing adopted by labour inspectorates.

(3, 6) What is noteworthy is the fact that so far Sweden is the only country which has separate

work stress prevention ordinances under its working conditions act. The Dutch legislation refen

particularly to well-being at work. Sweden also sees work stress and well-being at work on the

basis for specific regulations. In the Netherlands the intention is to do the same from lst January

1994 onwards on the basis of the Working Conditions Act. Although the term welfare is used in

the British HSWA in connection with health and safety the real significance of this t€rm (shower

and sanitary facilities) is much more limited than in the comparable Dutch and Swedish working

Environment Acts. Under the influence of the framework directive this may very soon change,

because of the obligation to carry out regular risk assessments not only with the traditional safety

and health hazard but also in the psychosocial hazard area-

(4) The obligatory implementation of the framework directive into national legislation was only

realized in 1993 in two of the four EC countries included in this research project: France and Great

Britain. Probably from lst January 1994 the Netherlands will implement it too.

(7) Finatly, little fundamentat difference exists between the five countries as regards their or-

ganization of national infrastrucurre in the field of health and safety. AI1 countries possess one or
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more labour irupectorates. Moreover, all cormtries dispose of at least one privae or public national

institute which e,rdorses trcalth ard safety policies at ftm level (training, documcmtation" rcsearctt).

Work stress pruention in gewral

Table 2 summarizes these aspects for the five counties examid.
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(l) Work stress and the need to prevent or combat it, is not an issue that is equally important in all

five countries. Again the countries with framework legislation are the most sensitive in this respect.

(2) The same conclusion can be drawn about the involvement of the social parhers and the

organization of special govemment prevention progammes.

(3) It is only in the UK that bottl sides of industry organize stress prevention activities either

separately or in cooperation with HSC and HSE. ln the Netherlands only some trade union

organizations pay systematic attention to prcventing work stress but not on a regular basis.

(4) The funding of health and safety activities is very often a mixturc of public and private funds

and all but one of the countries researched (Sweden) experienced a structural shift towards

privatization of funding. In Sweden only company health care is to be privatized.

(5) A weak point of health and safety efforts in all five countries is the isolation in the worker

protection field. Nowhere are explicit lirks made with, for instance, industrial or economic policies.

In three countries there is an overt connection the social security system: in Germany, France and

the Netherlands.

Different aspects of work srress prevention acrtvities

Table 3 summarizes various aspects.
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(1, 3) Taking a closer view at various aspects of work stress in Table 3, the first conclusion is

again, that there is a differcnce between the countries that do and do not have ftamework

legislation. On the whole it is the countries that do have framewo* legislation which have

organized most preventive activities ranglng ftom well-developed research efforts to disseminating

knowledge on how to combat work strcss.

(2) Though various monitoring systems do exist in dl countries, national monitoring systems which

cover all aspects of health, safety and well-being at work are still lacking. Only in the Netherlands

have recent attempts been made to develop such an integrated monitoring system. Stess at work is

monitored in Sweden, the Netherlands and recenfly also in Great Britain.

(a) Speciatized formal stress research networks or research groups arc prcsent in Sweden the

Netherlands and Great Britain and to a lesser extent also in Germany and France.

(5) From the angle of work stress prevention the attention given to job redesigning because of work

strcss is only to be seen in Sweden and the Netherlands though it is not completely missing in the

other countries. In France, for instance, there is a fair amount of job redesigning going on but this

is not primarily stimularcd by work stress.

(6) What is significant is the grcat popularity of employee assistance progf,ammes in the UK. This

kind of approach concentrates on the individual causes of work stress.

(7) Regrettably the number of good solution examples in the five countries is limited.

Recommendations

Looking to $le various aspects of health and safety and more particularly to the aspects of work

strcss prcvention orp may distinguish between two grcups of countries. Though therc are some

obvious differences there is on the one hand a grcup of countries which already pays quite a lot of

careful attention to preventing work stress. These counuies are Sweden, the Netherlands and Great

Britain. Ttrc second group of countries (Germany and France) experiences morc difficulty in

recognizing work strcss as an important policy iszue. Neither the individual approach nor the

organizational approach is important to health and safety policies. This does not mean that sEess
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prcvention or job redesign approaches are completely lacking. The differcnce between the nvo

goups of countries can partly be explained by the acEal differences bef*,een the models of

industrial relations that have been distinguished. What seems to be even more important is the

presence of national framework legislation The three countries with developed work strcss

prcvention progfimmes all are countries which possess framework legislation in the field of health

and safety.

There are a good number of reasons for furtlrcr developing an EC wide stress prevention policy.

This study shows that particular aftention has to be paid to:

- cost/benefit analyses of health and safety efforts on national and European levels;

- the development of compreherrsive European, national and sectorial monitoring systems

into health and safety and stress and well-being at work;

- the development of national examples of good practice conceming the prcvention of su€ss

at work;

- stimulating the transference of relevant and up to date krrcwledge to companies and

employees;

- the formation of national and a European wide network of stress researchers.
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t. INTRODUCTION AND AIMS OF THE STT'DY

1.1 Introduction

In 1993, at the request of the Dutch Ministry for Social Affain and Employmenl the NIPG section

of the Leiden based TNO Instihrte for Preventive Health Care, carried out a study in which a

comparative inventory was compiled of the regulations, policies and practices abided by in five

European countries (the Netherlands, Sweden, the United Kingdom, Germany and France)

pertaining to preventing stress in the work situation and to improving people's well-being at work.

Several backgrounds

The study was brought about by:

(a) The European framework directive on health and safety at work (89/391/EEC) that came into

force on lst January 1993.

Although stress and well-being at work are not as such elements that are central to the framework

directive a certain arnount of attention is given to these aspects in article 6 of the above-mentioned

directive. The framework states, amongst other things, that the employer has 'a duty to ensure the

safety and health of workers in every aspect related to the work, following general principles of

prevention: avoiding risks, evaluating the risks which c:mnot be avoided, combating the risks at

source, adapting the work to the individual, especially as regards the design of work places, the

choice of work equipment and the choice of work and production methods, with a view, in

particular, to alleviating monotonous work and work at a predetermined work-rate and to reducing

their effects on health'.

(b) The need for effective national and intemational policies on stress prevention and healthy

working conditions. To illustrate this need the Intemational Labour Office recently published a

Conditions of Work Digest entitled 'preventing stress at work' (\-O 1992) and several projecs are

being pursued by the European Foundation for the Improvement of Living and Working Conditions

(Wynne 1990; European Foundation, 1992). Well-being at work was one of the priorities of the

1992 European Year of Safety, Hygiene and Health Protection at Work.
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(c) The fourth new Action Programme (1993-1998) of the European Commission.

In this Action Programme, which has been published shortly, special reference is being made to

rules and practices conceming people's well-being and stress at work.

12 Aims and objectives of the study

Aims

The aims of the study arc threefold:

(1) To get a general impression of the ways in which certain EU Member States and Sweden

actually observe legal and non-legal requirements relating to people's well-being at work and

prevention of stress at work. The focus will be on the several parties involved: policy makers,

labour inspecbrates, research institutions, employers and trade unions.

(2) A second objective will be to implement the resuls in order to improve the quality of policies

on working life in the Netherlands as well as in the remainder of the EU.

(3) To build up a special network composed of policy makers, union representatives, employer's

organizations and researchers for the purposes of periodically exchanging information on stress and

well-being at work within European countries.

Research issres

The particular issues to be pursued in this study (see also the topic list rn Annex /) are the

following ones:

a. Legal and non-legal regulations, policies and enforcement with respect to strcss and well-

being at work in the five countries compared; current changes arising from European

developments; relations with related fields such as social security, labour market policies

and the system of labour relations and technology policies relevant to the issue.

b. The current development of the interventionist role of govemment in the context of the

growing importance of European regulations and the roles fulfilled by other relevant

factors like the social partrrers, sectorial organizations, research institutes. In this respect

special attention will tre given to the concept of self-regulation at company level. Self-

regulation underlines the joint responsibility of parties within a company to provide for
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c.

d.

health and safety at work. Self-regulation therefore obviously leaves room for manoeuvre

where general legal rules are concemed and is, as such, a oommon concept in framework

legislation where the aspects of health and safety arc concemed. The European framework

directive on health and safety at work also contains rules on self-regulation.

The research infrastructures in the five countries.

An invenory of 'the best' stress prcvention projects ('examples of good practice'

emerging from companies in the five countries examined; including the efficacy of these

projects.

Methods

The project was mainly explorative. Data was collected by means of interviews and via other

sources.

(a) Interviews

In each country a list was drawn up of a restricted number of key informants. These informants

were comprised of government representatives (mostly drawn frrom Ministries of Labour), labour

inspectorates, central organizations of employers and employees and stress research groups. The

interviews took place between April and September 1993. Annex I lists the names of the persons

who were interviewed in each country.

(b) Other sources

The key informants provided us with detailed written information (govemment publications,

research reports, brochures, books and joumals). These sources of information werc also studied

and are listed at the end of each chapter.

1.4 Structure of the report

Each country is discussed in a separate chapter in the following sequence: the Netherlands (Chapter

2), Sweden (Chapter 3), the United Kingdom (Ctrapter 4), Germany (Chapter 5) and Frarrce

(Chapter 6). In the final chapter the similarities and differences between these five countries

compared are discussed.

1.3
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Where po$.sib.le a simiiar stnrcture was kepJ to for each of the chapters (i.e. fiom Ctrapter 2 to

Chapter 6). lIowever, due to differences in leglsladon, national infrastnrcture, prevention policies,

and/or the infomrafion available deviations from this unifomity are sgmetimes unavoidable.
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) TIIE NETHERLANDS

2.L Facts and figures on working in the Netherlands

2.1.7 Facts and figures

The Netherlands has about 15 million inhabitants. In 1992 the total labour force (i.e. the number of

people employed together with those officially registered as lmking for employment) was almost

6.3 million. Of these, almost 5.9 million had jobs and 400,000 were unemployed. The unemploy-

ment rate is about 57o (CBS 1993). Some 607o of the labour force is male while 4O?o is female.

Table I shows how the Dutch work force is composed.

Tda 2.1 Number ol people employed (15{4 years old) in each industrial brandr, in peroentagm 0992) (CBS 1990)

lrdustrial brarrch Number ol
malee

employsd

Number ol
femalee

emp{oyed

Tohl number

employd

Agdculurc and lishing

Manuhcturing

Comtruclion

Disfibutirc trade, holels and catedng

Traneprt and communicalion

Business servic€o

Oher servirs

5

24

I
17

I
'11

6

3

10

1

n
3

12

51

4

19

6

t8

7

1t

35

The Nelhedands

The business and non commercial ('other') service sectors employ the largest numbers of people.

They account for 46Vo of the total work force in the Netherlands. Rougtrly 25Vo of the work force

is employed in manufachrring and construction. The typically male dominated branches of industry

are manufacturing and construction while the typicatly female dominated arcas are the business and

other services sectors.

With regard to personnel numbers and company size the distributive trades, hotels and catering

branch, which accounts for about 40Vo of all companies, is by far the largest while the transport
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industry with around 47o of businesses accounts for the smallest portion. [t is important to mention

that 98Vo of all the businesses in the NetherlanCs are small to medium-sized (1-100 employees).

The larger businesses (> lm employees) are concentrated mainly in the two arcas of manufacturing

and 'other' services industries.

In the Netherlands a large number of employees have been declared medically unfit to work. In

1992 this applied to a some 900,000 employees. The high levels of absenteeism due to illrrcss ard

the large numbers of employees incapacitated because of psychological disorders and problems of a

depressive nature arc presumed o be causally rclated o work suess. A survey conducted by

Griindemann et al. (1991) showed that according to 58% of the employees who were psychologi-

cally incapacitated mental stress was cited as the sole or major factor responsible for their

disablement and 35Vo of them stated that they might have been able to continue working if at an

earlier stage preventive measures had been taken.

These figures make it clear that, to a large extent, inability to work is related to stress at work and

the figures also prove that in many cases such unfitrrcss is avoidable. The Dutch regulations,

policies and practices linked to preventing stress in the work sitrration are heavily influenced by the

demand within Dutch companies to decrcase absenteeism due to mental and physical illness.

44Vo of all employees have access to occupational health services.



TNO report

NIPG 94.N9

The work envirorunent

Table 22 shows that in general the work environment in the Netherlands is more favorable than in all other EU-

countries with the exception of'high speed' and 'short cycled work'.

TaUe 22 Some aspect ol the work environm€nt in Germany (Paoli, 1992)

AITEII-
countic

Noh€r-
hnds

percenage ol wodorE expo6€d b noiss
at loast 25 % of the lime

penenage ol workers working in parnful

posfllo(E at leet 25 7o of he time

percenhge of workers canying heavy

loads at least 25 % of time

percsnEge of workerc working at high
sp€ed al least 25 % of fie lime

percenage of worloE working h tight
deadlines at least 25 7o ol time

percenEge of worloa doing short
repelilive taslc at least 25 %
of time

psrcsnbge ol worfiso not able to change
lasldTork methods

prcenhge ol worlcns not able to change

spoed/rah ol wort

19.6 n,0

42,2

47.3

2.,1

21,6

55,8

37.1

51,1

25,7

30,7

48,9

50,9

37,6

22,0 35,2

2.1.2 Type of industrial relations system

In the Netherlands the industrial relations system is very centralized and there is much accent on

crcating a consensus between the social partners and national government. Labour relations can

generally be characterized as harmonious. Serious conflicts are rare. The main central employes'

organizations are the general VNO (Federation of Dutch Industries) and the Cfuistian NCW (Dutch

Federation of Christian Employers). Employees are organized in sector unions which fall under

central national union organizations. The most important ones arc: the social democratically

oriented FNV (Federation of Dutch Trade Unions), the Cfuisrian CNV (National Christian Trade

Union) and the MIIP (Trade Union Federation for Middle and Higher Personnel). These org-

anizations of employers and employees which operate at a national level carry a lot of weight in

Dutch politics.
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2.1.3 Summary

The Dutch regulations, policies and practices connected with preventing stress at work are greatly

influenced by the need - expressed within Dutch companies - to decrcase absenteeism caused by

physical and mental illness. Work relations arc generally harmonious and centralizeA organizations

of employers and employees form a powerfrrl force within the Dutch politicat arena-

22 Legat framework'

2.2.1. Structure and content of the legislation on working conditions

The most important piece of legislation to do with the quality of working life is the Working

Environment Act (WEA). This Act ('Arbowet') was passed in Parliament in 1980 but it took ten

years for it to be fully implemented. At the moment a deregulation committee is prcparing

proposals which may lead to the deregulation of the WEA. The Working Environment Act aims to

increase levels of safety in the workplace and improve the physical and mental health and well-

being of employees. As of 1990 all persons working for an employer are covered by this Act both

in the private and the public sector and in large corporations as well as in small firms.

The WEA is primarily an enabling acc it is essentially a framework which forms a basis for more

detailed decrees. There are three kinds of decrees and they relate either to a specific sector (e.g.

industry and workshops), a particular working conditions' problem (e.9. the Asbestos Decrce), or to

organizational aspects (e.g. having to specify the contents of an annually produced working

environment plan). The next level down is that of the 'general guidelines' ('P-bladen', 'V-bladen')

specified by the Labour lnspectorate.

Another important aspect of the WEA is, ttrat it defines the roles of the Minister, the Labour

Inspectorate, employers, employees, work councils and safety and health specialists. The WEA

regulates the organizational structure of occupational safety and health systems within companies

and the way in which public supervision and monitoring are to be organized. The Act stipulates

basic standards for physical and psychosocial aspects of the working environment.

Parts of this paragraph are based on Bayens & Prins 1990.



TNO report

NIPG 94.N9

Self-regubrton

Self-regulation is an important concept underlying the Wofting Environment Acc concem for

safety, health and well-being at work is generally placed with the employer 'In organizing work,

the methods of production and work adopted must be such that the highest possible level of safety

and health protection is attained and people's well-being is improved'. To establish these conditions

the employer has to cooperate with the employee who also has his obligations.

Cooperation between employer and employee

The employer is thus responsible for the working environment: 'In organizing work the methods of

production and work adopted must be such that the levels of safety and health protection reached

are as high as they possibly can be and the well-being of individuals is improved'. To a certain

degree employees arc also responsible for their own health and safety and are obliged to cooperate

with their managers in such matters. The Works Council Act regulates certain employee's rights

like, for instance, the writing of the annual plan for the employee's safety, health and well-being

policy and producing the annual report on his actions that has to be presented to and discussed with

the works council. Other mafiers to be discussed with the works council may be things like new

investrnents, acquiring new premises, introducing new materials or working methods, monitoring

results or bringing out accident reports and absenteeism figures. The works council also reserves

the right to accompany labour inspectors on company visits. In the Netherlands it is seen as vitally

important for employees to be able to influence their enterprise's policies.

Well-being at work and stress at work

The words 'stress at work' are not literally written in the WEA and the facet of well-being is

comparatively new in Dutch legislation on working environments. As to the psycho-social aspects

of the working situation, the part of the legislation that refers to the well-being of employees, in

article 3 of the WEA, states that:

- 'Ernployees should have the opportunity to organize how they work themselves which

will depend upon what their professional qualifications are'.

- 'Employees should be able to set their own work pace'.

- 'Each employee has the right to be informed about the purpose and the results of his or

her work'.

- 'Employees should have opportunities enough to maintain contacts with their colleagues'.

- 'Ttle workplace should be designed according to modem ergonomic principles'.

- 'Monotonous and repetitive jobs should be avoided'.



TNO report

NIPG 94.N9

- 'Differences between people's personal characteristics, such as age, gender, physical and

mental constitution, job experience, skills and knowledge of the work terminology, should

all be taken into account'.

- 'Hazards to safety and health must, as far as is practicable, be prcvented at their source'.

According to ttrc acting Minister for Social Affairs and Emplolment in the Netherlands 'these

ground rules are the essence of systematically preventing strcss at work' (de Vries 1990).

Related legislation and agreements

Apart from the WEA there are other laws relating to working conditions that may also be relevant

because directly or indirectly they may affect the employer's working conditions policy (Bayens &

Prins 1990). These laws are listed in Table 2.

T$lo 2.3 Lam connected witlr mrting conditiors

10

1. AcG on sably and halth 2.

' Wukiry Environment Act

' Mining Act

' Home Work Act

' Oftlrom Labour Act

' Dangerous Macirinery Act 3.

' Pr€ssun Vessels Aa
' Dangerous Subslancss Act
' Nrchr Energy Acl 4.

' Pssticid€s Act

5. Acb on preventing abeenheism dr.re to mental or physical ill healh

' The Reduciion of Wortt Disabl€msnt Acl (TAV)
' The Reduclion of lllness Abeenl€sism Act (TZ)

AcG on wuldng ho.lr

' The Redudion of Enlillement to Wort( Disatili} Ben€fils Act (TBA)
' The Work lor Handrcapped Workerc Acl ('WAGW')

From time to time these acts are adapted to suit new circumstances, shifls in insight or political

interests. Together they constitute a framework for Dutch legislation on the quatity of working life.

A great number of decrees ('Algemene Maatregelen van Beshrur, MnisteriE'le Besluiten', i.e.

General Administrative Regulations, Ministerial Decrees) and codes of practice are based on these

laws.

Waking Hora Acl
Slaredoting Act

DrMng Hars Acl

lndustrial Democncy
' WodG Courrcib Aci

Employee Insurance Acls

' Si*n6s Benelis Aci

' Diseblement lnsuranco Act
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2.2.2 Special legal regulations relating to stress at the workplace

Apart from the 'well-being' part of the WEA (2.2.1.) there arc no special legal regulations rclating

to sfess in the workplace in the Netherlands.

2.2.3 Infrastructure

The WEA is administered by the Labour lnspectorate which falls under the jurisdiction of the

Ministry for Social Affairs and Employment. Some 300 Labour kupectors spread over eight

districts are supervised by the Central Service in The Hague known as the Labour Direcorate-

General which is part of the Ministry for Social Affairs and Employment. It seryes as the policy

departnent of the Labour lnspectorate (see also 2.2.6 and 2.3.1.).

In the Netherlands there is no central research fund for the whole quality of working life field or

for the field of sress at work and well-being (see 2.4.2.). Nevertheless the central govemment (in

this case the Labour Directorate-General) employs the active policy of directing and granting

research in these fields.

In the Netherlands there are no formal networks between policy makers, employer and employee

representatives, researchers and company specialists when it comes to preventing stress at work and

safeguarding people's well-being. However, when at times the govenrment considers ttris to be

necessary, ad hoc working grcups and advice bodies will be formed to represent the social parmers

and stress experts and advise the government on policies. Since 1993 an informal network has

been set up between the various research groups (e.g. on cooperation, national and intemational

funding possibilities, information exchange, instruments and monitoring, prevention projects etc.)

(*e 2.4.2.).

2.2.4 The Framework Directive and its consequences

The Working Environment Act is to be amended on 1st January, 1994 as a corollary of (a) the

coming into force of the European Framework Directive on Health and Safety, (b) new Dutch

Iegislation connected with preventing absenteeism because of illness or disability and (c) the

'special Dutch desire' to create a legal basis for certifying Occupational Health and Safety Services.
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The major changes will be:

- Al1 employers will be obliged to assess the risks within tlrc working environment.

- They will also have to make clear what measures are to be implemented if risks in the

working environment are to be decreased.

- They will also be obliged to implement a policy on sichiress absenteeism (preventiou

control and guidance).

They will have to engage professional help on health, safety and matters of well-being

(and, in larger firms: Occupational Health and Safety Services, 'Arbo-diensten').

It is anticipated that in the near future European Dircctives will have a grcat influence on Dutch

policies and legal regulations. Where the European Commission's (Dircctorate General V) 1993-

1998 Aaion Programme is concemed the Dutch Ministry of Social Affairs and Employment has

stressed the importance of giving priority to reducing psychosocial risks. The same Ministry is

strengthening its intemational ties for the purpose of agreeing upon work stress policies and is

seeking cooperation with other European countries and Sweden.

))< Enforcement practices

The WEA is administered by the Labour lnspectorate which falls under the jurisdiction of the

Ministry for Social Affairs and Employment. The 300 labour inspectors spread over eight districts

operate under the supervision of the Central Service situated in The Hague (the Labour Directorate-

General). Labour inspectors have the power to issue 'dircctives' and lay down 'requirements'. The

inspector can even put a stop to an activity if there is immediate danger.

At the end of the eighties the Labour Inspectorate was rcpeatedly criticized for its enforcement

practices. The main criticisms were 'that inspectors did not visit enough companies' and that 'when

they did visit a company they went into too much detail during inspections' and finally that

'inspectors did not concentrate on systematically inspecting the general work environment policy of

the company'.

Partly in reaction to these criticisms the Labour lnspectorate amended its policy and published a

broad-based policy programme selecting different approaches for different branches of industry.

Priority was given to t}re high risk branches. The Labour Inspectorate is also changing is
inspection policies by adopting a systems approach. Nowadays labour inspectom focus upon

checking the specific organizational set-ups chosen by employeni to ensure that wolking conditions

I2



TNO report

NIPG 94.M9

are good. The organizational set-up includes the ways in which responsibilities arc distributed, the

ways in which self-inspection is carried out and risk-invenories are compiled by the company, how

action plans are drawn up, how cooperation between employer and employees is organized etc. At

the same time labour inspectors check to see whether the employer satifies the minimum working

conditions requirements.

When it comes to inspecting the psychosocial aspects of the work environment (WEA, article 3) the

outcome of the systems aproach emerges from the six 'system questions' posed by labour

inspectors. The six system questions which are based on new European legislation and certain

Dutch laws to do with avoiding absenteeism through illness and disability and, upon certi$ing

Occupational Health and Safety Services (see also 2.2.4.) are the following:

- Does the company pay enough attention to psychosocial factors when assessing and

evaluating the risks?

- Does the company pay enough attention to psychosocial factors when it comes to

educating and training on working conditions?

- Is (middle) management well enough provided to support employees in coping adequately

with work strcss?

- Are personal characteristics taken into account when tasks are composed and distributed?

- Does the company pay enough aEention to the aspect of stress when changing its

pmcesses or organization?

- Does the comPany pay enough attention to stress when it implements its policies to

prevent absenteeism through illness?

2.2.6 Connections with other policy areas

The Dutch govemment's Working Environment Act is linked to social security policy regulations

(where absenteeism and unfitness to work are concemed). The industrial policy relations are

limited. At the moment two progmmmes exist, one entitled: 'Quality and logistics' that is being

canied out in cooperation with two federative trade unions and the Ministry of Economic Affairs

and one entitled: 'Technology, Labour and Organization' being done in cooperation with the

Ministries of Education and Economic Affairs. There is great bureaucratic segrcgation between

social and industrial policies.

t3
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Recently, in order to stimulate a broader approach to stress related problems. the Dutch Ministry

for Social Affairs intensified cooperation with the Ministries of Health, E<lucation and Intemal

Affain and with the general work disablement funding body.

2.2.7 Summary

In the Netherlands the legal frarnework pertaining to working conditions is broad-based. The

Working Environment Act applies to the physical as well as to the psychosocial aspects of working

environments and it regulates the organizational set up leading to healthy working conditions: it is a

system of self-regulation and internal control which also applies to the psychosocial working

environment. The Framework Dircctive, together with new Dutch legislation on preventing absen-

teeism through mental or physical unfitness and the Occupational Health and Safety Services, will

inevitably affect Dutch legislation. The Dutch govenrment's working conditions policy is

Iegislatively linked to the social security policy.

23 Work stress prevention in general

2.3.1 Govemment

Since 1985 the Dutch Ministry responsible for stress related matters, the Ministry for Social Affairs

and EmploymenL has pursued a work stress policy programme. The recurrent terms in this

prcgramme are: 'time pressure' and 'work pressure' ('werkdruk'), 'well-being' ('welzijn'),

'emotional workload' ('emotionele belasting') and 'psychosocial workload' ('psychische belasting').

Where the Ministry is particularly active is, for instance, in the area of developing instruments to

analyse and monitor stress (see 2.4.1.), transfer and dissemination of knowledge (see 2.4.3.). and in

enforcing practices (see 2.2.2. and 2.2.5.). The Labour Directorate-General (of the Ministry for

Social Affairs and Employment) has played an important part in granting permission for research

projecs to go ahead. Generally speaking this research is very much of an applied nature and it

tends to be related to the preparation and enforcement of new legislation.

14
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As was mentioned in 2.2.6., the Dutch Ministry for Social Affain has recently intensified its

cooperation with the Ministries of Health, Education and Intemal Affairs and with the general work

disablement funding body.

Where work stress policies are concemed the Ministry is broadening its intemational network by

seeking cooperation with ottrer European countries and Sweden

2.3.2 Employers

Employers' organizations show little interest in this matter expressing doubts about the correlation

between stress at work and absenteeism due to physical or mental ill health.

Traditionally they emphasize that individual differences between employees determine how people

will cope with strcss.

In collective agreements recently made between employers and employees it has been decided that

employers must specify exactly what work sEess problems exist within their particular company.

2.3.3 Trade unions

Trade unions are becoming increasingly interested in people's stress and well-being at work. Up

until now their efforts have been mainly directed at inlluencing legal regulatiors, in particular, the

new Working Environment Act. The powers they have to deal with working conditions are limited.

The leading Dutch trade unions got together to compile an information booklet on stress prevention

at work which is directed at employees and their organizations (Kompier et al. 1990). They did not

indicate how their members try to prevent work related stress arising in their companies. Neverthe-

less, certain unions (Dienstenbond FNV, lndustriebond FI\W) are developing their own policies on

stress and well-being at work. The Ctristian union (CNV) recenfly canied out a study on stress

among young employees.

Sometimes employers organizations and trade unions do fund research project into strcss and well-

being at work.
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2.3.4 Summary

In the Netherlands, just as in many other countries, it has for years been customary in the field of

occupational health and safety (i.e. policy making, legal regulations erc.) to devote most attention to

the 'traditional areas': ergonomics, physical health, (technical) safety and toxic substances. In more

and more cases a balance is being created between these traditional aspects and 'modem'

psychosocial problems. Sirrce much absenteeism through mental and physical ill heatth has been

causally related to strcss developments in this area have gairrcd renewed impehs. Other stimuli

have come frrom modem theories rclating to human resource management, total quality miuragement

and maintaining healthy organizations.

In the view of the Dutch govemment work stress constitutes a major health hazard which is why a

special progmmme has been set up to reduce such stress.

At a national level there is hardly any coordination between Durch unions and employers'

organizations on the matter of stress and well-being at work.

2.4 Work stress prevention activities

2.4.1 Monitoring the various factors

Up until now there has been no specific monitoring system on a national scale to identify the risk

factors ard risk groups in the Dutch working population. Monitoring is an important aspect of the

Ministry's general policy progmmme and a key feature of the Dutch Ministry for Social Affairs and

Employment's stress progmmme. A national monitoring system on stress and physical wor*load

has recently been made available (see 'new instmment' below).

Several studies

Up until now several studies suppofted by the Ministry (Houtrnan & Kompier 1993, based on data

from the Dutch Central Statistical Office; De Heus & Diekstra 1992) have been carried out. The

aim behind these studies was to identify the main risk factors ard the main risk groups in the

Dutch working population and the ways in which these risks have developed during the last decade.
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It was revealed that a big portion of the Dutch working population risks suffering frronr stress at work In 1989 half of all

employees worked at a fast pace and for almost threequarters of them ttre prornotion prospects were pq)r. One third had

little charrce of bettering themselves in the work siuration ard had moreover work positions that poorly matched up with

their education and/or experierrce. The individuals exposed to high worting psces were found to be employees in

commercial services, in the health and veterinary sector, trade, rcad transport and people employed as managers, secretaries,

physicians, nurses or other health workers and catering personnel. The 'intellechul discretion' risk groupc were found !o be

employees in road transport (cargo handlers, drivers etc.), cleaning personnel ard pcople working in the housekeeping and

caring sectors. Those at risk of experierrcing physical stress wcre employees in industry, the construction branch, agriculnrre

and road hansPorL Analyses carried out over a period of tinre showed unfavourable dcvelopment with some of the stressors,

espocially where 'high work pace' or 'poor fit between ac&ral work and educational background or expcrierrce' and 'poor

promotion prospects' were concemed (Houtman & Kompier 1993).

Apart from these sources, there are several other national statistical sources; for instance the figures

on absenteeism due to mental or physical ill health (see Smulders & Bloemhoff 1991).

New iwtrwnent

In 1993 together with the national Wage Control Service ('LTD', part of the Ministry for Social

Affairs and Employment) NIPG-TNO developed a national monitoring instrument known as 'Work

strcss and physical work load'. The project (Houtrnan et d. 1993) was backed by the Ministry for

Social Affairs and Employment and it aimed to measure:

the work stress and physical work load risks;

the risks that work stress and physical work load pose to health;

the policies and action plans that companies adopt to cope with these risks;

what are the factors facilitating and inhibiting prevention.

The instnrment consisted of a questionnaire to be filled in by employees and interviews to be done

with employerslrnanagement and employee representatives (e.g. works councils). The instnrment is

to be used periodically, nation-wide and will be started up in 1991.

2.4.2 Research groups and research networks

There is no national research fund that covers the whole field of working life quality, or strcss and

well-being at work. Each year several research project are carried out ils part of Dutch Ministry of
Social Affairs and Employment's Stress Programme (see also 2.3.1. and 2.4.3.). A certain amount

of research is done for the EU (DG V) and for the European Foundation for the Improvement of

t7
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Living and Working Conditions situated in D,ublin. Universities tend to draw on their own furds

and they sometimes also carry out studies for the Ministry for Social Affairs or on behalf of

various branches of industry.

The most important research institutes and groups arc listed below.

TNO Instirute of Preventive Health Care (NIPG-TNO)

This Institute (employng about 150 penons) is one of the 25 researctr institutes of TNO, the Dutch

Organization for Applied Scientific Research. It is currently carrying out a big rcsearch progxamme

on strcss and well-being at work (coordinated by Dr. Kompier) which is basically of an applied

nahrrc. The main research themes are: monitoring stressors ard stress reactions (via questionnaires,

checklists, administrative data, psychophysiological tests), developing a description, assessment and

job (re)design methodology ('WEBA', see also 3.2.) and identifying the occupational groups at risk

and establishing how prevention and intervention can be achieved.

With this prognunme the NIPG aims to meet the Dutch Govemment's requirements (i.e. chiefly

those of the Ministries of Social Affairs and Employment and Health), the requirements of industry,

employers and labour organizations and safety and health experts. Many projects are carried out on

behatf of the Ministry of Social Affairs or on behalf of intemational organizations: the Intemational

r abour Office (Geneva) and the European Fourdation for the Improvement of Living and Working

Conditions (Dublin) and also in cooperation with the Karolinska InstiEtet in Stockholm.

Another TNo-institute (the lnstitute of Human Factors) does a certain amount of research into

stress, concentrating chiefly on the psychophysiological effects of stress and mental work load

(Profesor Gailard). These two TNo-institutes cooperate with each other.

The Dutch Working Envirownent Institute NIA

This large institute for working conditions (employing about 150 persons under the directorship of

professor Allegro) provides consultancy, research and training facilities on working conditions.

Where well-being is concemed most research and training is directed towards the development and

implementation of WEBA in cooperation with NIPG-TNO. (WEBA is a Dutch abbreviation for

well-being at work). With this methodology the well-being part of the Work Environment Act

(article 3) is used for the description, assessment and redesign of jobs. This approach fits in with

modem concepts of organizational leaming and human resources managemenl
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Universities

Several faculties of universities in the Netherlands, mostly deparunents of occupational psychology

or 'work & health psychology' do research into stness and well-being at work. Some of the shrdies

are (with the main rcsearch themes listed in brackets): at the Universities of Amsterdam (professor

Meijman, mental workload), Maastricht (dr. Nijhuis, prevention projects, social medical guidance),

Nijmegen (professor de Wolff, stress theories, dr. Schaufeli, bumout), Utrccht (professor Winnubst,

stress and health, dr. Schreurs, coping styles), I-eiden (professor FoL work organization, professor

Maes, health promotion, professor Diekstra, monitoring). As with stress theory some of the research

grcups focus primarily on the role of work factors in the stress pmcess and - in the tradition of the

Working Environment Act - on primary prevention, whereas others are only intercsted in individual

differences between employees and in individual coping styles.

IVA Insilrute for Social Research

This institute which is part of the University of Brabant has canied out several studies into

absenteeism due to illness, stress and occupational health care in schools. It is also carrying out a

study into violence and aggression in the workplace.

Private market: Consultancy and Training Bureaux

In the Netherlands, as for instance in the USA, there is a growing market for 'courses on work

stress'. There are now many training agencies and consultancy bureaux (most of which are small

ones). Hounnan & Kompier (1993) recently reviewed these bureaux and evaluated the quality of

their products. It was concluded that the usefulness of most courses the offer is dubious.

2.4.3 Transfer and dissemination of knowledge

Safety and health specialists should be better educated and trained in matters relating to stress at

work Such a training is provided by, for instance, the Dutch Working Environment Instiftte NIA.

Labour inspectors are also trained in monitoring psychosocial problems. Company doctors are

trained by NIPG-TNO, by the University of Amsterdam, the Free University of Amsterdam and the

University of Nijmegen.

The Ministry for social Affairs has an active policy on information transfer.

Some examples of the schemes supported by the Ministry are listed below:
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The Dutch Handbook on Work Stress (Kompier & Marcelissen 190) prcsents a system-

atic step by step guide to identifying and effectively hardle strcss at work. This book is

written for managers, trade unions, health ard safety committees, works councils,

professional occupational health care and welfare counsellors and other experts within

organizations. Four editions have appeared since 1990 and the book is highly praised by

its users (Kamphuis et al. 1992).

The booklet: 'SEess at the workplace? Do something about it!' (Kompier et al. 1990)

aims to inform employees and trade unions about the possibilities they have within their

power to identify and handle stress at work. This booklet is distributed by the three largest

Dutch trade unions.

In 1993 a documentation sheet aimed at companies ('Voorlichtingsblad Werkdruk') was

published on work stress.

The Ministry co-sponsored - and participated in - several television programmes on the

identification and prevention of stress in the work situation and produced a video on stress

that was directed at managers.

The Ministry gave the go-ahead for four large national stress prevention projects (see

2.4.4.). Two practical manuals on stress prevention, one for companies and one for

occupational health, well-being and safety services will ensue frrom these projecs.

Various national conferences and workshops on work stress have been co-sponsorcd by

the Ministry. The Ministry is also sponsoring the next work stress congrcss of the

Intemational Stress Management Association (ISMA) plarured for 1995.

The Ministry is at the moment sponsoring research that will provide occupational doctors

with a practical manual for medical-social guidance.

2.4.4 Review of the best pnctices

First of all an early shrdy conducted by Marcelissen will be discussed then several 'long range'

projects will be examined. This overview cannot include all the good projects followed through in

the Netherlands. Such an overview is so far unprecedented in the Netherlands.

The early sudy of Marcelissen et al.

Marcelissen et al. (1988) examined preyentive strcss management in 14 Dutch companies. They

studied the form it took and ascertained in each c:Ne to what degree such management was present.
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Most of the programmes looked at appeared to be directed at the individual employee. There

appeared to be hardly any preventive prc$ammess directed at stressors in the workplace. ln their

evaluation study of the Handbook Work Strcss (*e 2.4.2.) Kamphuis et al. (1992) anived at the

same conclusions.

F our national demorctration projects

In the inUoduction to this chapter we mentioned that the high rates of absenteeism due to illness

coupled with the high numben of employees reporting unfit for work each year are rwo of the

main factors that have prcmpted companies to do something about work s prevention. This point of

view is heavily endorsed by the Ministry for Social Affain and Employment (and the Labour

Inspectorate) and by Dutch trade unions.

In cooperation with the Ministry of Health and with the support of the General Work Disablement

Funds (Aaf/Aofl the Dutch Ministry for Social Affairs and employment has granted permission for

four 'national demonstration projects' to be initiated on work stress prevention and on improving

people's well-being at work so as to decrease absenteeism due to mental and physical ill health. In

these projects, caried out along the lines suggested in the Work Stress Handbook, the focus is not

only on stress but also on physical workload and on life-style.

These projects are being carried out:

- in a hospital ('Creating healthy workplaces in health care institntions' by NIPG-TNO);

- at a constnrction firm (conducted by the University of Limburg);

- at a metal factory (conducted by the University of Leiden); and

- in a regional institution for ambulatory mental health care (conducted by the University of

Nijmegen).

When the projects are completed these research groups will write two practical manuals (on what

should be done and how things should be done) based on their findings. These manuals, one of

which is to be wriEen for occupational health and safety services and one of which will be wriren

for companies, will be published in 1995.

Projects on work-load and absenteeism through illness in schools

The Dutch govemment has set up a series of projects aimed at preventing excessive work-load and

absenteeism through illness in schools. These projects are being canied out by Dutch Institute for

Working Environments (NIA) and (IVA) the lnstitute for Social Research.
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Three civil servant projects

At the instigation of the Ministry of Intemal Affairs, under which all Dutch civil servants fail" three

projects have been started up with the aim of effectively decreasing stress in the work situation,

physical work-load and absenteeism through illness irmong civil servants (Grtindemann et al. 1993).

One project that was carried out in a prison mainly considered the position of prison-officers ard

porters. The other projects took place at the Mnistry for Social Affairs and Employment (with the

Dircctorate-General for Social Security) and at ttre Ministry of Agriculurre, Environmental Matters

and Fisheries (in orrc of their clerical departnents employing 45 persons; Vink et al. 193).

In each of the projects the step by step approach given in the Work Stress Handbook and the On

Sick-leave Handbook (Smulders & Veerman 1990) was adopted which is as follows: prcpare,

analyz,e, select preventive measures, implement and evaluate. According to Urc three organizations

the strength of these projects lay in this step by step approach. ln the prison most of the improve-

ments made were of a technical sort (e.9. instatting electronic communication). As financial

resources were lacking it seemed impossible (in the short-term) to meet one of the main recommen-

dations which was, to recnrit more prison-officers. At the Mnistry for Social Affairs one of the

recommendations made had to do with changing office fumiture and work stations. The Ministry of

Agriculture invested in new office fumiture to facilitate vdu-work. Furthermore work planning and

task distribution were improved. Two of the three projects ensurcd that sick employees received

befter guidance and observation.

In two of the projects absenteeism decreased. ln the third project (that of the Ministry of Agricul-

ture) the absentee level remained the same. However musculoskeletal complaints decreased

significantly (Virk et al. 1993).

On the basis of these three projects Grtindemarur et al. (1993) listed various 'success factors'

behind preparing and carrying out stress prevention projects. The success factors noted in the

project preparation stage were: the commitrnent of the various parties involved, the composition of

the project team, the degree of participation of management and employees, the determining of the

aims and the planning and financial means backing ttre project.

The success factors observed while the project was in progress werc: its planning, is confidential

and anonymous character, the role of middle-level supervisors, the level of participation of

management and employees and the role of extemal advisors.

The cigarette factory @ijenhuis 1993)

Gaillard & Kompier's recent book, published in 1993, gives thrce examples of stress prevention

policies currently being adopted in the Netherlands. One of the policies is being followed in 16
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schools in Amsterdam (van Dongen 1993), another at IBM in the Netherlands @eten 1993) and the

last one at Rothmans Dutch Manufacturing branch (Nijentruis 1993). We shatl examine the sinration

in the latter company given above as the emphasis there has been upon changing job demands ard

work organization.

The study was carried out between 1988 and 1990 in a factory in The Hague whcre some 200 employees produced four

milliard cigarettcs per 8nnum. Ttrc average age of the employees was 44 years ard their level of sctrmling was generally

low. In the 'old', pre 1988 sihration where every worker operated his own machirp 5ffi cigarettes were produced per hour.

The packing ard sealing of cigareues was done by other operators. Tlrc packing rmchines were operatod by ernployees who

worked in pairs. Operators were also responsible for cleaning their own machines. Apart from the operators there were many

other employees like for instance middle-level supervisors, technical staff, quality inspecon and advisors.

For a long time this system functioned quite weU. Then the market started to change. The public wanted less cigarettes and

other brands of cigaretrcs. With changes in the legislation on working hours the working week was reduced to 36 hours ftom

40 and so the production department had to adapt to this change too. New and more complicated machines were ordered and

Put into use and the production department's lay{ut was changed too. Thus it was that a traditional simple and quiet

organization was transformed into a complex and dynamic (and somewhat disordered) organization. New machines arrived

too late, there was not enough time for proper training, all kinds of technical problems cropped up and many was the time

that employees 'suddenly' took days off after the changes had been made. For the remaining operators this meant having to

work overtime which created a bad working atmosphere, irritation on the shop-flmr, decreased motivation and incteased

absenteeism due to illness. The most common heard complaints amongst operators w€re:

- 'We don't have our own machines like in the past'

- 'There is no communication'

- 'We are never told why things are changing'

- 'We don't know what is expected of us'

- 'There is too much noise'.

Production fell dramatically when the old system of quality control ceased and technical support was not always provided. It

had become clear to the company that major change was desirable. In this period of change it also became apparent that

employees were splining up into two camps: one group enjoyed working at different machines but the other group wanted to

stick to one machine, like in the old days. So it was that two groups of operators were formed. Both groups were nained in

machine operating and technical maintenance. The operators were also trained to calry out their own quality connols. The

other important steps taken were: the introduction of a two shift system in order to reduce overtime hours and the

implementation of noise abatement m@sures. As their competence increased many operators moved into higher wage grcups

and as the comPany was requiring less technical staff than before and fewer quality controllers it could afford these extra

expenses. Productivity rose fast and the numbers of cigarettes tlut were sub-standard decreased enormously. Absenteeism

decreased amongst operators. The project was also a financial success: it led to a yearly saving of half a million Dutch

guilders.
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2.4.5 Summary

It may be concluded that in the Netherlands there are some but not many welldocumented

examples of good company practice. However, where companies are active, they arc often oriented

towards the individual employee and towards his or her ability to cope. Rothmans Manufacturing is

an example of a company that manifests good work policies in this respecL At the moment the

Dutch govenrment is stimulating several good schemes the results of some of which will be

published in 195.

t.

Conclusions and discussion

In the Netherlands the legal framework pertaining to working conditions is broad. The

Work Environment Act has implications for both the physical and psychosocial working

environment. The Act also regulates the organizational set up that facilitates healthy

working conditions: it creates a system of self-regulation and intemal contrcl. The Act

also includes rules on work environment cooperation maEers between employer and

employee. Apart from the actual work environment legislation, there are a number of

other laws and regulations of relevance to occupational health and safety.

The Dutch govemment clearly sees strcss at work as a major health and safety iszue. This

can be concluded from the general legislation on this topic (WEA) and from other efforts

initiated by the govenrment that form part of its Stress Programme: information transfer,

prcvention projects, and the development of instruments.

The govemment emphasizes that it is the responsibility of the employer and of the

employees to create a good working environment. The self-regulation situation is

inspected by system supervision which also applies to the psychosocial work side of

things.

As of the first of January 1991 the Working Environment Act will change in the light of

the European Framework Directive on Health and Safety, new Dutch legislation on the

prevention of absenteeism due to mental and physical ill health and on the grounds of the
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5.

special Dutch desire to create a legal basis for certifying Occupational Health and Safety

Services.

Dutch trade unions are becoming increasingly interested in stress and well-being at work.

Traditionally they have not had stress prevention policies. Employers' organizations don't

seem to be really interested in stress and people's well-being at work. They are inclined to

emphasize the fact that employees usually cope with strcss in their own individual ways

and often where such problems are related to work - wherc health and safety are con-

cemed - this is ignored.

Stress prevention is closely related to the Dutch desire to reduce absenteeism through

mental of physical illness. Various of the strcss prevention projects are also linked to

preventing musculosketetal problems and adopting a healthy life style ('the integral

approach'). Stress prevention policies arc not closely lirked to other fields of economic

policy.

Until recently there has been no national monitoring system for identifying risk factors

and risk groups within the working population. The Dutch government has recently

introduced a national monitoring instrument known as 'Work stress and physical work

load', which will be implemented periodically, starting in 1994.

There is no central research fund to cover the whole quality of working life field or

subsidise research on stress and well-being at work. However, the govemment does

support research into stress problems. No official contacts exist between policy makers,

employer and employee reprcsentatives and company experts on work strcss and well-

being. Whenever necessary ad hoc work or advice groups are fonned. Since 1993 an

informal network exists between the main research groups.

There are some examples of good stress prcvention policies but they are not very well

documented. However, in as far as companies are active in this area they often focus on

individual employees instead of upon work related stress. At the moment the Dutch

government is stimulating various good practice projects.

6.

7.

8.

9.
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3. SWEDEN

3.1 Introduction: facts and figures on working in Sweden

3.1.1 Facts and figures

At the end of 1990 Sweden had 8.6 million inhabitants. The total labour force consisted of 4.6

million people 48Vo of which was female. In 1990 the participation rate for people in the 16 to 64

age group was 857o. Only 55Vo of the employed women woft full-time as opposed to 997o of al7

the employed men. In all some 1.1 million people, close to 25Vo, work part-time. The number

registered as unemployed (1992 figures) has recently risen to abolt 6Vo of the total labour force.

Full employment has long been one of the Swedish labour market's central policies. Nearly 757o of.

the Swedish work-force is covered by occupational health services.

The distribution of employment by sector shows distinct long-term trcnds such as an expanding

local govemment sector and a declining industrial sector. What is also notable is the employment

decline in the agriculture, fishing and forestry sector. Out of every hundred Swedish working men

and women 26 work in local governments, 4 work for central government, 14 in 'wholesale, retail,

and restaurant' businesses, 22 in 'other private and business services', 7 in construction, I in

'electricity, gas and watenvorks', 21 in mining and manufacturing and 3 in 'agriculturc, flshing and

forestry'.

Private enterprise accounts for 637o of all employment in Sweden and ttrc public sector for 377o

(1992 figures).

The normal statutory work week is 40 hours. The actual work week averages about 38 hours.

Employers pay considerabty high social welfare contributions to the state on top of paying out

salaries. As of 1992 this amounts to 4l7o of the annual wage in the case of blue collar workers

(l8Vo in 1973) and 42.5Vo in the case of white collar employees.

Late in 1990 the Swedish Parliament approved a govemment bill proposing that Sweden should

apply for full EU membership. The govemment formally applied for EU membership on lst July

1991.
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Since October 1991, after a long period

coalition govemment consisting of the

Democrats and Centre.

of social democratic govemment the Swedes have a

four following parties: Moderates, Liberals, Christian

3.1.2 Type of system of industrial relations

In Sweden there are many unions. The Swedish Trade Union Confederation (LO) consists of 24

nation-wide federations whose 2.2. million members represent abut X)Vo of the country's blue-

collar workers. The biggest white-collar union federation, the Confederation of Professional

Employees (TCO) has over one million members, roughly TOVo of these employees. The Swedistr

Confederation of Professional Associations (SACO) has another 330,000 white collar members,

most of whom are university educated. Most private sector employers belong to the Swedish

Employers' Confederation (SAF), which has about 45,000 affiliated firms employing more than 1.3

million people. There are also employers' organizations representing central and local govemments,

public corporations, cooperatives, banks, newspaper publishers, shipping and other industries.

The labour market was relatively quiet for several decades after World War II and gradually a

'Swedish model' started to evolve which was characterized by centralized, nation-wide, collective

bargaining, steadily growing union influence, an active government labour market policy and very

few labour disputes.

The centralized bargaining system started to encounter growing criticism, especially from

employers. In 1990 SAF decided to abandon centralized wage bargaining altogether but the LO still

prefers centralized bargaining. The future of pay bargaining remains uncertain. In l99l SAF took

another decision that signified a clear break with the past SAF nominees have now left the boards

of all govemment authorities that make decisions. ln recent years social tensions have triggered off

a number of serious labour-management conflicts, clearly illustrating the increasing vulnerability of

the 'Swedish model' (Theorell 1993).

3.1.3 Summary

Sweden is a country with many unions. It has long been famous for the Swedish model that was

recently abolished. This Swedish model was characterized by centralized, nation- wide, collective
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bargaining, steadily growing union influence, an active goventrnent labour marlcet policy and very

few labour disputes.

3.2 The legal framework

3.2.1 Structure and content of working conditions legislation

The Work Envirorunent Act

Sweden has had occupational safety and health legislation since the end of the 19th century. The

cunent Work Environment Act came into force in 1978 and was amended in 1991. This law

applies to all fields in which people are actively employed except for maritime personnel and in

principle also to military conscripts for whom different legislation applies.

The Work Environment Act regulates occupational safety and health rcquirements and lays down

various organizational rules. These organizational rules apply both to the structure of occupational

health and safety efforts within companies and to the way in which public supervision and

monitoring are organized. The Act includes basic rules on both the physical and the psychosocial

work environment. According to the Act employers bear most responsibility for the work

environment. The Act includes rules on how employers and employees should cooperate on work

environment matters.

S elf-regulatio n and internal contol

According to the Act it is the employer who bears the main responsibility for the work environment

(Chapter 3, General obligations, section 2,5, 2a, 3). The employer may perform this task by

exercising intemal control upon the working environment. Intemal control is a key facet of the

Work Environment Act The purpose of the provisions conceming intemal control is to create good

opportunities for the employer to be able to carry out actions that will directly guanmtee the health

and safety of employees. There is a special Ordinance' lntemal Control of the Working Environ-

ment (AFS 1992:. 6), which contains binding provisions and general recommendations. For

example, stipulations are made relating to the aims of work environment activities, action plans for

Ordinances have a legal stahrs. General recommendations comprise an interpretation of the Ordinance
provisions and describe ways in which the functional stipulations of the Ordinarrces can be satisfied in
concrete tenns,
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improving the working environment, task allocation, rules and resources for preventing ill-health

and accidents, introduction, instnrctions and other information, charting hazards and deficiencies,

investigating ill-health, accidents and incidents and for follow-up measures taken and organizing

intemal control. Provisions are also made for routines and written documentation.

Although the main responsibility for intemal control rests with the employer, it is vital that such

control is planned and conducted on a basis of cooperation with employees. These provisions came

into force on lst January 1993.

Cooperation between employer and employees

The employer and employee 'shall cooperate to establistl a good working environment' (chapter 3,

section 1). The obligations of the employee are part of the general obligations, section 4 in chapter

3. This section states that: 'The employee shall assist in work relating to the working environment

and shall take part in the implementation of the measures needed in order to achieve a good

working environment. He shall comply with directions issued and use the safety devices and

exercise zuch other precautions as arc needed for the prevention of ill health or accidents'.

The influence of employees is further manifested in the actions of safety delegates and safety

commiEees.

Safety delegates and Safery Committees

According to the above-mentioned Act workplaces with at least five employees must have safety

delegates ('safety stewards') who arc responsible for representing employees in mafters of

occupational safety and health. Safety delegates are expected to participate in the planning of new

or modemized work premises, equipment, work processes and work methods.

Workplaces with at least 50 employees must have a special safety committee with employee and

employer representatives. The committee's task is to plan and supervise occupational safety work

within that workplace. The commiftee also deals with matters rclating to the occupational health

services, the planning of new or modified facilities, devices, work processes and working methods,

the use of substances which are liable to cause ill health or accidents and questions on information

and education conceming the occupational environmenl Employee representatives on the commit-

tee are elected by the local trade union organization in the given workplace.

Small workplaces are covered by a system of regional safety delegates. When a workplace has no

safety committee local trade union branches can appoint safety delegates who are not employed at

that workplace. These are usually trade union officials.

)o
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Welbbeing at work and stress at work

In Sweden well-being and stress at work are clearly perceived as health and safety issues.

Chapter 2, section I of the amended Work Environment Act is of special relevance to stress and

well-being at work. This section 1 sarcs:

- 'Working conditions shall be adaptcd !o people's differing physical and mental aptiodes'.

- 'The employee shall be grven the opportunity to participate in designing his own worting sioation and in

. prccesses of change and dcvelopment affecting his work.

- 'Technology, work organization and job content shall be desigrcd in such a way that the employee is not

subjected to physical or mental stains which can lead to illness or acsidents. Fums of remuneration ard the

distribution of working hours shall also be tsken into account in this conrrcction. Closely controlled or restricted

work shall be avoided or limited.

- Efforts shall be made Eo ensure that work provides oppoftrnities for variety, social contact and cooperation as

well as coherence between different working operations.

- Furthennore, efforts shall be made to ensure that working conditions provide opporhnities for personal and

vocational development, as well as for selfdetermination and professional responsibility.

Related legislation and agreements

Apart from the actual work environment legislation therc arc a number of laws and regulations that

arc of importance to occupational safety and health. Some of these are the Security of Employment

Act (1974), the 1980 Act on Equality between Men and Vy'omen, the Working Hours Act (1982)

and the Vacation Act of 1978. They oufline building codes, fire prcvention legislation, fire codes,

the Radiation Pnotection Act etc. The Work Environment Act takes precedence over other

legislation when it comes to prctecting people from work-related illness and accidents.

In addition to legislation, there are also labour-management agrcements and contracts on how the

practical work should be implemented. This way of combining laws and agrcements t)?ically

Swedish.

3.2.2 Special legal regulations related to stress at the workplace

Early and new Ordinances on Psychosocial and Social aspects and on Solitary work

As long ago its in 1980 the 'Psychological and social aspects of the working environment'

Ordinance was published. Two hundred thousand of these ordinances have been sold. tn 1982

another Ordinance on 'Solitary work' was published. At the moment the 1980 Ordinance is being

updated and it will be superseded by the Ordinance 'Psychological and social aspects of work

30



TNO report

NIPG 94.N9

organization'. It will probably be several years before this new Ordinance is implemented because

the parties involved, like employers and employees, have differing points of view.

Ordinance on Violence and Threats in the working ewironnent

The National Board of Occupational Safety and Health (Newsletter 211993) issued an Ordinance

that came into effect on lst July, 1993 on ways of dealing with violence and theatening behaviour

in the working environment (AFS 1993: 2). The new General Recommendations supersede the

former Risks of Violence in the Working Environment (AFS 1983: 1).

The new General Recommendations, which apply to all work in which therc may be a risk of

violence or threats of violence", stipulate the following measures of prevention and after-care.

- The employer shall investigate the risks of violence or threats which the work may involve and shall take such

measures as are needed. Work shall be organized in such a way that risls are as far as possible preventcd. There

shall be special security routines that must be kept up to date and continually followed up. Employees shall be

familiar with the routines.

- Employees shall also receive sufficient training, information and instruction for them to be able to perform their

work safely and securely.

- Employees who are recurrently exposed to violence or ttueats at work shall be given special support and

guidance.

In additioq workplaces shall be positioned, designed and equipped so as to avert risking violence and threats as

far as possible. It must be possible to summon immediate assistarrce in an emergency. The employer shall ensure

that in the interests of security alarm equipment is provided wherc necessary, there are definite agreements on

who is to receive alarm calls and what measures are to be taken when an alarm is given, safety routines &nd

alarm contingency measures are practised regularly, alarm equipment is maintained and checked, other technical

aids are available if necessary.

Tasks involving palpable risks of violence or thrests may not be performed as soliary work. In addition, bullion

and cash transport operations are to be organized and performed in such a way as to provide adequate security

for the employees.

All events involving violence or threats are to be documented and investigated by the employer. It is important

that there should be routines indicating what reporting procedure should be observed.

Employees who are threatened or exposed to violence shall be given prompt assistance and suPPort so as to avert

or alleviate both physical and mental injury. It is the employer's duty to establish special routines for this

PurPose.

Work injury statistics for the period 1985-1990 show an incrcase of injuries due to violence at work. This

irrcrease has mainly affected nursing auxiliaries, nurses, homehelp personnel and social welfare officials.
Increases are also obeervable among security personnel and teachers. High risk occupations are those of
mental hospital asendants, police officers, and various occupational categories in local public transport, e.g.

bus &ivers. Criminal statistics also reveal a steep rise since 1989 in the number of robberies against retail
rade, banks and post offices (Newsletter 2" 1993).
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3.2.3 Infrastructure

As far as policy, funding and research goes the infrastructure in Sweden is large and rather unique

and the financial resources for the working environment are considerable. However, these funds

were not earmarked for improving psychosocial working conditions.

Two institutions that arc very important arc the National Board of Occupational Safety ard Health

and the Labour Inspectorate. Apart firom discussing these two institutions, we shall explain

something about the various funds on working conditions in the next paragraph.

National Board of Occupational Safery and Health

According to the Work Environment Act 'The National Board of Occupational Safety and Health

and under its supervision and direction, the labour Inspectorate, will supervise the observance of
this Act and of the instnrctions issued pursuant to the same' (Chapter 7, Enforcement, section 1).

The National Board is the govemment's central authority for matters conceming occupational safety

and health. It has about 340 employees. The Board also prepares and disseminates information

including statistics on occupational injury ('ISA').

Labour Inspectorate

The Labour Inspectorate comes under the jurisdiction of the Board. There are 19 inspection

districts. The Inspectorate has 660 employees, including about 400 labour inspectors (see 3.2.5.).

Sw e di s h W o r k E nv ir o nrne nt F uttd ( Arb e tsmi lj ofo nde n )

The Swedish Work Environment Fund (Swedish Work Environment Fund 1993) is a govemment

Agency that was established in 1972 at the instigation of the social partners. The Fund is financed

by a special work environment levy included in the social security contributions paid by employen.

Approximately 250 new research projects are started each year and are financed by this Fund.

During the seventies the agenda of the Fund focused on occupational safety and heatth in a

traditional sense. In the eighties new areas of work were added following labour legislation reforms

and the emergence of new areas of collaboration between the social partners. The most important of
these were workplace democracy and the introduction of new technology. Participation in the

workplace was at first seen mainly as a political issue, a question of workers' rights. It is now

considered to be closely linked to, or indeed a prerequisite for, the development of good work

organization and competitive business performance.
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The long-term objectives of the Fund are to improve the health, well-being, performance and

development of individuals and organizations by:

- reducing the risks encountered in the work environmeng

- making work morc rewarding, participatory and effective.

The Work Environment Fund relies on four principal means of action:

a. Research work done mainly in institutions of higtrer education and specialized research

and development institutes in oder to develop the general theoretical knowledge which is

needed to improve the quality of working life. The majority of the furding is directed at

applied research though some of the resources are also used for targeted basic research.

b. Supporting product development and other development activities.

c. Support for workplace innovation projects aimed at pioneering improvements and

innovation at the workplace and encouraging their more general application.

d. Information and training activities set up in order to prcmote the diffrrsion and application

of knowledge and experience generated by research and development work and workplace

innovation projects.

The Fund gives priority to practically applying knowledge and methods at the workplace. A major

part of the otal budget goes on promoting improvements in working life and the working

environment at the individual workplace by introducing technical development activities, informa-

tion, training and workplace innovation projects.

The activities of the fund are integrated in 14 progmmme arqu, some of which are concemed

exclusively with research and development, while others emphasize workplace innovation and the

transfer of knowledge.

Some of these progftlmmes are especially relevant to strcss and well-being at work. These

prcgrammes are:

- Workplace innovation

Activities consisting of providing support for workplace innovation projects, research on methods of innovation

and processes of change and the active difftrsion of the knowledge and experience generated through theoretical

and practical work The proJects are often action-oriented, combining research and action. One of the pro-

gnmmes was LOM: the I-eadership, Organization and Participation prcgramme, in which the methodological

aspects of innovation at the workplace were predominanl

- Leaming and skills development

Earlier programmes dealing with ttre inroduction and utilization of new technologies and the development of
management, work organization and participation practices indicated that a key issue in all processes of change
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is leaming on ttre part of the individual, the work group and the organization. These insights led the Fund to

establish its five-year Leaming Organization Programrne, which is the cenfepiece of the Furd's work in this

progratnme area. This progamme combines research and action-orientation. Its airn is to prcmote comp€tence

anl the development of skills in private companies and public orgurizatioru. Some of the key topics are: the

factors which facilitate or obstruct leaming, key skills and tacit knowledge in work life in the 1990s, creative

work environments and leaming and new technology.

The support provided under the programme takes the form of advice and help ftom researchers and

consultants. Considerable effort is made to build up netwo*s entailing contact between those

involved in ttrc change pmcess. The Leaming Organization Programme is being canied out in close

collaboration with the social partners and it is hoped ttrat it will be completed in 1994.

Swedish Working Life Fund (Arbetslivsfonden)

The Swedish working Life Fund was set up in 1990 by a decree issued by the Swedish Parliament.

It is at present expending a total of 15 billion Swedish kronor (nearly 3 billion US dollan) that is

to be spent over a six-year period on radically renewing Swedish working life (Levi 1992). By

imposing a special charge it has been possible to obtain the money from Swedish employers. By

offering financial gmnts to employers the Fund is promoting a healthy work envircnment and work

organizations as well as active rehabilitation programmes in the workplace.

This temporary fund will come to an end in 1995 at which point a thorough evaluation will be

made by the Centre for Working Life. This evaluation will focus on the long term effects of the

projects which were funded.

Networks

The National Institute for Psychosocial Factors and Health (plvf), the Deparrnent of Stress

Research (Karolinska Institutet) and the WHO Psychosocial Centre (see par. 3.4.2) form a network

and have contacts all over the world (research groups, policy makers, social partners). Other

research groups may join this network and many have done so already.

3.2.4 The Framework Directive and its consequences

Since Sweden is not as yet a member of the E.C. it was not obliged to change its legislation in

accordance with European Directives.
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3.2.5 Enforcementpractices

The concept of systems superttision

As was shown in 3.2.1. self-regulation is a main characteristic of the Work Environment Act. To

stimulate this self-rcgulation it is necessary to have a system of intemal control. The Labour

Inspectorate gives priority to supervising and inspecting these systems of intemal control. This

supervision is labelled 'systems supewision'. The concept was introduced in the early 1980s by a

National Commission that had been given the task to review the working methods of the Labour

Inspectorate and municipal inspecton. The Commission criticized the Labour Inspectorate for

employing excessively detailed working methods. Inspection was unduly concentrated on rectifying

individual deficiencies in the working environment and did not deal sufficiently with the urdeflying

shortcomings of organization and routines for practical work environment policy. The Commission

wanted to introduce a new supervisory model, systems supervision, based on checking the general

handling of work environment questions in companies and on encouraging self-inspection of the

working environment. The idea was, that in this way, the Labour Inspectorate's input would

produce more enduring rcsults, so that resources could be utilized for the supervising wotkplaces

that required additional attention, e.g. certain small businesses.

An intemal description of the Labour lnspectorate (NewsleUer, 4, 1989) defines systems supervision

thus: 'Systems supervision means the Labour lnspectorate scrutinizing the employer's routines,

resources, action plans and organization in so far as they have a bearing on the handling of work

environment questions. Systems supervision also includes random checks of the acftal working

environment, to make sure that the above mentioned conditions add up to a satisfactory

environment'.

The inspection results in an inspection report addressed to the employer that contains stipulations or

recommendations. These may, for example, include demands for training various categories,

establishing better information routines, elucidating the distribution of work environment responsi-

bilities within the line organization, improving purchasing and planning routines, inspection and

testing routines and action progr:Imme stipulations and practical measures.

Labour Inspectorate: organizational and social supervision

As it was in need of supervisory methods for organizational and social questions the National

Board of Occupational Safety and Health started the OST project in 1987 ('Organizational and

Social Supewision methods'). The project ended in 1989 but was followed-up with the Board's

'Modem Supervision Progtamme'. First an Inspection Manual was compiled that was entifled
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'Work Organization and Human Aptitudes'. The manual consisted of a large number of questions

from which those relevant to the individual workplace could be selected. Briefly, the subjects to

which the questions refer are (Newsletter, l, 1990).

l. Ploblem signals? (Occupational injuries, incidents, absence tlnough illncss, personnel tunrover, production

hitches)

I-ocal safety work?

Personnel information?

Changes or reorganization plans?

Hectic work pace, fragmented work? (accompanied by hazards, piece-wu! physical wear and tcar, overtimg

intermissions, possible job rotation).

Monotony? (combined with sudden emergencies, solitary work, unsociable working hours).

Opportrnities for stimulus and personal development? (information, education, scope for reorganization)

Mentally sEenuous customer/client contacts? (poor goal description and information).

High level of menal srain? (signalling systems, information" education, relie$.

Contnol of technology or other people? (scope for influencing the design of methods).

Social support, participation?

Work entailing sPecial mental stress? (violence, harassmen! hazardous aspects, great responsibility)

Suprport for groups at risk? (immigrants, cases of rehabiliadon, young persons, new employees).

The Labour Inspector can stipulate improvements in an inspection report addressed to the employer.

Notice of measures taken and planned is requested within a certain period of time, e.g. within two

or thrce months. If no acceptable measures have been presented by then, the Labour tnspectorate

can order the employer, under pain of a fine, to make the improvements or even can prohibit

certain kinds of activity, conditionally or otherwise. These penalties arc however seldom.

Furthermorc other important aims of the 'Modem supervision' programme are:

- to provide five weeks' training for executive officers at district level;

- to compile a collection of specimen inspection reports, showing how the labour inspector

can stipulate measurcs to remedy organizational and social deficiencies;

- to compile educational material for use by the Labour Inspectorate for both extemal and

intemal information;

- Nordic cooperation in the operational field (Newsletter 3, 1991).

Fines

The Labour lnspectorate may issue orders for protective measures to be undertaken. It can also

forbid certain activities if the necessary safety measures arc not undertaken and it can impose a fine

on an employer in order to ensure that protective measures are enforced. Fines are very rarely

imposed though and the actual imposition of fines is referred to a court of law.
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3.2.6 Connections with other fields of policy

The connections of stress prevention policies with other fields of policy are scarce.

3.2.7 Summary

Sweden possesses a comprehensive legal framework with respect to working conditions. The Work

Environment Act applies to both the physical and psychosocial work environment. This Act also

regulates the organizational set up for healthy working sitr,rations: a system of self-regulation and

intemal control. The Act also includes rules on cooperation on work environment mafiers between

the employer and employees. Apart from the actual work environment legislation there are a

number of other laws and regulations that are of importance to occupational health and safety.

Sweden possesses a large and rather unique infrastructure (where policy, funding and research is

concemed) and has big financial resources with regard to the (psychosocial) work envimnment.

Stress from work is perceived as an important health and safety issue in Sweden. The Working

Environment Act is very clear on this topic. Furthermore there are several legal regulations

(Ordinances etc.) related to stress at the workplace.

The other side of the 'Intemal control coin' is system supervision by the Labour Inspectorate: a

new supervisory model of inspection of these systems of intemal confiol. The National Board of

Occupational Safety and Health and the Labour lnspectorate have also worked out supervisory

methods for organizational and social questions.

3.3 Work stress prevention in general

3.3.1 Govemment

It is the policy of the Swedish govenrment to actively stimulate the prevention of work related

stress and the improvement of well-being. Compaled to other countries legislation on strcss and

well-being is very well worked out. As long ago as 1980 the Ordinance 'Psychological aqpects of

the working environment' was published.
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3.3.2 Employers and trade unions

Due to (a) this particular Swedish legal situation with respect to working conditions (a detailed

system of laws and agreements), (b) Swedish history of tripartite cooperation (govemment,

organizations of employers and employees) and (c) the large institutional infrastnrcturc with respect

to (psychosocial) working conditions (see 3.2.3.), Swedish trade uniors and organizations of

empioyers hardly manifest themselves with 'their own' stress-policy. Therc are for instance hardly

any brochures on strcss and well-being writren by these organizations, as is the case in certain other

counuies. Ttrc efforts of these organizations have been mainly dirccted towards (a) crcating good

(funding) conditions for improvement in working conditions in companies, (b) research accom-

panying these improvements, and (c) towards cooperation with the other parhers.

3.3.3 Summary

In Sweden a lot of thre research and implementation projects refer to the psychosocial work

environment. In many cases these projects are not called 'strEss' projects but are described in less

specific terms like 'work environment and health'.

Though not all the key-informants would unanimously state that psychosocial factors are given the

same arnount of attention as traditiond health and safety topics, this anention, in the view of most

key-informans is really substantial. This point of view is underlined by the large infrastructure as

regards rcsearch and funding (par. 3.2.3.) and by several legal regulations which are related to

stress and well-being at work (see paragraphs 3.2.1;3.2.2.)

Due to the specific Swedish characteristics (the legal framework, the Swedish history of tripartite

cooperation, the large institutional infrastructure with respect to working conditions) Swedish trade

unions and organizations of employers hardly manifest themselves with 'their own' stress-policy.
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3.4 lVork stress prevention activities

3.4.1 Monitoring activities of various acto$

In Sweden there is not, nor will there be in the short-term, a national moniioring system o identify

risk factors and risk goups in the working population. There are, however, atl kinds of statistics

published that are of relevance. For example there are Social Insurance Statistics from the National

Social Insurance Board (Facts 1992, e.g. figures on sickness absenteeism). The SCB (Officiat

Statistics of Sweden, 1992) also publishes figures with regard to 'The working environment

1989191'. The National Board of Occupational Safety and Health and the Labour lnspectorate

publish various data on work accidents, work-related diseases, work-injuries due to violence and

menaces, early retirement etc. The National Board also has a information system on occupational

injuries (ISA). An important book relating several occupations and special risks to health is 'A
survey of jobs posing special risks to health'. This book is the repoft of the Health Risks Shrdy

Group to the Swedish Commission on Working Conditions (1990).

3.4.2 Research groups and research networks

The most important research institutes and groups are listed below.

N ati o na I I ns titut e of O c c up atio nal H e alth ( Ar b e ts mi lj o i ns titut e t )

The National Institute of Occupational Health is Sweden's largest organization for research on

occupational health and safety. It became an independent research organization on lst July 1987

and employs about 400 people. The lnstitute conducts applied research using an interdisciplinary

approach, combining expertise on chemistry, medicine, physiology, psychology, technology and

toxicology. Priority is given to the following research fields: musculoskeletal disorders, lung

diseases, cancer and genetic damage, skin diseases, accidents, possible adverse health effects of
computer use, electromagnetic risk factors. During the 1990s the tnstitute is also focusing on good

work environments for young workers, good work environments for employees over 45, and the

work environment in the health care sector.

The Institute is also responsible for the specialized training and education of personnel in the

occupational health care services. About 2000 penons, primarily occupational health services
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penionnel, take training courses at the Institute each year. Information and dissemination of research

results is another importann task. The lnstitute's own newsletter 'Research news' appears twice a

year. These research and training progmmmes are almost entircly financed by the govemment

Swedish Centre for Working Life (Arbetslivcentnnr)

This research institution is subsidised by a.o. the Swedistr Ministry of Labour. It has been closely

connected to ttrc LOM programme of the Swedish Work Environment Fund. This programme will

be evaluated by the 'Wissenschaftzentrum' in Berlin. The Centre for Working Life will evaluate the

nearly 6000 projects which have been canied out gnmted by the Swedish Working Life Fund.

The Department of Stress Research and the National Instirute for Psychosocial Factors and Health

(IPM)

Two important and interrelated institutes that do stress research are the Departrnent of Stress

Research, (part of Karolinska Institutet) and the National Institute for Psychosocial Factors and

Health (Statens lnstitut for Psykosocial Miljomedicin, IPM). Both are headed by prof. L. Levi. The

Deparrnent concentrates its rcsearch on fundamental problems. The IPM, set up by the Govemment

and Parliament in Sweden, concentrates on practical problems in Sweden. Therc is also a third

Institute, the WHO Centre, which concentrates on practical problems in developing countries. These

three approaches are complementary and closely integrated. Many of the projects are carried out in

collaboration with Centres in other countries and with the World Health Organization, the

Intemational Labour Office, the United Nations Children's Fund and the Commission of the

European Communities. The staff is interdisciplinary, works intersectomlly, and totels circa 53

persons.

Universities

Several universities arc responsible for major contributions to the field of occupational stress and

strcss prevention. An important research grcup is that of Professor Gunn Johansson of the

Departrnent of Psychology at the University of Stockholm. lnfluential contributions have also been

administered by the late professor Bertil Gardell.
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3.4.3 Transfer and dissemination of knowledge

In Sweden information is transferred in many ways. Firstly, there are important contributions based

on the various funds described in paragraph 3.2.3. Companies have to meet certain demands and

can apply for projects that will be granted by these funds.

Secondly there is a tradition in specialist training and education of personnel in occupational health

services. These trainings arc carried out by the National Institute of Occupational Health. As has

been described in paragraph 3.2.5., against the background of iE 'Modem Supervision Programme',

the Labour Inspectorate also provides various training for labour inspecbrs.

Thirdly the general public has been addressed on several occasions. An early and very successful

effort was the publication 'Stress and health' by Lennart Levi (in Swedish).

The reputation of Swedish research in the field of occupational stress is good. Swedish research

groups have made important contributions to scientific literanrre.

3.4.4 Overview best practices

In Sweden, more than in many other countries, the emphasis in on primary prevention of stress, by

changing or redesigning work organization. Various large funds (see 3.2.3.) have been formed to

promote a healthy work environment and work (re)organization, along the lines of the Work

Environment Act. The concept of leaming (by individual employees and by organizations as a

whole) has rcceived more attention in Sweden than in other countries (see, for example, the

prcgramme 'Leaming and skill development' from the Work Environment Fund).

It is somewhat ironic that in contradiction to the large funding history and the large number of

projects in Sweden the number of well-documented case-studies done in Swedish companies is

limited. It is likely ttnt the Working Life Centre evaluation of the projects from the Swedish

Working Life Fund will yield several well documented project descriptions. It will, however, be

several years before the evaluation report is published.

Nevertheless, some case studies have recently been reported in the Conditions of Work Digest from

the ILO (1992).In fact 5 out of 19 studies (from nine countries) in this book are of Swedish origin.
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These five studies are:

- Levi, L.: Matuging stess in work settings at the rutiorwl level in Swedcn.

This chapter first describes the way Sweden has prepared and implennnted legislation with respect to work

stress and well-being at work. Next six criteria for action are goposed and four MOSH general strategies for

influencing psychosocial factors:

l. lmprove job content ard work organization;

2. Monitor changes in work sihrations, work€rs' h€alth and their intcrclatbnship;

3. Increase awareness, infonn, train, educate;

4. Broaden goals and stratcgies of occupational health scrviccs.

Then, according to Levi, there are several constraints o prwantive action such as lack of rnanpower and

facilities in health seryices, ambiguities and vagueness of many of the corrcepts used in the field of mental

health, and the historical separations between medical disciplines and social scierrces and economics. The author

corrcludes: 'The medical profession as a whole has, in the past, shown a preference for the specialist approach

rather than generalization, and has favoured disease treatrnent rather than hcalth promotion' (p.143).

In order to countqact these constraints Levi proposes several initiatives, in particular with regard to monitoring

and supporting activities, concluding: 'Tripartite decision-making, social action and research, should be closely

integrated' (p.la3).

Levi, L. & Akerstedt, T.: Using research and practical interttenrtons to prevent

occupational stress in shiftworkers in Sweden.

Two ways are described of reducing stress in shift workers by (a) eliminating or reducing shi.ftwork and (b)

adapting shift schedules to workers' abilities and needs, The first case was among circa 300 steel workers.

In this case shiftwork was reduced by abolishing the night shift but retaining other shifts, by changing from shift

work to day work or by changing ftom four shifts to three shifts. The group with changed shifts could be

compared with a group which' working schedule had not been changed. It was concluded that abolishing night

work results in a subsirntial improvement in mental, physical and social well-being. The authors: 'For obvious

reasons, such an abolition may not be possible in those occupational settings where human activities need to be

carried out round the clock. In such cases, various attempts to humanize shift work schedules may be a feasible

alternative' (p.186).

ln the secord case, among 40 police officers, the intervention consisted of a new clockwise rotation insrcad of

the 'old' anti+lockwise rotation. The introduction of clockrrise rotation was associated with improved sleep, Iess

fatigue, lower systolic blood pressure and lower levels of riglycerides ard glucose (i.e. positive effects on risk

factors for ischaemic heart disease). Another intervention, targeted at 18 police ofEcers, investigated whethq

well-being would be affected by changing the position of the night shift ftom the beginning to the end of the

shift cycle. The intervention. indeed, was accompanied by strongly reduced fatigue, improved subjective health

ard positive effects on the work situation.
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Eriksson, I. et al.: Using knowledge and discussion to decrease srress in Swedish pnblic

adtni ni str atio n offi c ials.

Four intervention groups (a total of 94 persons) and one conEol group (35 persons) participated in the shrdy. The

control group did not receive any intervention throughout the project period. The goup6 were all small work

units within larger governmenal departments. The employees werc all clerical workers and ttrc majority worked

with computers. A stress-manage[rent prcgramme was carried oul coruisting of two parts. The first part was

educational and gave information on stressorc and strains and on individual stress-management issues, such as

health habits, life-style faclors and relaxation techniques. The second part of the prrogramme was more pra.ctical

and involved group discussions about stressors, relaxation taining, individual sEess testing and developing an

action plan to reduce stress at work" Each participant also mates his or her own action plan for sress

management. This plan consists of a list of problems (stressors), proposed actions to solve the problems, a notion

of who is rasponsible for the action, the period of time when action should be taken and time for follow-up. The

most imPortant quantitative changes that took place in the intervention group was the perception that work was

more stimulating and increased feedback from supervison. Some consistent and positive physiological changes

were also found in cholestercl HDL and LDL.

The authors conclude thau 'Positive changes occur more often in organizations where employees have a higher

degree of decision latitude. Even more positive results can be achieved when superiors/leaders take an active part

in changing the environmental conditions of a workplace. On the basis of this klowledge and experience, it is of
utrnost imPortsnce for an intervention prcgramme to be well supported from the beginning at different

management levels, especially at top management levels, as well as by union representatives' (p.219).

Kvarnstrom, S.: Organizational approaches to reducing srreJJ and health problems in an

industrial setting in Sweden.

Asea Brown Bovery (ABB) is a group of companies with 215,000 employees in 140 countries. tn Sweden, ABB

has 30,000 employees in 150 companies. An intervention project was carried out in a department with a very

high level of absenteeism (in 1988 357o of the working time). This high sick leave rate was accompanied by low

productivity. Initially only l0 percent of what the departnent produced was delivered on time. Personnel

hlmover was very high: 397o annually. The department consisted of 20 female blue-collar worken whose work

was known to be monotonous and routine. All the workers who had beenm employed in this department five

years earlier were reviewed. It turned out that 14 of these l8 employees had reported to the occupational health

service for musculoskeletal disorders in the neck and shoulder region. Since these complaints were often hard to

ver8 the workers met with disuust from some members of the managemenl The workers often felt that they

were ff)t taken seriously. First the occupational health service tried to convirrce the management that the

complaints should be taken seriously, for instance by showing them microscopic analyses of muscle fibres. After

this physical ergonomic issues were addressed. Gradually it became clear that the key to the problem was less in

incorrert physical work positions and more in the characteristics of the psychosocial work environmenl

Therefore more attention was devoted to the organization of work inuoducing more variety and increasing

workers' decision latitude and individual control of their own work situation. The interperrcnal relations between

the workers and their supervisors were not found to be problematic.
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A ste,p by step increase in workers' competence through education and training, enabling them to rotate aflxrng

various assembly lines and operation tasks in the automation group took placc. When this had becn achieved,

workers were further trained to be in charge of product contsol and packasins. The trainees accompnied a

trained worker or salaried employee to 'leam by doing'.

It ffined out that personnel hrmover decreased very rapidly ftom 39% to 0 perccnL The absentceism level of

those workers who already had shown chronic musculoskeletal problems was not really rcduced. The absence of

the other workers -with less complaints- was reduced strongly. hoductivity imprwed drarnatically.

The idea spread ftom this to other ABB enterprises, encouaging each enterprise to review the experience

and to fint its own solutions, always on the basis on competence development ard by delegating anl an irrcrease

in

workers' responsibilities. As of July 192, 540 groups within the ABB group in Sweden work along these lincs.

Arnetz, B. et al.: Occupational stress in a Swedish high+ech telecomrnunication

corporation: An integrated approach to an occupational health challenge.

This project was targeted at video display workers in a high-tech Swedish telecommunications company. A

growing number of employees complained about symptoms characteristic of 'hypersensitivity to electicity and

video display unis'. Day-o-day activities were adversely affected. Management decided to creatc a special task

force to investigate and solve the problem. The commiuee, consisting of engineers, project managers and health

representatives dealt with the electromagnetic environmenl ergonomics and the psychosocial and individual

environment. A standardized broad questionnaire was distributed to 340 employees. On the basis of 0re results

employees could be divided into three main groups: 'never', 'sometimes' and 'always hypersensitive to

electricity'. A company action programme was then implemented 'based on respect, rapidity and broadness'

(p.235). The programme consisted of ergonomic improvements in the work situation, and of a set of procedures

for 'dealing with (mildly or acutely) hypersensitive individuals'.

The programme was successful in slowing down the occurence of new cases with 'hypersensitivity to electricity

and video display units'. All persons with hypersensitivity were able to retum to work or further deterioration

was prevented. Work performance also improved. Management was very supportive and created an atmosphere

where hypersensitivity was taken seriously. The prograrnme became an integral part of line-management

responsibilities.

3.4.5 Summary

In Sweden several important statistics are published on work and health. There is not, however, a

national monitoring system identifying (psychosocial) risk factors and risk groups in the working

population. There are several eminent research grcups on work stress in Sweden.

Knowledge is transferred in many ways to companies, work and health specialists and to the

general public. ln Sweden, more than in many other countries, the emphasis in stress prevention is
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put on primary prevention, by changing or redesigning work organization. Various large funds have

been formed to prcmote a healthy work environment and work (rc)organization, along the lines of

the Work Environment Act. Also the concept of leaming @y individual employees and by

organizations as a whole) has received more attention in Sweden than in other countries. It is

somewhat ironic that in contradiction to the large funding history and the large number of projects

in Sweden the number of well-documented case-studies in Swedish companies is low.

Recently however some of these projects have been published by the ILO. 'Good practice projects',

for example, are those carried out by Asea Brown Bovery.

Conclusions and discussion

Sweden possesses a comprehensive legal framework with respect to the working

conditions. The Work Environment Act applies to both the physical and psychosocial

work environment. This Act also regulates the organizational set up for healthy work: a

system of self-regulation and intemal control. The Act also includes rules on cooperation

on work environment matters between employer and employees. Apart from the actual

work environment legislation, there are a number of other laws and regulations that are

important to occupational health and safety.

Sweden possesses a large and rather unique infrastructure (regarding its policies, funding

and research) and big financial resources for the (psychosocial) work environment.

Work stress is perceived as an important health and safety issue in Sweden. The Working

Environment Act is very clear on this topic. Furthermore there arc several legal

regulations (Ordinances etc.) related to stress at the workplace. Swedish govemment

carries out an active policy of encouraging stress prevention and the improvement of well-

being at work.

The other side of the 'lntemal control coin' is system supervision by the Labour

lnspectorate: a new supewisory model of inspection of these systems of intemal control.

The National Board of Occupational Safety and Health and the Labour Inspectorate have

also worked out supervisory methods for organizational and social questions.
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5. Due to the specific Swedish characteristics (the legal framework, the Swedistt hisOry of

tripartite cooperation, the large institutional infrdstnrc$rc with respect to working

conditions), Swedish trade unions and organizations of employers hardly manifest

themselves at all with 'their own' stress-policy. The efforts of tlrcse organizations have

been mainly directed towards (a) crcating good (funding) conditions for improving

working corditions in companies, (b) research accom panylng these improvements and (c)

towards cooperation with the other parhers.

In Sweden several important statistics are published on work and health. Therc is not,

however, a national monitoring system identifying (psychosocial) risk factors and risk

gmups in the working population.

Knowledge may be transfened in many ways: to companies, work and health specialiss

and to the general public.

In Sweden, more than in most other countries, the emphasis in on primary prevention of

strcss, by changing or redesigning work organization. Various large funds have been

formed to promote a healthy work environment and work (re)organization, along the lines

of the Work Environment Act Also the concept of leaming (by individual employees and

by organizations as a whole) has received more aftention in Sweden when compared to

other countries. Somewhat in contradiction with the large funding hisory and the large

number of projects in Sweden, the number of well-documented case-studies in Swedish

companies, as is the case world-wide is limited.

Recently however, some of these projects have been published by the ILO. 'Gmd practice

projects', for example, are those canied out by Asea Brown Bovery.
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4. GREAT BRITAIN

4.1 Introduction: facts and figures in Great Britain

4.1.1 Facts and figures

At the end of 1990 Great Britain had 57.2 million inhabitants. The total work-force consisted of
about 27.7 million people (not including Northem lreland). Women make up 48Vo of the work-

force (in 1951 that was 33Vo). Almost 70Vo of the work-force is employed in various sewice

branches, 24.5Vo in industry, 4.5Vo in constnrction work and l.ZVo in agriculture. The percentage of

unemployed people was 5.8 on 3l December 1990 (at the peak of the unemployment crisis in 1986

this was ll.7%o). A closer look at the structure of the manufacturing industry, the largest single

employment sector in the UK, shows that the three biggest manufacturing sectors are: machinery &
transport (32Vo of the total), agriculture and food processing (137o of the total) and textiles &
clothing (6?o of the total).

During the course of time manufacnrring has become relatively less important to the economy.

Therc are now 4.5 mitlion people employed in manufacturing (in 1980 that was 6.8 million). The

service industry has become the mainstay of the economy.

The UK is the world's seventh biggest economy in terms of GDP (coming after the USA, Japan,

Germany, France, the former Soviet Union and ltaly). Between 1950 and 1973 the average annual

GDP growth rate was 37o whereas between 1973 and 1979 it was only 1.47o. Durrirg the same

perid inflation averaged 4.6Vo and 15.67o respecively. During the eighties and early nineties

Britain went through a period of recession. In the eighties the govemment tried to improve this

situation by trying to control inflation and high unemployment by drasticalty reducing the power

and influence of the trade unions and by setting up a large-scale privatisation prcgramme within

several state-owned companies. As a result productivity rose by nearly a third during the 1980s but

in absolute terms Britain's productivity level still remains low. ln Britain the value added per

worker was $24.000 in 1985 curency making it little more than half the USA level of M6.000 and

three-quarters that of the Japanese level of $31.000.
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The work environment

In comparison with all other EU-counries the UK scores relatively favorable with rcspect to 'painful positions',

'working at high speed', 'influence of workers on changing tasks&ork methods' and 'the influence of workers

on changing speed rate of work'. On the other hand the UK scores unfavorable with regard to 'noise exposure'

and 'working to thight deadlines' (see table 4.1).

Tafu 1.1 Some stafstics on he work environmenl in Gemany (Paoli, 1902)
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al l€a6t 25 % ol th€ time
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of he time

percenhge of workerc not able to chango
tesl$Aflork melhods

percenage of worksrs not abl€ to change

speed/nae ol work

8,1

31,9

64,0

28,5

n,0

42,2

30,732,0

42,3

53,7

30,4

47,3

48,9

35,2

50,9

37,6

4.1.2 Type of industrial relations system

The British industrial relations system is characterized by voluntarism rather than by

interventionism. Voluntarism provides interest goups (trade unions, employers) with a high degree

of autonomy to build up their own relations. At the same time, compared with on the continent, ttrc

legal framework for industrial relations is limited. Bargaining takes place at sectorial, company and

shop-floor level (multi-employer and single-employer bargaining). There are no nation-wide

collective bargaining structures.

The UK's labour movement and employer organization structures are significantly different from

those that exist on the continent. Their stnrctures are very decentralized and fragmented. The

British labour movement consists of a large number of individual unions coUected together under

the umbrella organization of the TUC (Trade Union Congress). The unions can be described as
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horizontally functioning craft unions (in several sectors) and as industrial and general unions. The

TUC has relatively little power. Its main tasks arc: to coordinate activities, opinion making and

representation in central institutions such as the HSC. The degree of unionization is about 407o.

Since the Conservatives have been in power, that is to say, since 1979 the labour movement has

been considerably weakened. Trade union rights have been legally restricted since then. This

development strengthened the position of the employers.

There is also considerable organizational fragmentation on the side of employers. The precise

number of employer organizations is not known but estimates made in 1968 placed this at about

1350. In subsequent years many of these organizations merged so that by 1983 there were 400

employer organizations the most important one being the CBI (the Confederation of Britistr

Industry) that was established in 1965. The CBI represents about 250.000 enterprises.

4.1.3 Summary

During the eighties and early nineties Britain went through a period of economic recession. Both

government and industry set up projects in an endeavour to change this situation. As a result

productivity rose and unemployment and inflation went down. In the field of industrial relations

union rights were restricted, without bringing about fundamental changes in British industrial

relations. As in the past voluntarism remains the main hallmark of the system.

4.2 The legal framework

4.2.1 Structure and content of working conditions legislation

The Health and Safery at Work Act

With the introduction of the UK Health and Safety at Work Act (HSWA) in 1974 much of the

traditiond health and safety legislation was superseded. For a time some of the older statutes

remained in force under the HSWA. The HSWA is an enabling act, which means that it states

matters in general terms (i.e. defines general duties). All necessary specifications are defined in

regulations under the HSWA. Apart ftom this the system also stipulates approved codes of practice

(ACOPS) and guide-lines. ACOPs have a special legal status. If the employer does not follow the
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code he must then, in any criminal proceedings, prove that he took action that was just as effective.

The guide-lines support employers in their search for practical solutions to health and safety

problems.

The HSWA comprises four parts:

Part I is the most important part, it mairily describes the obligatiors for employers and employees.

Part II sets out pmvisions rclating to the Employment Medical Advisory Service (EMAS). Part III

dealt in the past with constmction work but has now been rcpealed and Part IV covers miscel-

laneous and general issues.

The main principle laid out in the HSWA is, that it is those who crcate work activity risks who arc

responsible for protecting workers and the public frrom any possible consequences. Some of the

legal duties outlined in sub laws are specific and mandatory. Others are described as goals or

targets to be met 'so far as is rcasonably practicable' (i.e. usually to ascertain and apply upto-date-

good practice) or through exercising 'adequate control'. The general principal obligation contained

in Section 2, (l') of the HSWA on which all other obligations from Section 2 are based is as

follows:

"It shall be the duty of every employer to ensure, so far as is reasonably practicable, the

health, safety and welfare at work of all his employees".

The regulations indicate how the general provisions of the HSWA apply to political circumstances

whilst the ACOPs and guideJines offer practical guidance on compliance and good practice. The

regulations are made by Parliament by negative consenu that is the right to object within a fixed

time schedule.

4.2.2 Speciat legal regulations related to stress in the work place

In Great Britain there are no special legal regulations related to stress at work.
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4.2.3 Infrastnrcn"rre

The Health and Safety Commission and the Health and Safety Executive

ACOPs are made and approved by the Health and Safety Commission (HSC) with the consent of

the appropriate Secretary of State. The HSC and its executive body, the Health & Safety Executive

(HSE) are public bodies with independent stafirs. The HSC pmposes health & safety laws and

standards to Ministers. HSC's and HSE's formal position is regulated in the HSWA (Seaion 10).

The HSE is the executive branch of the HSC. It advises the HSC on policy matters and carries out

delegated functions (for example inspecting). The various inspectorates and laboratories fall under

the HSC.

4.2.4 The Framework Directive and its possible consequences

New Regulations

Because of the need to implement the Framework Directive on safety and health at work and the

accompanying directives the so-called "sixpack" was introduced in the U.K. on lst January, 1993.

This package of HSWA regulations contains the following six new sets of health and safety at

work regulations:

Management of Health and Safety at Work Regulations

Provision and Use of Work Equipment Regulations

Manual Handling Operation Regulations

Workplace (Health, Safety and Welfare) Regulations

Personal Protective Equipment at Work Regulations

Health and Safety (Display Screen Equipment) Regulations

Most attention will be given to the first set of regulations because these are the regulations that are

meant to transpose the framework directive as such-

What is also worth mentioning is the specific duties according to the Health and Safety @isplay Screen

Equipment) Regulations 1992. The duties, specified in the accompanying Guide-lines (paragraph l9), require that

employers evaluate the risks of mental stress problems associated with work: " The principal risks relate to

physical (musculoskeletal) problems, visual fatigue and mental stress....ill health can result from poor work

organization, the working environment, bad job design and posture and from inappropriate working methods".
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The Management of Health and Safety at Work Regulations contain 17 Regulations plus a separate

ACOP clause (this ACOP will in the future be supplemented by a special ACOP for mobile

construction sites). The ACOP gives guidance on how to apply the Regulations. Guide-Iines for

directors and managers on the principles of successful health and safety management have also

been published. The various rcgulations concem the following issues:

Regulation 1: Citation, commencement and interpretation

Regulation 2: Disapplication of the rcgulations

Regulation 3: Risk assessment

Regulation 4: Health and safety arrangements

Regulation 5: Health surveillance

Regulation 6: Health and safety assistance

Regulation 7: Procedures for serious and imminent danger and for danger areas

Regulation 8: lnformation for employees

Regulation 9: Co-operation and co-ordination

Regulation 10: Persons working in host employers' or self-employed persons'

undertaking.

Regulation 1l: Capabilities and training

Regulation 12: Employees' duties

Regulation 13: Temporary workers

Regulation 14: Exemption certificates

Regulation 15: Exclusion of civil tiability

Regulation 16: Extension outside Great Britain

Regulation 17: Modification of instrument

Risk assessment

The key regulation is Regulation 3 on risk assessmenl The purpose of risk assessment is to help

the employer or self-employed person to determine what meazures need to be taken o comply with

the duties of employers or self-employed persons laid down in the "relevant statutory provisions":

"Every employer (or self-employed person) shall make a suitable and sufficient assessment of: (a)

the risks to the health and safety of his employees to which they are exposed at work; and (b) the

risks to the health and safety of persons not in his employment arising out of or in connection with

the conduct by him of his undertaking". Furthermore the assessment should be revised to accommo-

date changes in work activities. If there are five or more employees it should be recorded.
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According to ttrc ACOP, assessing risks should routinely involve identifying the hazards inherent in

any undertaking then evaluating the extent of the risks involved, taking into account whatever

precautions are already being taken. A hazard is something with the potential to cause harm (and

can apply to substances or machines, working methods and other aspects of work organization).

Risk is an expression of the likelihood that harm can ensue frrom a particular hazard. Finally,

'extent of the risk' considers the population which might be affected if something goes wrong; i.e.

the number of people who might be exposed and what tlre consequences might be.

The aforementioned guide-lines ("Five Steps to successful health ard safety management", HSE,

12192) further clarifies the concept of risk assessment for the benefit of directors and managers.

This note describes in detail the fotlowing five steps:

1. set out your policy (in the form of a written statement and make explicit what are the

arrangements for working with and monitoring hazards and risks);

2. organise your staff (involvement and commitrnent of staff as far as competence, control,

cooperation and communication goes);

3. plan and set standards (define as measurable, achievable, realistic);

4. measure your performance (through active and passive monitoring);

5. leam from experience: audit and review (reliability and effectiveness of systems).

Together the Management of Health and Safety at Work Regulations 1992, the accompanying

ACOP and guide-lines and, not least, the focus on risk assessment show the significance of self-

regulation within the parties at company level.

The concept of risk assessment is not new in the UK. It already exists implicitly in the HSWA (e.g.

the distinction between absolute obligations, practicable and reasonably practicable requirements)

and only recently it was more explicitly developed in the 1988 COSHH Regulations (control of

substances hazardous to health).

To sum up, it may be stated that assessing risk is central to regulating health and safety in the UK.

This is more or less the basic philosophy behind the HSWA and its underlying regulations. The

implementation of the framework directive has reinforced this philosophy.

4.2.5 Enforcementpractices

The HSE is responsible for the enforcement of British health & safety legislation. lnspections are

carried out by the 1500 or so inspectors of the Field Operations Division (FOD) (a merger of the
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former Factory, Agriculture and Quarries Inspectorates) and the Mines, Nuclear lnstallatioru,

Railways and Offshore lnspectorates. In addition to tlrc HSE I-ocd Authorities also enforce health

and safety laws in a wide range of commercial premises including shops, hotels, warehouses, etc.

Inspectors have many powers (Section 20.2 HSWA) rangng fom carrying out investigations to

requiring persons to provide relevant information. Inspectors have several ways of achieving

improvements in health and safety standards. They can issue informd or written wamings, formal

amendments or prohibition notices, they can prosecute in the law courts and set up formal

investigations of particular accidents and incidents.

4.2.6 Connections with other fields of policy

Health and safety policy is bureaucratically segregated from other fields of social and economic

policy like social security and industrial policy (manufacturing and commercial services). On the

other hand one might say that the heavy accent on self-regulation in the health and safety area fits

in well with the British system of industrial relations. Compared with the Dutch system the British

system of industrial relations has had, historically seen, a rather low judicial contrcl level. The

Common law (and therefore civil litigation) is still very important. Common law has also had a big

influence on the nature of the HSWA, which is a criminal stanrte. Apart from this it is expected

that through practising risk assessment at company level in the future a full awareness will develop

of the potentially fruitful rclationship between risk assessment and total quality managemenq that is

the economic significance of the heatth and safety policy. Recently the govemment decided to

reassess the HSWA and other laws in the light of deregulation. The govemment appointed several

working parties coordinated by the acting tndustry Secretary, Mr. Heseltine. This operation aimed

at reducing the "burden on British business".

4.2.7 Summary

The main law relating to health & safety in Great Britain is the Health and Safety at Work Act

(HSWA 1974). The HSWA is an enabling act, comprising general duties. Specific duties arc

outlined in rcgulations included in the HSWA. The Approved Codes of Practice (ACOPs) arc also

importanL The HSWA and the regulations laid down in this act do not contain rules that relate to

work stress. Nevertheless having the duty to carry out risk asses$nents may contribute to awareness

54



TNO report

NIPG 94.W

on the part of the employer when it comes to preventing stress rclated problems. Morc particuluiy

the new Regulation on Risk Assessment, which further clarifies the concept of risk assessment

outlined in the HSWA is important in this respect.

The tripartite Health & Safety Commission (HSC) proposes health & safety laws and standards to

Ministers. The executive branch of the HSC is the Health & Safety Executive (HSE). The HSE is

responsible for enforcing British health & safety legislation. Local Authorities also have a duty to

enforce such legislation. Enforcing has more to do with guiding and stimulating employers than

with penalizing them. For bureaucratic reasons the health & safety area does not have close

connections with other social or industrial policy fields.

4.3 Work stress prevention in general

For several years stress at work has been becoming more and more a govemment level policy issue

and a company level issue. Traumatic incidents (post-traumatic stress disorders) such as the

Bradford stadium disaster and the Kings Cross undergmund fire and the subsequent litigation

demand a lot of attention. The risk assessment concept in the Management of Health and Safety

Regulations 1992 will provide a framework for addressing work stress matters at various levels

despite the fact that up until now risk assessment has largely been associated with physical health

and safety matters (cf. in this respect the description of the term hazard in the aforcmentioned

ACOP). In this section attention will be paid to the govemment approach, that is, the HSC/HSE

policy towards stress and mental ill health at work and the approach of employers organization

(CBD and trade unions (TUC). Auention will be paid to the way in which the problem of work

stress is perceived, to how the monitoring system is organized, to research canied out on behalf of

the HSE and to the dissemination of information on mental health at work.

4.3.1 Govemment

For a number of years now Britistr govemment has recognized that stress at work can constitute a

serious threat to health. Apart from HSC and HSE, several ministries have initiated activities in this

field.
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The approach of the HSC and HSE

(a) The HSE addressed work stress for the first time in 1988 in its informative booklet

"Mental health at work". This booklet was prcparcd by a tripartite working gmup on

mental health at work set up by the HSE Medical Division. The guide-lines given in the

brochure aimed to: pmmote mental health at work, help prevent mental ill health

occurring, help people recognize the potential signs of mental heatth problems, provide a

basis for education and training, outLine the processes of intervention, facilitate rehabitita-

tion and rcsettlement at work after absence tfuough illness. It was estimated at the time

that 30-40 percent of all absenteeisrn from work is atributable to mental or emotional

disturbances. Stress wils connected with the design of the workplace, the working

procedures adopted for individuals and groups and with individual domestic prcssures. ln

addition it was stated that people's perception of and reactions to pressure differ. Apart

from suggesting ways to recognize the problem suggestions were made with regard to

group intewention (e.g. changing work methods) and regarding intervention at individual

level (e.g. timely sympathetic inquiry on general health and clinical trcatrnent being

received).

The HSE has also recently published a leaflet for employers entitled "Mental Distress at

Work" which sets out what can be done.

- timely sympathetic enquiry regarding general state of health;

- identifying at an early stage situations or events which are potentially stressful;

- offering basic counselling services, etc.

A third activity was the official HSC advisory publication "Managing occupational stress:

a guide for managers and teachers in the school sector" (1990). This document, prepared

by the Occupational Stress Working Group of the Frlucation Service's Advisory Commit-

tee, also contains practical guide-lines. The document aims to achieve greater recognition

and understanding of the possible sources and harmful effecs of stress. It also wanted to

provide practical advice on how to deal with stress at work at both management and

individual level by using a combination of textual matter, case-studies and views

expressed by teachers. (The stress problems of teachers were identified in 1989 by the

Committee of Inquiry into Discipline in Schools of the Departrnent of E<lucation and

Science).
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(d)

Stress was seen as a prccess that can occur when there is an unresolved mismatch

benveen the perceived pressures of the work situation and an individual's ability to cope.

What is important in this respect too is: the level of control people have over the pres-

sures of work; the support they receive from otlprs in meeting those pressures and the

strategies they employ to respond to work pressures.

In the educational sector it was estimated at the time that stess affected up to l07o of the

work-force. This group experienced disabling emotional or physical problems relating to

occupational stress. About 307o suffercd fum a flucnrating array of minor psychological

discomforts and physical ailments. On a national scale the costs created by absenteeism

caused by illness were estimated at several million pounds annually. An important ESAC

recommendation was, to approach stress problems from both the organizational and the

individual angle.

A fourth activity in which the HSE participated was, in the Govemment's health strategy

for England, set out in the White Paper "The Health of the Nation" (1982). This initiative

flowed out from the WHO strategy "Health for All in the Year 2(X)0". One of the five key

action are:N to be nationally targeted in the document was that of mental illness (the

others are: coronary heart disease and strokes, cancers, HIV/AIDS and accidents).

According to this document I4Vo of all certified absence is due to mental illness. The

strategy focuses on the individual and aims at reducing the aforementioned percentage as

well as reducing the overall suicide rate by: improving information and understanding

(more extensive national and local data collection, standardised assessment procedures and

clinical auditing) developing comprehensive local services and further development of

good practice (education, training, standards of good practice). Special rcference is made

to opportunities for employers and trade unions.

Very recently the HSE commissioned a literature review to identify what are the current

areas of consensus on the causes, forms and ways of tackling occupational stress. The

results of this review will be used to produce more general advice and guide-lines. Other

recent or planned HSE research projecs include an assessment of occupational stress in

different workplace settings, questions relating to work organization and performance in

relation to working with VDUs and evaluating stress counselling (ANNEX II gives a more

complete overview of completed and cunent HSE stress research).
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(0 Other activities of the HSE concern promotion (conferences and awareness-raising events)

and advice ftom the Employment Medical Service (EMAS).

To sum up, the HSEIISC work stress strategy is built on three pillars: (1) the publication of guide-

lines for employers on the general issue of mental ill health in the workplace; (2) research (once a

year within the HSE a working group on mental illness reviews the rolling research programme);

and (3) raising awarcness about the importance of effective mental heaftfi policies. Because of the

difficulties of defining standards for preventing and addressing work stress new (supplementary)

legislation on work strcss is not foreseen. The HSE considers that the risk assessrnent concept

provides the best framework for action. [n this approach lies the primary rcsponsibility of

combating stress at work at company level.

Civil Semice employees

In this context reference has to be made to civil servants. Though the regulations of the Health and

Safety at Work Act also apply to civil servants, the Civil Service still occupies a special position in

the field of health & safety. The Civil Service has e.g. its own Civil Service national Occupational

Health Service (OHS). The OHS concentrates on preventing work stress in three ways. Firsly the

OHS organizes one day seminars for individual and Civil Service departnents to increase stress

awarcness. Secondly the OHS regularly pays attention to the stress issue in is information joumal

Health at Work. Finally the OHS sponsors the on-going Stress and Health study being undertaken

at University College London. This study, commonly referred to as 'Whitehall II' is based on a

population of 10.314 London-based civil servants (see a.o. Marmot, M.G. et a1., 1991).

4.3.2 Employers

The approach of the CBI

CBI (the central British employers' organization) generally supports the HSC/HSE strategy. In

November l99l CBI published the results of a survey into mental health amongst employees that is

vital to competitiveness in firms. It was found that 947o of the companies in the survey believed

that mental health is an important factor in competitiveness. Furthermore, at one one firm in every

two it was believed to be necessary to have a mental health policy but only lZVo of UK firms had

organized such a prcgramme. Together with the Departnent of Health CBI also published a leaflet

entitled "Promoting mental health at work". In this leaflet the problem is explained for employers.
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Anxiety and depression are the mental illnesses that are most frequently encountered wherc

business employees are concemed (which account for l5Vo-30% of the working population at any

one time). The problem is also stated in financial terms, that is, the number of days lost due to

absence through illness. The strategy recommended combating mental ill health by taking two

successive steps, the first way being to develop a mental health pro$amme (e.g. by combining

workplace counselling schemes, educating employees, encouraging the use of extemal counselling

seryices, employee assistance progxammes, self help classes). The second step is to crcate a more

general prevention programme directed at reviewing corporate ard management structures, line

management effectiveness and monitoring job satisfaction and job design.

Finally in November 1991, the CBI organized in cooperation with the Departrnent of Health a

national conference on the prevention of mental ill health. The proceedings of this meeting have

been published in 1992 (Jerkins & Coney, 1992\. So, to sum up, although CBI has initiated various

activities relating to preventing stress at work, CBI's approach of the problem is mainly restricted

to guiding and transferring the relevant knowledge to employers and workers.

4.3.3 Trade unions

The approach of the TUC

The TUC also supports the HSC/HSE stress prevention strategy. Separately, in cooperation with

TUC affiliated unions (some unions made reports about work stress), the TUC is trying to develop

its own policy. One of the first activities relating to work stress wils a brochure published in 1986

on drinking problems. In this brochure TUC offen guidance to trade unionists in the workplace.

Stress at work was recognized as a factor that contributes to alcohol abuse. Since then several

guide-lines have been published in which attention was paid to work stess (e.g. Hazards At Work,

TUC guide to health and safety, August 1988; Women's Health At Risk, January 1991; Health

Rights, November lgg2). The TUC's approach to work stress is a broad-based approach. Strcss

may arise from the environment (noise, poor lighting, toxic fumes and chemicals, poor canteen

facilities, etc.), ftom the work contract (low pay, shift work, flexitime, job insecurity, etc.), from the

job itself (boring work, job isolation, too sedentary, lack of job control, etc.) and from work

relationships (too impersonal, lack of communication, sexism/racism, customer/client complaints,

etc.). The TUC sees work strcss as primarily a collective rather than an individual problem.

Recently the TUC formed a Common Action Priority (CAP) team on stress at work, composed of
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representatives from various unions (MSF, UCW, CMA, CPSA and FBU) and a number of (non-

union) experts. The objectives of the (advisory) Stress Team are:

- to assess the current attitudes of tade unions to this issue;

- to establish what guidance is issued by trade unions;

- to establish what agreements have been negotiated with employers with regard to strcss

and its issues;

to establistt whether or not legislation currently exists on the issue of stress or what

legislation could be ap,plied;

- to rccommend rEtwork systems between TUC, unions and experts to ensurc an exchange

of information and assistance in this area of work;

- to develop a prognunme for a campaign on strcss and mental health.

The Common Action Priority team on stress at work just carried out a workplace stress survey

among 16 Tuc-unions in which an inventory is made of the respective union activities. An initial

report has been published in the autumn of 1993.

4.3.4 Summary

Summarizing the efforts of the HSCyHSE, CBI and TUC one may state that for several years the

various parties have been active in the area of work stress. A lot has been done to stimulate

awareness of employers, trade unionists and workers through organizing conferences, publishing

guide-lines and by introducing advisory grcups. All parties involved are conscious that ttrere is a

variety of factors that cause work stress and, moreover, that there is seldom one factor that is

responsible for the problem. Improvements are suggested at individual as well as at group level and

may include activities as diverse as individual counselling and job (re)design. New additional

legislation is not seen as the answer, although the risk assessment concept may become a

framework for addressing the problem.

What is remarkable is the variety in terms used for work strcss. In the UK, there is a general

preference for using terms like mental health and mental illness when talking about work stress or

occupational stress though obviously this is now changing. Making the problem medical has

probably made it easier to draw attention to the maffer.
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4.4 Work stress prevention activities

4.4.1 Monitoring activities of various actors

One activity not explicitly mentioned yet, is the need for monitoring at company, sector and

national level. Risk assessing will have an obvious impact on how the employer monitors health

and safety at company level. So attention will be focused herc on on-going and future monitoring

at sectorial and national level. What can be said about this topic?

In the UK at the moment no single data source gives complete details of the incidence of

occupational disease and there are no plans to change this situation. On the other hand several

existing data sources give piecemeal statistical information about what is happening in the health

and safety area. The most important are:

Riddor-statistics:

Under the 1985 Reporting of Injuries Diseases and Dangerous Occurrences Regulations (RIDDOR) employers

are obliged to report to the appropriate authority (a) the death of any person as a result of an accident arising out

of or in connection with work; and (b) a case of any per$on suffering any of the following injuries or conditions

as a result of or in connection with an accident at work: frachre of the skull, spine or pelvis, fracture of any

bone, amputation, loss of sight in one eye, injury (including bums) requiring immediate medical tre8tment, loss

of consciousness, decompression sickness etc.; (c) being off work for more than three days as a result of an

injury caused by an accident at work; (d) scheduled occupational disease. The HSC reported the resulting

statistics in its last two Annual Reports (statistical part). The fact of the matter is that under RIDDOR only about

a third of all reportable non-fatal injuries to employees are being reported (only 5 Per cent where self-employed

people are concemed) (source LFS). At the moment RIDDOR is not directly relevant for stress.

I-abour Force Survey (LFS):

The LFS is an annual national survey covering thousands of workers. In 1990 the LFS was sup,plemented with a

'trailer' questionnaire which asked all adult respondents in England and Wales (45 m0) whether they had: '...in

the last 12 months, suffered from any illness, disability, or other physical problem that was caused or made

worse by (their) work". Also some follow-up questions were posed that established the nature of the illness. For

the first time "stress/depression" was one of the work-related illnesses which could be reported. The outcome of

the survey showed that the three most frequently reported illnesses with the greatest absolute number of cases

caused by work are musculoskeletal conditions, deafrress, tinnitus and other ear conditions and stress/depression.

According to the HSC Annual Report 199l/1992 arrangements have becn made to use the LFS to regularly

obtain information on key health & safety issues.
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Social Security Srarisrics (Depanmeru of Social Security):

The Depatment of Social Security collects data on e.g. certified sickrpss and invalidity (sickness absence

scheme) which is published annually. For males as well as for females mental disorders (stress) score high

(going on numbers of days lost through certified incapacity). Other important causes of incapacity are

musculoskeletal disease, heart diseases and circulatory disorders. In connection with the Industrial Injruies

Scheme additional figures on diseases are available that relate to definod occupa.tions or occupational conditions.

ln connection with data collection the problem that has recently arisen is, that for the first five days of their sick

leave people axe now able o certify themselves which will inevitably lead o under-reporting.

4.4.2 Research efforts and research networks

Neworks

Apart from the already referred to TUC Stress Team, the HSE-ESAC and other possible HSE

goups operating in the field of mental ill health at work there is in Britain a serious lack of further

networks, especially in the research area. However, having said this there are at least two research

groups which can be seen as centres of excellence. These are the Centre of Organizational Health

& Development at the University of Nottingham (director: Pnofessor Tom Cox) and the School of

Management at Manchester Univenity's lnstitute of Science and Technology @rofessor Cary L.

Cooper). Both research groups prcduce a lot of stress or stress rclated research on behalf of the

HSE, advisory bodies and profit and non-prcfit making organizations.They are well known all over

the country and widely respected because of their high standards of exceflence. Both groups do the

same sort of research though it should be mentioned that the research done in Nottingham pays

more attention to work organization at intervention level, whereas Manchester has a reputation for

setting up research with various professional groups and for intervening at individual level. Apart

from the research carried out in Nottingham and Manchester research into stress at work is also

being carried out by the lnstitute of Occupational Health at Birmingham University (where the

approach is very oriented to the individual), the Institute of Psychiatry London (which adopts

primarity a clinical approach), the lnstitute of Occupational Medicine Rlinburgh (where the

approach is mainly ergonomic), the Centre for Extension Studies at the University of Technology in

Loughsborough (risk assessment oriented) and a handful of individual university researchers (e.g.

Fisher from the University of Sussex, Reynolds and Wall from Sheffield University). Finally, the

National Health Service (NHS) should be mentioned. The NHS is at present one of the bigges

employers in the UK (with more than one million workers). Because of the specific nature of the

work being done there its personnel members encounter serious work stress problems. Recently a

large NHS research prcgramme has launched (Professor T. Wall a.o., Sheffield).
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The NHS-research programme was launched in APril 1993. The objectives are:

l. To determine the levels of mental heal& in major categories of NHS employees.

2. To estabtish what the relationship is betrreen mental hedth, absence and irmover

3. To examine the extent to which mental health is associated with key work-related factors (e.g. hours

of work, shift systems, work load, role conflict and managerial practices).

4. To evaluate the mental health effects of selected 'primsry' (e.g. management practices) ard

'secondary' (counselling services) intervention strategies.

Ttte principal components of the research Progratnme are:

a. a large scale prevalerrce surveY;

b. a follow-up suwey;

c. a set of selected change studies.

The research will be focused on acute and community care Provider Units (PUs) and will encomPass nurses,

doctors and adminisrative staff in the case of hospials; ard health visitors, midwives, nunes and nursing

assistants and administrative staff in the case of community care units. The programme will be completed over a

period of five years.

A closer look at three stress-research groups

Subsequently the work of the research grcups in Nottingham, Manchester and Birmingham will be

briefly described.

a. Centre for Organizational Health & Development (COHD) at the Departrnent of Psychol-

ogy in the University of Nofingharn:

Directon Tom Cox, Professor of Organizational Psychology

Assistant Directors: Dr. Amanda Griffittts and Dr. Phil Leather

Joumal: Work & Stress

COHD was established in 1988 and is a merger of the former Stress Research Group and the Employment Stategies

Research Group. The centre carries out research into occupational health, safety and stress and into the health ard

development of organizations. The academic statf consists of five members. Current research focuses on: a three year s$dy

of nurses' perceptions of risk in relation to (microbiological) workplace hazards (for HSE), a major review of workplace

stress and stress rnanegement interventions (for HSE), evaluation EAP of Leicester Health Authority, evaluation of

organizational health interventions in primary schools, evaluation of alcohol rehabilitation prcgrammes, the nature and

control of violence in the workplace, etc.
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b. School of Management, University of Manchester Insti$te of Science and Technology

(uMrsT):

Research group Professor Cary L. Cooper

Joumal: The Joumal of Organizational Behaviour

Professor Cooper started researching ino work stress in the mid-seventies for a rnajc UK company. At present about 15

persorrs (saffplus PtrD shrdenB) are involved in stress research.

Sirrce 1975 the group has published some 30 books and some 500 articles. The group also developed its own 'occupational

stress indicator". This is a qucstionnaire widely used in the uK and abroad (alrc available in Durch). Becausc of this

instrument the group has at its disposal a large data base containing 20.000 people (including 1000 airline pilots, 20
doctors of medicine, 500 dentists, etc.). One of the strong well developed lines of research is, dealing with the diagrrcsis of

stress problems inherent in particular occupations (some 90 groups to date). A new line of research is evolving into the

effects on mental health brought about by the merging processes of firms (study of five big mergers in the UK),

privatization, the increase in total quality management, the opening up of the East European market and the establishing of

equal opportunities.

A third line of research deals with intewentions (c.f. the Post OfEce study). Recently the HSE asked the group to cary out

an evaluation study into EAPs in the UK.

c. Institute of Occupational Health, University of Birmingham

Director: Professor Malcolm Hanington

The institute was founded in 1981. Its objectives are, !o provide serrrices and consultancy, teaching activities and research

activities. The staff includes occupational physicians, psychologiss, nurses, epidemiologists, hygienists, envimnmental

chemists and toxicologists. The institute has its own occupational hygiene laboraories including a mobile laboratory. The

current research activities into work sEess are: sEess among university teachers, the neuro-behavioural effects of long-term

exPosure to paint solvents, how fatigue affects the performance of junior hospital doctors (completed), psychological and

health effects of shift pattern changes in the automotive industry, the evaluation of stress-management prcgntnmes

(including relaxation techniques) for the teaching profession in the West Midlands (for HSE).

4.4.3 Transfer and dissemination of knowledge

As has been described in former sections all the parties involved (HSQHSE, CBI, TUC) regularly

transfer and disseminate knowledge on both the identifying and combating of work strcss. The

various means they have at their disposal are: leaflets, brochures, research repofts, statistics,

conferences, etc. Apart from this the academic world plays an important part by publishing research

results and organizing conferences. What is rclevant in this respect is also the activities of the

Departrnent of Health ("Health for all in the year 2000").
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4.4.4 Ovewiew of the best practices

In this section attention will shift to the possible gmd practices adopted in the field of work strcss

prevention. All the persons interviewed were asked if in Britain one or more "best of' projecs are

available which may be used as gmd examples for firms and other undertakings and subsequently

about the nature of zuch practices (individual oriented versus work organization oriented). All

respondents were unanimous in their conclusion that outstandingly good examples do not exist at

the moment with the posible exception of tlp Post Office project (British Telecom) which is at

least the most widely discussed projecr This project was carried out by Professor Cary L. Cooper

of Manchester University (the School of Management) and is summarized here briefly (see for a

more extensive explanation: Cary L. Cooper, et a1., An individual counselling approach o
combating stress in British Post Office employees, Conditions of Work Digest, Vol. 11, 211992, pp

246-2s6).

Counselling in the British Post Office, an example of good practice where work

strcss prevention is concemed:

In the auirmn of 1986 the PO hired full-time in-house stress counsellors for its occupational health services in

north-east and north-west England. The aim of the project was to provide guidance to all employees so as to

create an individual capacity for coping more effectively with present ard fuhtre problems. The counsellors could

intervene in three primary areas: in helping individuals with particular personal or work-related problems, by

attempting to increase the capacity on the part of employees to withstand perceived sEessors and by attempting

to reduce the number of stressors likely to be experienced by members of the organization.

The project ran for several years. During the first two years the biggest part of the case load of the counscllors

was in mental health and stress issues (464o). The remaining part was devoted to relationship problems (24%),

alcoholism and addictions, bereavement, assault, physical illness or disability, social problems and panic atlacks.

A systematic evaluation of the project indicated that client's mental well-being had improved after counselling

had been cornpleted. The individuals were then significantly less anxious and less depressed, suffered ftom fewer

psychosomatic stress symptoms and had higher levels of self-esteem. Though there was also a significant

reduction in the level of absence due to illness in the six months immediately following counselling it had liale

effect on the level of job satisfaction or commitment to the organization.

Partly because of the PO project a large number of Employee Assistance Programmes (EAPs) or

stress management programmes were introduced into more than 100 firms and other profit and non-

profit making organizations. The well-known examples are:
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Shell UK, ESSO, TSB (Trustees Savings Bank), [CI, the National Health Service (NHS),

Gla:<o Group Research, Midland Brewery, British Ainvays, Hammersmith and Fulham

Council, Whitbread, General Electric, Dupont, Commission for the New Towns and the

Stock Exchange.

It has been estimated that in 1993 about 120,000 British workers and their families were covercd

by EAPs ranglng from outside to in-house services including e.g. counselling and relaxation

pmgrammes and everything from 24 hour phone services to face-to-face counselling. From a recent

evaluation of EAPs it may be concluded that the common take-up nrte amounts ta 25Vo of the

workforce involved. There are no sophisticated evaluations available on the efficacy of EAPs but

professor Cooper is currently carrying out a systematic evaluation on behalf of the HSE.

Originally EAPs came from the USA where they are commonplace nowadays. Part of the

popularity of EAPs might also be explained by the fact that a large number of British firms are US

owned. Supplying EAPs is a lucrative business. There arc quite a number of commercial firms

providing this kind of service. The four biggest ones arc: ICAS, EAR, Focus and PPC. At prcsent

there is also an official network of EAP providers in Britain and a the joumal @mployee

Counselling Today).

4.4.5 Summary

In Great Britain there are several statistical sources which give information on work and the health

of workers (Labour Force Survey, Riddor-statistics and Social Security Statistics). HSCAISE also

commission research projects. There are no plans to organize a national monitoring system.

A small number of research groups carry out specialized research into work stress problems. The

most important of these are located in Nottingham and Manchester. Though the group of work

strcss researchers is not very big there is no formal national research network. Nevertheless there

are a number of oppornrnities for meeting up and exchanging information.

Information and knowledge about work stress problems is widely available for those who are

interested in it.

Finally the country does not have a big best practice reputation The Post Office project is the best

known of all.
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4.5

1.

Conclusions and discussion

The principal law in the field of health & safety is the Health and Safety at Work Act

(HSWA, 1974). The HSWA is an enabling act, comprising general duties. Specific duties

are specified in regulations stipulated in the HSWA. Apart ftom this, Approved Codes of

Practice (ACOPs) are also important. The HSWA and the rcgulations under this act do not

contain rules with respect to work stress.

Though the British approach to health and safety is far less rule-oriented than the

continental approach, there is on-going pressurc from Govemment to reduce the "red tape"

caused by social legislation What consequences this will have, for example for future

research efforts into work stress, cannot be easily assessed at the moment.

The obligation to carry out risk assessment may contribute to the employer's awareness

that work stress problems need to be prevented. More particularly the new Regulation on

Risk Assessment under the Management of Health and Safety at Work Regulations, which

furttrcr clarifies the concept of risk assessment in the HSWA, is important in this respect.

Risk assessment as such is rooted in the (civil) common law as well as in the (criminal)

HSWA. The 1988 COSHH Regulations and the newly enacted Management of Health and

Safety at Work Regulations only specify and make more explicit this concept. Until now

risk assessment has mairily been perceived as a means of assessing physical work hazards

and risks. lntroducing the new EU rules will probably also lead to psychosocial hazards

and risks being assessed that is to say, a less technical approach to risk assessment.

Another impetus will presumably derive from the increasing atrention among employers

being paid to total quality management and human rcsource managemenl

HSC, HSE, CBI and TUC are all active in the area of work sfiess. All parties involved are

conscious that work stress is caused by a variety of factors and that one factor is seldom

ever responsible for the problem. Improvements are proposed at individual level (mosfly

by employers) as well as at group level (mostly by trade unions) and may include such

diverse activities as individual counselling and job (re)design.

In the past stress at work was very often described in terms of mental ill health. This may

have led to biases with respect to interpreting job design and other organizational

measures intended to rcduce stress in the work situation. In spite of the reference to

2.

3.

4.



TNO report

NIPG 94.W 68

5.

6.

organizational causes of work stress in nearly all official documents, brochures ard reports

on the subject issued by all the parties involved, this viewpoint has not bcome a
commonly adopted one either in practice or in research circles (only the University of
Nottingham seriously underlines in its research efforts the importance of organizational

solutions in relation to work stress).

At the same time it has to be realized that the average British employer knows very little

about the possible benefits of job design.

A national monitoring system relating to work stress and rclated matters is lacking. There

are no plans to organize such a system in the near future. In Britain several separate

statistics are published which give piecemeal information on health and safety issues.

Public authorities do not systematically pay attention to building up joint nenvorks of
policy makers, trade unionists, employers and researchers to examine the theme of work

strcss. However, in practice there have been and continue to be, collaborative and public

led initiatives on mental health at work For example, HSC had zuch a grcup going urder

the auspices of the Occupational Health Advisory Committee (OHAC) for several years

(this has recently been transferred to the Department of Health where it has been further

enxpanded).

A separate (developed) research network is also lacking. Nevertheless the group of people

involved is small and there are ample opportunities to meet each other and to exchange

information.

In the UK where preventing stress at work is corrcemed there are no widely used best

practices (with the exception of the Post Office project). This project deals primarily with

the individual and not with the organization. Partly because of the results of this project

some companies have introduced EAPs.

EAPs are the instruments most commonly used to combat and research (action research

and evaluate) work stress. This approach is individual oriented and so distracts attention

from organizational causes to work stress. EAPs might also provide a rather easy way out

for employers. EAPs have led to a burgeoning commercial circuit of suppliers of all kinds

of in-company and outside services.

7.

8.
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5. GERMANY

5.1 Facts and figures on working in Germany

5.1.I Facts and figures

Compared to other EU countries Germany has a relatively old population with a high percentage of

foreigners and foreign employees (viz.7 to I Vo, see Table 5.1).

The activity rate of the population aged 14 to @ years is 66.8 7o which is above the mean EU rate but

not as high as the U.K.level. Germany is a highly industrialized country (about 4OVo of the population

works in the industry sector). The service sector is relatively small (557o). In addition, according to EU

data, the unemployment level was relatively low in 1989 (only 5,5Vo\, but this percentage has increased

rapidly in recent years.

Finally, it should be emphasized that the Federal Republic of Germany grew from l0 to 15 federal

states ('Liinder') in October 1990 when reunification with the former German Democratic Republic

took place.

The work envirownent

With respet to the work environment Table 5.1 shows that in Germany a high percentage of the employees (11.2%)

have temporary contracts, Part-time employment is not very common. tn the Netherlands more than 30% of all

employees work part-time whereas only l37o work part-time in Germany.

More details about the working conditions in both the Westem and the Eastem parts of Germany are to be found

in the fint European survey on the work environmenl carried out in 1991 by the European Foundation for the

Irnprovement of Living and Working Conditions in Dublin. This suwey was caried out among a rqnesentative

sample of employees in all EU-counties. Table 5.2 shows the frndings. Exposure to noise is relatively low in

German companies. Physical strain caused by working in painful positions is higher than in the other EU countries

mentioned. Strain caused by carrying heavy loads is below the European average in West Germany and above the

EU average in East Germany. Finally, sEessors in the work situation (high speed, tight deadlines, repetitive tasks,

lack of autonomy) are all relatively high, both in West and in East Germany.

Shce 1990 West and East Gennany have been united. The reunification also raised interest in the differences and

similarities between working conditions in the East and the WesL In l9UlW2 a representative sample of 33.fiX)

employees in Eastand West were intewiewed to establish things about their education, naining, work situations and

job satisfaction (Jansen & Stoos, 193).
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Tile 5.1 Germany in comparbon to other EU countri€s: som key frgures

Gemuny

')
France UniEd Nofier- All12 EU-

Kingdorn hnd6 counties

Tolal popuhtion in milliorc (1990)

Median age of pophtion in yean (1988)

percenuge ol hrefiners in btal popuhtion (1988)

Aclivity nato o, ppulalion aged 14 to A[ (19P8)

males

females

tobl
Sham of economb secioc in tohl omdoym€fit (1988)

agriculun
industy
seryice
total

pe,conege unsmploysd (1 989)

malee

females

total

per€nEge foreign employo€s (1988)

percenuge of employes wifi a tampoftlry onrad (1988)

Hours usually worked per week by lull-lime employees (1988)

Part-lime work as % of htsl in employment (1988)

mdm
females

lolal

Houa lct as % ol tctal hours usually rcrted (1988)

(holklays, sickness, mabmity leave,

tnaining, bad wealher, hbour dispulss, etc.)

80I 75,6 818
5S,2 s6,5 62;l
66,8 66,0 731

4,5 7,2 2A

40,5 30,0 32p
55,0 62,8 A[,8
100 100 100

62J s5,3 5/3 l4B
37,2 30,3 31,5 32,8

7,3 6,6 3,1 4,1

7,1

6,1

6,7

4,2

n5
t19,0

AF

327,1

31,3
tl,0

78,5

51,0

61,6

7,6

33.2

5S,2

100

7,0

118
9,0

:

4,1 7,1

7,3 12/
5,5 9,5

7.7 6,4

.1,8

26,6

68,6

100

6,8

13,2

9,3

3,1

5,9 8,7

{t,6 3S,2

5,5 14,5

44,2 57,7

21,9 30t

2,1 3,4

30s a3
13,2 129

11,2

40,5

7,8
gl,9

9,6

40,7

3,9

4,1
13,2

7,813,413,17,74,6

Source: Shtistical Offrce ol he European Communitie, A sociel podrait ol Europe, Bnsselsl-uxembourg, 1991.

') the German data rslates lo tre borders which were in existence before 3rd Octobor 1 990.

Job satisfaction in the Eastem strates was much lower than in the Westem states. Employees in the east reported

significantly more often that they had to lift heavy weights, and that they have to work in noisy work sihutions, etc.

On the other hand some psycho-social work stressors (repetitive work, lack of op'portunities for cooperation and lack

of new tasks, etc.) are more prevalent in the West than in the East.

Employen and employer's confederations especially are very interested in managing abserrce from work @iergarten

& Hagedorq 191). The so<alled hours lost rate (which includes not only sickness and accidents but also public

holidays, matemity leave, training, labour disputes, etc., see Table 5.1) is low in Germany: only 4,6 %. In the UJ(.

and the Netherlands these rates are much higher (about 13 7o). However, according to Salowsky (192) the German

abscnce rate because of sickness was 9.A7o in 1991. [n the same year the rate in France was 8.2Vo, in the Unitcd

Kingdom 6.87o, 'n the Netherlands 8.7?o arld in Sweden l2.l7o.

In Germany the most prevalent diseases, related to absence from work are, musculo-skeletal disorders and

psychological disorders/stress reactions (see table 5.2).
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Tile 52 Some asp€ct ol lhe work environm€nt in Gsrmarry (Paoli, 1992)

YVSt

Gemany
East

Gemany

AI EU.

counriee

percsnEg€ ol workea expced b noise

at least 25 % ol th€ tims

prcentage ol workerc rcrkirq in incor€cl
psitions at leasl 25 % ol ths time

percenhge of worteo canyng heavy

loa& al least 25 % of time

p€rc€nhg€ of trodom rc*ing at high

speed at lmt 25 % ol he time

psrcenEge of wortem working b tight

deadlines at loast 25 % of time

percenhge ol workers doing short
repetitive lasks at l€asl 25 %
ol time

perenEge ol workec nol able lo chango

tasls/rcrk methods

percenhge ol workec not abls to change

speed/rate of work

24,2

46,6

55,5

59,7

58,1

243

48t

63,6

n,0

12,2

s76:l

43,4

44,4

39,8

578

63,1

45,3

45,8

48,9

50,9

37,6

17,3

35,2

5.1.2 Type of system of indusuial relations

Viewed as a whole German labour rrelations can be characterized as harmonious. There are remarkably

few labour conflicts (De Gier, 1991).

The most important employer confederation is the 'Bundesvereinigung der Deutschen

Arbeitgeberverbiinde' in K0ln. It organizes 47 employer federations as well as 12 inter-industrial

federations. The degree of organization among employers is high (even as high as 1007o in the

chemical industry md SOVo in banks and insurance businesses). The most important central trade union

organization is the 'Deutscher Gewerkschafcbund' (DGB) in Diisseldorf. It has 17 unions under its

wing, which function by sector on a state basis. Approximately one third of the working population

belongs to one of the DGB unions. The union movement is not only active at sector level but also at

state level. There is also a clear union influence at company level, namely through the works council.

5.1.3 Summary

In 1990 the Federal Republic of Germany was extended from 10 to 15 federal states ('Liinder') by

reunifying with the former German Democratic Republic. Germany is a highly industrialized country
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and the sewice sector is relatively small. German indusuial rclations seen as a whole, can be

characterized as harmonious. There are remarkably few labour conflicts.

As to the work environment, it was concluded that stressors in the work situation (high speed, tight

deadlines, repetitive tasks, lack of autonomy) are all relatively grcat both in West and in East Germany.

52 Legal framework

5.2.1 Stnrcture and content of the working conditions legislation

The German administrative model is, by contrast to the French one, higtrly decentralized (De Gier,

1991). In addition where the German legal system is related to labour it is fairly fragmented. It is made

up of a multitude of laws, ordinances and other regulations.

In the alea of work safety and health there are two types of public law and they reflect the so-called

'duat legal system' that exists in Germany. One set is based on the national labour law and the other

is based on the social security law that was developed by the 75 Accident lnsurance Furds

('Berufsgenossenschaften'). The system reflects the dualism of the state and independent funds which

has existed for more than 100 years.

National legislation on occupational safety and health is divided into two fields: (l) technical measures

(on equipment, places of work, hazardous installations, the organizalon of occupational safety and

health, etc.) and (2) social measures (on working time and on special groups, such as young people,

mothers, handicapped people and home workers).

Where health and safety are concemed the character of the legal system has changed in the last decades

(De Gier, 1991) because of: (1) the extension of the objectives of safety legislation from safety and

health to humanizing the work situation, (2) the shift from centralized legislation to normalization by

the business sectors and frrom compulsory legal provisions to directives and norms, (3) the shifting of

some of the traditional tasks entrusted to authorities in the area of worker protection to the companies

themselves, by strengthening the participation of the workers and building up a safety organization

within the company.
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Natiorwl la,v on work, safery and health

First we shall deal here with the national regulations conceming the level of organization in individual

companies. In Germany, the so-called 'innerbetriebliche Arbeitsschutzorganisation' meaning

cooperation at company level (in companies of more than 20 workers) is important between the

employer, the works council, the work doctor, the safety expert and the 'Sichertrcitsbeauftragte(n)'.

For the perpetuation of safety and health in Germany there are nine sets of rules (such as the industrial

code, the act respecting technical equipmen! the act on protection against dangerous substances, the

federal mining act, etc.). One of them is the 'Arbeitssicherheitsgesetz' (ASIG), the Occupational Safety

Act (or, in other words: the Act for Company Doctors, Safety Engineers and other Occupational Safety

Advison).

The ASIG is mainly intended to strengthen expert services within the company. It is an overall law on

the basis of which companies with more than a certain number of workers are obliged to appoint

occupational doctors and safety experts. Companies employing more than 50 people are obliged to

appoint works doctors and safety experts. Small companies with with between twenty and fifty workers

can comply by appointing a safety officer. They are also found in larger companies and are compulsory

on the basis of the 'Reichsversicherungsordnung'. If there are more than three safety offrcers in a

company they must unite to from a safety commission. This is a different commission to the wotk

protection commission on which the employer, two representatives of the works council, works doctors,

safety experts and the above-mentioned safety officers sit.

with the work and Safety Law the works council must first of all establish whether the company

satisfies the obtgations resulting foom ordinances issued on the basis of the law. This is the monitoring

task of the works council. Secondly, the works council usually has the right of co-determination with

respect to measures which the company wishes to implement in the area of work protectioL This also

applies to the compulsory acceptance of work doctors and safety experts which results firom the ASIG.

Social securiry, accident prevention and working conditions

The impact of social security legislation on working conditions is of great importance. According to

the industrial accident insurance body their funds are allowed to develop and implement

'Unfallsverhiitungsvorschriften'. These accident prevention regulations are prescripts which are

comparable to legal ordinances and are aimed at preventing industrial accidents and indusfial diseases.

Up to tlre time of unification at the end of 1990 there were 75 organized 'Berufsgenossenschaften' (35

in industry and commerce, 2O in agriculture and 20 in the public sector). Draft regulatiors are

presented to the Minister of Labour and Social Affairs who is resporsible finally approving them.

There are more than 200 accident prevention regulations in the industrial, agricultural and public
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sectors put together. The practical significance of accident prevention regulations in the area of labour

protection is considerable and much larger than was originally intended in the

'Reichsversicherungsordnung'.

The rcgulations, together with the technical norms issued by the German normalization institutes (DIN

and VDE), also function as 'recognized rules of technology'. They see to it that technical safety

regulations do not become obsolete under the influence of rapid technical changes. The 'anerkannte

Regeln der Technik' (recognized rules of technology) must be distinguished from the 'gesicherte

arbeitswissenschaftliche Erkenntnisse'. Although these rules also act as a practical embodiment of the

legal rules they primarily have to do with recommendations.

So, these then are the implications of the social security system for the work environment in Germany.

5.2.2 Special legal regulations related to stress at the work place

According to the German Labour Ministry, the influence that employees have on strcss and well-being

in their work situations derives from the 'Betriebsverfassungsgesetz' (a law dealing with participation

in the decision making process of the work council with respect to the work environment). The

'Arbeitssicherheitsgesetz' also, drawn up in 1973 offers possibilities for influencing stress and well-

being in the work place through the intervention of occupational physicians and occupational safety

officers. It is their responsibility to, amongst other things, advise the employer on 'occupational

psychological and ergonomical questions' arising in the organization.

5.2.3 Infrastructure

A special position (within the framework of work and health) is taken up by the Bundesanstalt fiir
Arbeitsschutz (BAU) in Dortmund. This institute supports the federal government in Bonn with its

research and advice (BAU, 1992).It also supports the German industrial sector where questions relating

to safety and health arise. The BAU has the impression that during the last two decades psycho-social

strain has increased in Germany. With respect to work and health in general and stress, psychological

strain and human relations in particular, this institute believes that 'Arbeitsschutz' and 'Gesundheit im

Betrieb' should become an important 'production factor' in the economies of the German firms.

Employer organizations are not opposed to this way of viewing work and health in companies. One
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drawback, however, is that many German employers like to see stress and well-being as personal

characteristics of employees rather than as characteristics of the work situation.

The BAU is also preparing an evaluation study that relates to the 'work & health information situation'

in Germany.

5.2.4 The framework directive and its possible consequences

This EU framework directive, established by the European Council in 1989, must serve as a basis for

specific directives covering risks to health and safety at work. The directive states as its objective that

minimum norms or prescripS for the work environment situation must be provided. Though this broad

concept covers more things than aspecs of the health and safety of workers and welfare in connection

with work, the emphasis is on the first two matters. The relevance of this directive for stress and well-

being lies in articles I and 1l which deal with the participation of workers when discussing health and

safety and also in article 6 which deals with adapting work to suit the employee. Article 6 quotes a

number of prevention principles like: prevent risks, evaluate risks which cannot be prevented, combat

risks at source, adapt the work and the ptanning of prevention to suit people's needs.

Implementing the framework directive on safety and health in Germany seems to be not without

complications (De Gier, 1991). Reunification has considerably reduced the speed at which these

directives are implemented but this is not the only matter. The typical aspecs of the German

administrative and legal culture, both with respect to wolker protection and as regards product safety

are also important. In this particular case one should bear in mind a) the extent and complexity of the

number of rules, b) the dualistic structurc involved in the making rules and in administering them

(state vs. self-administration), and c) the influence of the individual states. It was for these reasons that

the federal laws usually remained fairly vague and much was left to lower bodies to regulate. This has

also meant that there has been no well-timed simplifying of the regulations in Germany.

However, the stnacture of existing legislation is such that in the short-term EU nrles can be

implemented modifying or producing new state oldinances and by making accident prevention

provisions. In the long-term it appears that the FRG will not be able to escape from fundamental legal

modifications, also because of EU obligations. It is clear also that the role of the

'Berufsgenossenschaften' as a co-regrrlator in the area of worker protection and product safety has

come to be examined in a more fundamental sense (De Gier, 191).
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In mid 1993 the key-persons interviewed in Germany were of the opinion that the 'Rahmenrichtlinie'

(the European framework directive on safety and health) will be introduced on a 'one on one' basis

in Germany, thus without substantial modifications. The views will be included in the new

'Arbeitsschutzrahmengesetz' (ASRG), of which a draft was ready at the end of 1992. At that time the

role of the 'Burufsgenossenschaften' still had to be rcsolved.

5.2.5 Enforcementpractices

The dualist system in Germany implies, just as in France, that two labour inspectorates arc active. The

one inspectorate (the 'Gewerbeaufsichtsambt' with approximately 3400 industrial inspection officers

in the original West German states) is a govemment service and administers govemment rules at

individual state level. Thus making the states responsible for the implementation (monitoring and

enforcement) of the national occupational safety and health regulations.

In 1989 the state lndustrial Inspectorates were responsible for approximately 1.75 million companies.

Every year about 710,000 inspections take place in 375,000 differcnt companies @aland & Schwede,

1991). ln the former German Democratic Republic 24 regional industrial inspectorates have been

established or are in the process of being developed with a total number of about 1000 officials.

The other inspectorate is the Technical Inspection Service of the accident insurance funds (with

approximately 1700 inspectors). They are responsible for the implementation of the accident prcvention

regulations. About 2 million companies are supervised. Every year about 850,000 inspections are

conducted in around 550,000 companies. Thirty funds have extended their activities to the area of the

former German Democratic Republic and have taken on about 350 experts @aland & Schwedes, 1991).

5.2.6 Connections with other poticy branches

Ministry of Research and Technology

It should be mentioned that the Federal Ministry of Research and Technology, together with the

Ministries for Labour and Social Affairs and for Education, is also interested in stress-related matters.

It issued a research and development progftmme on 'Humanizing Work Life' and in 1989 'Work ard

Technique'. Research on human relations in organizations and on mental strain arc central to this

programme. In this research progftmme an attempt is made to develop practical solutions for

measuring the fuzzy concept of 'we11-being', so ttrat it will be easier to discuss and possibly improve
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the level of well-being in companies. A 'harder' operationalization of this concept also will make it

easier to monitor the development of well-being in Germany.

The health insurance system and health promotion at work

Within the framework of preventing ill-health and stress the so-called 'Krankerkassen' (sickness funds)

should not be overlooked. The 'Krankenversichenrng' is a part of the social inzurance system. The

'Krankenkassen' are responsible for executing part of the social insurance benefits. lnsured employees

and employers pay the premiums. People who belong to a Krankerkasse get paid for the medical

treatment and medicines they use. The Krankenkassen also provide sick pay when employees are not

able to work because of sickness. The benefits ue SOVo of the salary and limited to 78 weeks within

a period of three years (see also Prins, l99l). In addition employees can receive sickness benefits from

the Krankenkasse when they have to care for sick children. This pay is limited to five days a year.

In 1991 about a 1300 Kmnkenkassen existed in Germany. They were organized according to

geographical regions, industrial branches, or in other ways (Weiss & Krieger, 1991).

In Germany the 'Krankenkassen' have been in the vanguard of action in the field of general and

workplace health promotion (Wynne, 1990). However, their activities have been criticised for not being

sufficiently tailored to meet the needs of specific workplaces which is why such activities are now

being modified by the health funds to get rid of this criticism.

Occupational health care services

Occupational physicians in Germany - as in the Netherlands - have a merely advisory function within

the organizations in which they work (Miiller, 1991). A part of their task is to investigate the causes

of 'Berufskrankheiten' (work-related diseases) and to advise the management on how to prevent these

diseases. Occupational physicians in Germany are also allowed - unlike in the Netherlands - O

examine, diagnose and advise employees. The basic areas of interest in occupational health care in

Germany are occupational diseases, dangerous substances and periodical medical examinations.

In Germany three types of occupational health care can be distinguished: (l) permanent appointrnent

of one or more occupational physicians (often in large organizations); (2) contracts with medical

doctors who nrn a private practice (usually general practitioners); (3) contracts with an inter-enterprise

occupational health service. The German Ministry of Labour and Social Affairs, reports that in 1989

9Vo of. all companies in trade and industry @nd 55Vo of a1l employees) were advised by company

doctors and 9.37o (with 587o of all employees) by occupational safety advisers (Paland & Schwede,

1991).
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Mtiller (1991) adds that there is no question of holding an open debate within the profession on, for

instance, professional identity, training and qualification or on how to cope with conflicting intercsts

between employers and employees. Some union representatives and workers' committees, however,

openly criticized existing occupational health care.

Hauss (1991) believes thatnearly all parties would agrce on the following three poins of criticism with

respect to the occupational health service (OHS) in Germany: (l) OHS at company level is often in

a position of 'splendid isolation', which means that it is weakly integrated into the regular company

organization and into decision-making processes; (2) worker participation is low in German OHS; (3)

occupational health services spend far more time paying attention to chemical, physical and biological

hazards than to strcss and psycho-social problems, such as monotony at work, the social climate, the

working hours, etc. These points of criticism are also echoed in the Netherlands.

Draaisma et al (1993) compared the Occupational health care standards in Germany with those that

exist in other European countries (see Table 5.3). There are big differences between the countries.

Coverage varies from an estimated ZOVo in Austria to over 857o in Sweden and Finland. In EU

countries Germany and The Netherlands the coverage is expected to rise because of the obligation

included in EU legislation to broaden OHS to include all workers.

Table 5.3 The coverage of tre rcrking population by ooupational healtr service and the oxisbnce of state f nancial support of oco.rpational healfr service
(OHS) units in six European countrie (Draaisma €t al, 199,)
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Catnty Covarye
Statefhwrcial
supqod

Austria

Gcrmrny
Ncthcrlands
Swcdcn
Norway

Finland

unknown (est. 20ld
unknown (c$.50%)
42%

owr85%
unknown (ost. 357d

over 85o/o

n0

no
no
ya!'
no

yes

'mtrdrawn 1 January 1993

5.2.7 Summary

In the work safety and health care area there are two types of public law which each rcflect the so-

called 'dual legal system' in Germany. One set is based on the national labour law, the other on social

security law, developed by Accident Insurance Funds ('Berufsgenossenschaften').

National legislation on occupational safety and health is divided into two fields: (1) technical measurcs

(on equipment, places of work, hazardous instnllations, the organization of occupational safety and



TNO report

NIPG 94.W

health, etc.) and (2) social measures (on working time and on special grcups such as young people,

mothers, handicapped people and home workers).

The dualist system in Germany implies, just as in France, that two labour inspectorates are active. The

one inspectorate (wittr 3400 industrial inspection officers in the original West German states) is a

govemment sewice and administers govemment rules at the level of the individual states. The other

inspectorate is the Technical tnspection Service of the 'Berufsgenossenschaften' (accident insurance

funds; with 1700 inspectors).

In the middle of 1993 it seemed that the European 'Ratrmenrictttlinie' (the framework directive on

safety and health) would be phased in 'one on one' in Germany, that is to say without substantial

modifications. It will be connected to the funre 'Arbeitsschutz Rahmengesetz'.

Work stress prevention in general

5.3.1 Govemment

Table 5.2 showed that stressors in the work situation @igh speed, tight deadlines, repetitive tasks, lack

of autonomy) are all relatively high both in West and in East Germany.

In addition, we have leamed from a recent German survey, that some so-called psycho-social work

stressors (repetitive work, lack of opporrunity for cooperation and lack of new tasks etc.) are more

prevalent in the West than in the East.

According to the German Ministry of Labour, employees have been able to influence stress and well-

being in their work situations since the beginning of the seventies, on the basis of the

'Betriebsverfassungsgesetz' of 1972. Paragraphs 90Dl deal with the information which should be given

to the works council and the way consultation and participation in decision making is canied out with

the works council with respect to the work environmenl "This was the first attention paid to stress and

well-being at work", it is said. The Ministry of Labour also emphasises that the ln4
'Arbeitssicherheits-gesetz' offers ways of influencing stress and well-being in the work place.

Paragraphs 3 and 6 deal with the tasks and duties of occupational physicians and occupational safety

officers. They have to advise the employer, among other things, on 'occupational psychological and

ergonomical questions'.
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But" it is believed (Hauss, 1991), that occupational health sewices in Germany (and possibly also in

other countries) devote far more attention to chemical, physical and biological hazards than to psycho-

social problems, such as monotonous work, social climate, working hours, etc.

According to official German govenrment documents strcss at work or psycho-social job demands in

general do not seem to exist in Germany. A recent publication by the Federal Ministry for Labour and

Social Affairs on 'Occupational Safety and Health in Germany' (Paland & Schwede, 1991) describes

in detail the laws, acts, provisions, regulations and ordinances on working conditions such as noise,

ventilation, tighting, chemical hazards, safety, accident prevention, working hours, etc. But the word

stress is not to be found in this overview of the German health and safety system. Work safety and

health monitoring systems are also lacking in Germany. It is 'politically unwanted', it is said, 'because

monitoring studies could make situations too explicit'.

But the Ministry for Labour and Social Affairs in Bonn certainly has an interest in the matter though

this has not yet resulted in regulations and the like with respect to, for example, the limitation of

repetitive work or the stimulation of leaming opportunities, as is the case in the Dutch Working

Conditions Act. The main problem of the German govenrment in this rcspect is to answer the question

'how stress and well-being should be measured in a more or less objective way', a problem which has

been discussed and partly resolved by the Dutch govemment.

5.3.2 Employen

As in many countries, improving heal& within the workforce does not seem to be high on the priority

list where employers are concemed. Their principal concem for their personnel has to do with salaries,

new technologies, lean production and sickness absence rates (the largest German Employer

Confederation periodically suweys the main problems employers are confronted with).

The absenteeisrn level is seen as an important element in a company's competitive position. A growing

number of companies have problematic absenteeism rates. Many of these companies are open to new

approaches to ttrc problem, some going as far as to propose improvements in working conditions as

a solution. However, more typically, efforts are directed at improving existing Occupational Health

Service structures (Wynne, 1990).
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5.3.3 Trade unions

Workplace actions for heatth have also been important to German trade unions since trade unionism

started up in Germany through the concem for improvement in working conditions. Trade union

activities are mainly twofold. Fintly they use instnrments (only partially related to health), such as

collective wage agreements, co-determination rules and working time agreements to improve the work

environment. Secondly they use their increased bargaining power and that of works councils to improve

occupational health legislation (Wynne, 1990).

Neverttreless, trade unions rarely participate in discussions on promoting health in the workplace. They

often adopt the view that these discussions are primarily a marketing strategy of the sickness benefit

funds. Some workplace health prcmotion approaches are seen by the unions as being too idealistic and

middle-class oriented and as having little to do with the reality of the workplace situation.

5.3.4 Summary

Official German govemment documents do not pay attention to stress at work or to psycho-social job

demands. A recent publication by the Ministry of Labour on 'Occupational Safety and Health in

Germany' (Paland & Schwede, 1991) describes in detail the laws and regulations on working

conditions pertaining to matters such as chemical hazards, safety, accident prevention, working hours,

etc. The word stress is not to be found in this overview of the German health and safety system.

The Ministry of Labour is certainly interested in the matter, though this has not yet rcsulted in

regulations and the like with respect to, for example, reducing repetitive work or stimulating leaming

opportunities. The main problem for the German govemment in this respect is contained in the question

'how can stress and well-being be measured more or less objectively?'

The Federal Ministry of Research and Technology, together with the Ministries for Labour and Social

Affairs and for Education are also intercsted in stress-related matters. It issued a research and

development programme on 'work and technique' in 1989.

A special position, within the framework of work and health, is taken by the Bundesanstalt flir

Arbeitsschutz (BAU) in Dorrnund. This institute supports the federal government in Bonn with its

research and advice. It also supports German industry on questions relating to safety and health.

As in many countries, improving the health of the workforce does not seem to be a high priority issue

for employers. Their principal concem relating to personnel is with salaries, new technologies, lean

8t
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production and sickness absence rates. Many German employers like to think of stress and well-being

as personal characteristic of their employees and not as characteristic of a work situation.

Trade unions rarely participate in discussions on strcss and workplace health promotion. They often

see workplace health promotion approaches as being too idealistic and as having little to do with the

reality of the workplace.

Finally, it is believed, that occupational health services in Germany (and possibly in ottrcr countries)

devote far more afiention to chemical, physical and biological hazards than to psycho-social problems,

such as monotonous work, social climate, working tpurs, etc.

5.4 Work stress prevention activities

5.4.1 Monitoring activities of various actors

The Bundesinstitut ftir Berufsbitdung together with the Institut fiir Arbeitsmarkt- und Berufsforschung

der Bundesanstalt fiir Arbeit in l99lll992 interviewed a representative sample of 33,000 employees

in East and Wes Germany regarding their education, training, work situation and job satisfaction

(Jansen & Stooss, 1993).

Other monitoring systems with respect to work and health are lacking in Germany. It is 'politically

undesirable', it is said, 'because monitoring studies could make situations too explicit'.

An overview of the German health and safety system (Paland & Schwedes, 1991) does not give

information on monitoring systems with respect to work and health but the Ministry of Labour certairily

has an intercst in the matter. The main problem of the German govemment in this rcspect is to answer

the question 'how can stress and well-being be measured in a more or less objective way'. ln addition,

the Bundesanstalt fiir Arbeitsschuu in Dortrnund is preparing an evaluation study with rcspect on the

'work & health-information situation' in Germany.

Wynne and Clarkin (1992) give an overview of the activities, aimed at improving workplace health

which are currently going on within European enterprises. Hauss (1991) was responsible for the

German pafi in this study. In 1990-1991 he canied out a survey among 200 German employers forthe

European Foundation for Improving Living and Working Conditions.

Hauss (1991) calculated that about 5 in a thousand enterprises in Germany are carrying out activities

which could be called 'health promotion' projects. On the basis of his survey-data he constructed two
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rankings: a frequency list of activities carried out by German companies and a health+ontribution list

of the same activities. as seen by the companies.

Table 5.4 shows how 30 workplace health-activities rank in Germany, United Kingdom and the Netherlands.

The frfteen most prevalent actions for health which have taken place in Germany in recent years have been:

1. Introducing safety measures for machinery
2. Protective clothing and equipment
3. Rest or social facilities, showers

4. Periodic health screening for staff at risk
5. Changes in lighting
6. Changes in noise reduction
7. Changes in ventilation
8. Toxic substances control
9. Health education progarnmes
10. Changes in individual physical work spaces

11. Changes in heatinlair conditioning
12. Changes in interior design

13. Flexibility in working times
14. Work organization programmes

15. Auomating hazardous prccesses

We see that actions which are often related to problems in connection with stress at work are not given high priority

on this list. Points numbers 13 and 14 (flexibility in working times and work organization programrnes) rnay be seen

as actions which may have an impact on stress at work. Stress control programmes have liule priority in German

firms; such programmes do not appea.r in the top 15 actions for health.

In general, it may be concluded that when it comes to priorities relating to health drives things in Germany, the

United Kingdom and the Netherlands do not differ much. In all three countries the accent is on reducing chemical

and physical hazards. Three actions seem to be rather typical for German firms: relaxation or social facilities,

showers (rank ing third), periodic health screening for staff groups at risk (ranking fourth) and health education

programmes (ranking ninth). These actions do not score high in the U.K. and in the Netherlands.

Hauss (191) concludes that most German enterprises report using, what may be called traditional measures, such

as making safety improvements, adopting protective equipment for personnel, noise reduction and the screening of

exposed employees (see Table 5.4). These are the four activities which most frequently do not step outside the frame

of the ASIG ('Arbeitssicherheitsgesetz') or other legal regulations. It seems only fair to suppose, Hauss believes,

that most of these measures are not voluntary but would in most cases be required by tlre law. Thus, the nrost

frequently reported activities only seem to reflect the normal everyday practice of OHS.
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T&la 5.4 Actions br health in Germarry, the Uniled Kingdom and the Neherlards (source: lttynne & Chrtin, 1994 secondary analysb of unpublished dab)
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Three conclusions are drawn by Hauss (1991) from the two German ranking lists. Fint, the most frequent activities

in Germany are the most 'traditional', though also the most highly effective measures. In the first ten of the ftequency

list of Table 5.4 only measures which refer to technical and environmental working conditions are reported. It might

be taken as reflecting the OHS philosophy of most enterprises. At lesst we can leam from the results that the more

the activities seem to comply with the law and the regulations, the more frequen0y they will be implemented at Plant

level. Hauss speaks of the conceptual consewatism of most of the enterprises towards innovative actions for lrealth.

Secondly, we may learn from the results, that only some of the measures which are preferred by the health promot€rs

are seen as being of some help for improving or maintaining workplace health. To some extent the most consEuctive

programmes are the alcohol prevention and smoking cessation pr,gtanrmes. Most of the usual health promotion

programmes and activities are not seen as being helpful in rerclving workplace health problems.

Hauss' third conclusion, is that, if we take a look at the benefits employers expect from workplace health prornotion

schemes (not presented in Table 5.4), we can learn that they believe tlat ' improving workcrs lualth' lleis an effect of

these activities , Reduction of absenreeism is the second important benefit employers exPect from health promotion

activities. At the same level we find reduction in accident rares. Hauss (191) adds that at least in Germany the link

between economic arguments (and reducing absenteeism is an economic argument) and health-related activities is

considered to be the most important and efficient port of entry into a modem health policy at plant level.

5.4.2 Research efforts and research institutes

The following research institutes are active on the work, strcss and well-being ftont:

BAU-Bundesinstitut ftir Arbeitsschutz, Dorfrnund (Dr. Kuhn): work, health and prevention;

IABB-Institut ftir Arbeitsmarkt- und Benrfsforschung der Bundesanstalt fiir Arbeit, Niimberg

(Dr. Stooss): technology/computer development, health and work;

BlB-Bundesinstitut fiir Berufsbildung, Berlin (Dr. Jansen);

WZB-Wissenschaftszentrum Berlin ftir Sozialforschung, Berlin (Dr. Fritzschfiftschi): work,

health risks and prcvention;

Institut ftir Angewannte Arbeitswissenschaften (Dr. Schulterus);

WSI und Hans Biickler Stiftung, Diisseldorf;

IGES-Institut for Social and Health Research, Berlin (Dr. Hauss): work and health,

absenteeism;

Universitiit Giessen (Prof. Frese; Prof hpf): norms with respect to psychological strcss;

Universitiit Heidelberg (Ptof. Maier) : stress;

Universitiit Osnabnick (Prof. Grei0: stress in the work situation;

Universit[t Dresden (Prof. Hacker): stress, well-bing;

Universitfit Oldenburg (Prof. Nachreiner): ergonomics, shift work and working hours.
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5.4.3 Transfer and dissemination of knowledge

The Bundesanstalt ftr Arbeitsschutz in Dortnund, the Bundesanstalt fiir Arbeitsmedizin in Berlin, the

Bundesinstitut fiir Berufsbildung in Berlin and finally the Institut fiir Arbeitsmarkt- und

Berufsforschung der Bundesanstalt fiir Arbeit in Niimberg play an important part in the transferring

and disseminating knowledge to work organizations on the matter of work, health and safety.

5.4.4 Overview of the best practices

The German Ministry of Labour supplies financial support to companies that want to improve their

working conditions in a proper way. These model-prcjects are often monitored by the 'Bundesanstalt

fiir Arbeitsschutz' in Dortrnund. Two of these model-projects arc described in the book 'Preventing

Stress at Work' (Kuhn, 1992a, 1992b). The first deals with a new concept - the health circle at the

Volkswagen plant. In health circles employees are encouraged to actively participate in stating ard

discussing any health-related problem they may have and any work-related stressor they may perceive.

Health circles create an atrnosphere of trust. From the evaluation of the project it was concluded that

health circles, used as an instrument of change, can help employees to reduce their stress levels,

improve their personal coping mechanism and participate actively in creating healthy working

conditions (Kuhn, 1992a).

The second model-project deals with job redesign and stress prevention for crane operatorc at the

Thyssen steelworks company in Germany (Kuhn, 1992b). This project also started up with health

circles and resulted in a list of problems to be changed. For the crane operators, many proposals for

change involved high mental demands and stressful responsibility for accident-free crane operation. A

number of the proposals aimed at improving the driver's field of vision by creating a better design for

the crane cab, fining it with mirrors to supprcss blind areas, installing a camera or a monitor system

to allow for better control of the teeming ladle, fitting swivel scrcens and anti-glare films, etc.

The German Ministry of Labour also funded model-projects aimed at improving working conditions

in the former Eastem states. These projects are also monitored by the BAU (Bundesanstalt fiir
Arbeitsschutz in Dortrnund) (Janus, 1992). Most of these projects, however, are not aimed at the

psycho-social work situation but at the physical working conditions.
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5.4.5 Summary

Though employees are periodically interviewed in conjunction with their work and education,

systematic work and health monitoring systems are lacking in Germany.

The Ministry of Labour however certainly is interested in the matter. The problem in this respect is

the question 'how can stress and well-being be measured in a more or less objective way'. Objectivity

is necessary because of the element of 'professional risk' in cases of sickness and where occupational

diseases are concemed.

The Bundesanstalt fiir Arbeitsschutz in Dortrnund, the Bundesanstalt fiir Arbeitsmedizin in Berlin, the

Bundesinstitut ftr Berufsbildung in Berlin and the Institut ftir Arbeitsmarkt- und Berufsforschung der

Bundesanstalt ftr Arbeit in Niimberg play an important part in the transfer and dissimination of

knowledge process where work, health and safety are concemed.

The German Ministry of Labour supplies financial support to companies that want to improve their

working conditions in a proper way. These model-projects are often monitored by the 'Bundesanstalt

fiir Arbeitsschutz' in Dortrnund.

Conclusions and discussion

According to a European survey, stressors in the work situation (high speed, tight deadlines,

repetitive tasks, lack of autonomy) are all relatively high both in West and in East Germany.

In addition, a recent German survey showed, that some so-called psycho-social work stressors

(repetitive work, lack of opportunity for cooperation and lack of new tasks, erc.) are more

prevalent in the West than in the East.

The German health and safety system is relatively technically oriented. The practice of

auending to human relations and stress in work situations is not widespread. "Stress and well-

being hang in the air", as one interviewed key-person said.

According to official govemment documents stress at work or psycho-social job demands in

general do not seem to exist in Germany. Laws, acts, provisions, regulations and ordinances

on working conditions such as noise, ventilation, lighting, chemical hazards, safety, accident

prevention, working hours, etc. are worked out into detail. The word "stress" does not enter

into the German health and safety system.
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3.

Nevertheless, according to the German Ministry of Labour, it has been possible since 1972 to

influence employees where stress and well-being in the work situation is concemed on the

basis of the 'Betriebwerfassungsgesetz' (this law deals amongst other things with the

information, consultation and participation in decision-making activities of the work council

with respect to the work environment). The 'Arbeitssicherheitsgeseu' of 1973 offers

possibilities for influencing stress and well-being in the workplace througtr the tasks and duties

performed by occupational physicians and occupational safety officers. They have to advise

the employer, among other things in matters pertaining to 'occupational psychology and

ergonomical questions' in the organization.

It is thought that the occupational health services in Germany (and possibly in other countries)

pay far more attention to chemical, physical and biological hazards than to psycho'social

problems such as monotonous work, the social climate, working hours, etc.

The Ministry of Labour and Social Affairs in Bonn certainly has an interest in the matter but

this has not yet resulted in regulations and the like with respect to, for example, reducing

repetitive work or stimulating leaming opportunities, as is the case in the Netherlands under

the Working Conditions Act.

As to monitoring stress surveys are carried out on representative samples of employees in East

and West to ascertain the level of their work and job satisfaction. Nevertheless work and

health monitoring systems are perceived as lacking in Germany. It is 'politically undesirable',

it is said, 'because monitoring studies could make situations too explicit'.

The German Ministry of Labour offers financial support to the companies that try to improve

their working conditions in a proper way. These model-projects are often monitored by the

'Bundesanstalt ftir Arbeitsschutz' in Dortrnund. They deal, for example, with health circles

where employees are encouraged to actively participate in stating and discussing any health-

related problem they may have and any work-related stressorthey may perceive. Health circles

create an aEnosphere of trust. The model-projects also deal with job rcdesign and stress

prevention.

Results from a survey carried out in 1990-1991 amongst employers in several European

countries by the European Foundation for the Improvement of Living and Working Conditiors

in private and public companies show that actions which are often related to problems in

4.
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corurection with stress at worh do not have high priority ln Germany. It was also concluded,

however, that the priorities in health projecs in Germany, the United Kingdom and the

Netherlands do not differmuch. In all three countries the accent lies on reducing chemical and

physical hazards. Stress and well-being is given lower priority.
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6.1

6. FRANCE

Facts and figures on working in France

6.1.1 Facts and figures

In 1990 France had 56.3 million inhabitans. Of this population 29.6 fell into the 20 to 59 year old

age group. This age group proportion (52.6Vo) was slightly lower than the EU figure of. 54.5Vo

(Eurostat, 1991). The economically active proportion of the labour force (aged 14 to 64), known as

'the activity rate' was 75.6Vo in France in 1988 for males against 78.5Vo in the twelve EU

countries (EUR 12) and for the female population it was 56.5Vo against Sl.OVo and 66.07o against

64.4Vo for all groups.

Unemployment rates were slightly higher: for males 1.l%o agunst l.OVo, for females l2.7Vo against

ll.9Vo and 9.5Vo against 9.OVo for all people @urostat, 1991). Long-term unemployment flasting

more than 12 months) is lower in France: 42.OVo of the total unemployed population against 5l.7Vo

for males, 46.7Vo against 52.5Vo for females and 44.6Vo against 52.l%o for all goups @urostat,

1991).

The share that each of the working populations has in each of the three economic sectors in France

is 7.2Vo for agriculture (EUR 12: 7.6Vo),3O.0Vo for industry @LJR 12: 33.27o) and 62.8 for services

(EUR 12: 59.27o) @urostat, 1991).

As to the size of firms, more than 93.2Vo is in the bracket of less than 10 employees, 5.5Vo have

10 to 49 employees; l.l%o have 50 to 199 employees; and 0.27o have 200 or morc employees.

There are no systematic figures on absenteeism in France (see also Prins et aL., l9D2). Registration

is not standardized and therefore gives incomparable results. The registration by the national social

security body, the "Caisse Nationale de I'Assurance Maladie des Travailleurs" (CNAM) is based on

accidents and compensative occupational diseases (91 in general and 52 in agriculture), which give

no sickness absenteeism figures. Because work disability due to psychological dysfunctioning

(depression, bumout, stress and strain) is not recognized as an occupational disease and thus is not

dealt with by the social security system, there are no statistics of this kind.
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However, some figures on some aspects of stress could be derived from a periodical survey of

working conditions.

The work environment

In comparison with all other EU-countries France has a less favorable working environment with respect to

'noise exposure', 'working in painftrl positions', 'carrying of heavy loads'. As regards to the other distinguished

. categories French workers are in a relatively betrer position.

TaHe 6.1 Some aspect ol the work environment in Germany (Paoli, 1992)

AI EU.

counties

91

percenEge ol workec oxpos€d to notse

at lsast 25 % ol the time

percenhge ol worksrs working in awkward

psilions at least 25 % of the time

peroenhge ol worlers canying heavy

loads at leasl 25 % ol fie lime

p€rcentage ol workers working at high

speed at leasl 25 % ol he lime

psrcentage of workers working h tight

deadlines at leasl 25 % ol lhe time

percsnlage ol workers doing shorl

repetitive lasks al least 25 %

of the time

percenEge ol workers nol able to change

tasls/rork methods

porcsntag€ of workers not able to change

speed/rate ol work

31,4 n,0

$,7

47,338,9

37,9

35,5

36,6

42,2

48,9

50,9

37,6

42,1

43,1

35,2

6.1.2 Type of system of industrial relations

The system of industrial relations in France is formalized in a legal sense to a very large extent

(c.f. the 'Code du Travail' and the 'Code de la Sdcuritd Sociale). Traditionally, govenrment plays

an important rcle in regulating industrial relations. Collective bargaining in France is characterized

by a fundamental conflict of interest between employers and employees. Other hallmarks of the

system are:

weak and ideologically split trade unions;

autocratic and patemalistic employers;

lack of sustainable consensus between interest groups.
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There are several trade union groups in France. The most important ones are the communist

oriented CGT, the CGT-FO which is a splinter goup of the latter and the social-democratically

oriented CFTD. The degree of organization is low (approximately l7% in 1987). The CNPF is the

most important employer organization. It forms a confederation of professional groups and local

geographically organized associations and unions. The centralized state model means that the

central unions for employees and employers are concentrated in Paris (De Gier, l9l).

Important reforms were realized in 1982. The so-called Auroux-acts were introduced. Amongst

other things these laws, oblige the employers and unions to bargain every year in unionized firms.

6.1.3 Summary

The French labour force is somewhat less active than the average country within the EU, has

slightly more short-term unemployment and less long-term unemployment. There are more people

employed in services than in industry compared to the average in the EU.

Because we lack sufficient figures no comparisons can be made on absenteeism due to illness and

disability due to work problems.

6.2 Legal framework

6.2.1 Structure and content of working conditions legislation

The French have an extensive and detailed set of laws and rcgulations on labour and occupational

safety. It is part of the Labour Code ("Code du Travail"). The first law, on child labour protection,

dates from 1841.

Besides this Code, there is the social security legislation ("Code de la S6curit6 Sociale"), which has

had an important bearing on accident prevention at work and occupational diseases since 1946.

In principle, intemational rules including those of the EU have precedence over French legislation,

provided they are undenrrinen by the French govemment. After the EU Framework Directive of
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1989 was introduced the Labour C.ode was extended by Law nr 9l-1414 on 3l December 1991

and became effective a year later.

Development of occupational health and safery legislation

The Labour Code comprises a set of General Provisions on: the principles of prevention, introduc-

ing health and safety regulations, consulting employees (since 1947), training, emergency

procedures, dangerous substances and on penalties linked to non-oompliance with the law. The

laws also make provisions for children and women (since 1841), occupational medicine (since

1946) and the labour inspectorate (since 1874). Furthermore, there are a great number of specific

provisions on all sorts of physical working conditions, lifting, dangerous apparatus and machines,

clothing and equipment, meals and breaks.

Lnportant modifications of and additions to the occupational safety laws came into being ftom after 1976. Of particular

interest are the laws dating from 1976 and 1982 respectively.

The law of 6th December 1976 ("toi relative au d6veloppement de la prdvention des accidents du travail") contains a

number of concrete rules relating to buildings and places of work where people are employed and rules relating to working

materials and machinery. In addition the powers of the labour inspectors were extended and the "Conseil Sup€rieur de la

Pr6vention des Risques Professionels" was created, which is a national tripartite advisory committee. Finally this law

introduced new concepts in, on the one hand, training worken an4 on the other hand, so-called integral safety ("s6curit6

int6gr6e"). Regarding raining, employers had to ensure from then on, that amongst other things adequate progammes

relating to occupational safety were implemented for new employees. The "s6curit6 int6gr6e" determines that aBention must

be given to safety in the design and construction of material and machines. The care for product safety is thereby integrally

coupled with the legislation on working conditions that has been in force since 1976. These rules also relate to dangerous

substances.

Two of the four "lois Auroux" were introduced in 1982. One, dated 4 August 1982, gave workers the right to dfuect and

collective expression. This concems inu,oducing the possibility of creating the opportunity for consultation to take place at

department level so that workers can talk directly to their supervisors about rnatters relating to their working conditions. The

other law dated 23 December 1982 involves extending the "professional risks' clause to include all matters relating o

working conditions (including for example, night work, job description and duration of work).

Furthermore this law stipulated that the older "Comit€s d'Hygilne et de S6curit6" which were compulsory (at company

level) from 1947 onwards, will form the new "Comit6s d'Hygilne, de S6curit6 et des C.onditions de Travail" (CHSCT),

hereafter referred to as the Joint Commiuee. The Joint Comrninee was made obligalory in companies employing more than

fifty workers (in the building indusry more than 3m). In addition to employee representatives, the employer or his

representative and the works physician make up these commissions. The tasks of the commissions have to do with

analyzing working conditions and risks, making relwant suggestions for improvement, carrying out inspections,

investigating occupational accidents and occupational diseases. Finally the law grants the "droit de retrait" to workers which

means, the right to intemrpt work in the event of immediate serious danger arising.
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Occupatiorul health services

According to ttle 1946 law and a decree made on 28 December 1980, all employers have to

establish or join an occupational health service. Depending on what its size is, a single firm might

set up its own occupational health service, or else it might join a combined (inter-enterprise)

occupational health service as small firms commonly do. In fact the type of occupational health

service set up will depend on the time that occupational health physicians need to do their work.

The time is calculated according to the number of workers and ttre number of existing health risls.

If this time exceeds 169 hours a month, it becomes necessary to establish an autonomous

occupational health service. Small industries can either set up their own autonomous medical

service or they can join an inter-company medical service ("service m€dical inter-enterprises").

Agricultural undertakings, public offices, and mines and quanies are excluded from this table but

all other employers are legally obliged to organize an occupational health service.

The structure of occupational health services is controlled by taw. The number of occupational

health physicians employed will depend on the number of workers and on the health risks ttrat

exist. The number of nurses employed is based on similar criteria: one nurse for every 200-800

workers in industrial firms and one nurse for every additional 600 workers. One nurse for every

500-1000 workers in commercial firms and one nurse for every additional 1000 workers.

An occupational health service has several functions. One of these functions is to perform medical

examinations prior to employment and to verify the medical suitability of workers to their jobs.

Depending on what health risks the job involves, subsequent examinations may be carried out

Each year the occupational health physician has to submit a plan describing the action to be taken

by him on identifying the health risks, evaluating the working conditions and planning the possible

improvement of working conditions.

Management, social sewices, workers and staff (representatives) may consult the occupational

health physician on:

- imprcving working conditions;

- surveyrng the company's general standards of hygiene;

- ergonomics and adaption of work rhythms to human physiological conditions;

- protecting workers from exposure to harm, work retated accidents and occupational

disease;
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health education and training of safety personnel;

research in occupational health.

As to ttre position of occupational health physicians the Joint Commiree has an important say in

the matter. An occupational health physician can only be appointed if the appointnent has the

agreement of the Joint Committee.

On the other hand the Committee does not, unlike financially confolling the social services,

control medical service finances because this is considered a technical service that is therefore to

be controlled by management.

Important changes in the Labour Code resulting from the EU Framework Directive

The EU Framework Directive was incorporated into the Code du Travail by the Law of 3lst

December 1991 and came into effect on 31st December 1992. lt introduced several important

principles stemming from article 6 of the EU Framework Directive:

(l) The principle of prevention is extended from safety to hedth in general, together with the

obligation to apply a health and safety risk assessrnent method (articles L.23UZ).

(2) The principle of obligations for employees (articles L.230-3). Before, the law only knew

obligations for employers, because of which the law was sometimes ironically called the

"penal law" ("code pdnal") for employers.

(3) The obligation for an enterprise with more than 50 employees to have a "Comit€ Sdcuritd

et des Conditions de Travail (CHSCT)" (articles R. 231) also came into force for the

building industry where before 300 employees was the lower limit.

According to Vogel (1992) article 6 of the Framework Directive is incorporated almost verbatim

into the new Labour Code. As to the Joint Committee he adds that the stipulation in the new law

that Committees shall be given the means to carry out their functions, is a valuable one, consistent

with the broad trend in case law.

Summary of some main regulations in the Code du Travail

The provisions of the Labour Code apply to all agdcultural, industrial, commercial and service

establishments whatever their form of ownership or management; including family enterprises,

goverrment offices, hospitals, schools and excepting mines, quarries and transport enterprises. For

agriculture, tfirnsportation, mines and quanies, electricity supplies and services and civil servants

there is a special regime.
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The employer is responsible for taking measurcs to :lssure safety and to protect the health of his

employees temporary workers included. Measures include taking action against professional risks.

informing and educating employees and providing for adequate work organization and working

means. He has to keep up with changes in the situation and act accordingly.

Measures must be based on the following general prevention principles:

(a) the avoidance of risks;

(b) the evaluation of risks that cannot be avoided;

(c) the abatement of risks at source;

(d) adaptating work to the workec

(e) taking into account the state of the evolution of technology;

(0 substituting non or less dangerous zubstances for dangerous ones;

(g) planning prevention while integrating technology, work organization, working conditions,

social relations at work and the influence of environmental factors.

When taking into account the nature of the activities canied out in the company the employer must

evaluate the health and safety risks and, if need be, take measures to ameliorate things. When

assigning tasks to employees he must also consider the capacities of the worker in conjunction

with taking preventive measures.

Where the occupational health services are concemed, the employen must provide access to zuch a

kind of service at least once a year for the purposes of medical examinations. The doctors either

sell their services to the employers or are employed by them as is the case in large companies. If a

pattem of ill health is identified with an employee they advise the employer accodingly. ln

addition to this occupational doctors spend ahut one third of their time observing people at work

so that they can detect any health risk resulting from work methods or systems.

Self-regulation

The law emphasizes the responsibility that the employer and employees carry where providing for

a good working environment is concemed. The law contains many detailed stipulations on working

conditions with which the companies must comply. This does not leave much room for self

regulation at company level. Moreover the Labour lnspectorate's enforcements are very directed at

the content of the problems and less at the process of policy making in the company.
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At company level it is important to distinguish between the employer, the Joint Committee and the

occupational physician. Because of their closely knit interests, it is essential to consider the roles of

the employer and the Joint Committee together.

Cooperation between employer and employees

The employer is the chairman of the Joint Committee and the secretary is elected from amongst

the members who, in tum, are chosen by the workforce. On matters of health and safety the

employer's decision is final.

The workers' representatives in the Joint Commitree must be trained and instructed on how to

carry out their function. They have the right to be informed and consulted on all employer

decisions and actions in the field of health and safety. They also reserve the right to carry out at

least four workplace inspections a year, investigate accidens and ill-health at work and check on

the enforcement of health and safety laws.

The Joint Committee must be consulted at least once a year about the written plan of campaign for

the ensuing year and shown the report on the results of the work undertaken in the previous year.

The Joint Committee meets at least once a every three months and has the right to be consulted by

the management on company health and safety, to call in inspectors and any other experts - at the

employer's expense - if further information is required or if they lack the technical expertise to

analyze the risks at their place of work. The Joint Committee can consult the employers' expert on

health and safety aspects of new technology.

Well-being at work and stress at work

The terms stress and well-being are not to be found in French law, though since the EU Frame-

work Directive has been incorporated notions about monotonous and short-cycled work have been

cornidered (art. L. 230-2d). What also stems from the EU framework Directive is that planning

prevention technology, organizing work, working conditions, social relations at work and the

influence of environmental factors should be integrated.

Those notions relate to the concept of stress though this concept was not a guiding principle in the

making of the law.

Related legislation and agreements

As has been mentioned laws relating to occupational safety are closely linked to laws relating to

social security where occupational accidents and occupational diseases ("risque professionel") are

concemed. Occupational accidents and occupational diseases are compensated in the social security
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legislation ("Code de la S6curit6 Sociale" of 1946), which emphasizes prevention. Payment is done

by the "Caisses de SdcuritC Sociale" as "reparation of the damage suffercd".

The medical insurance companies ("Caisses de I'Assurance de Maladie") were given the task of

stimulating employers to adopt preventive policy by means of imposing a bonus/toll system. Since

1990 small and medium-sized enterprises can be given an advance by their industrial insurance

boards on the investrnents needed to improve working conditions. If the enterprise complies with

improvement progammes laid down in the contract the advance can be transformed into a gift.

Finance comes from the CNAM. The national body in France is the "Caisse Nationale de

I'Assurance Maladie des Travailleurs" (CNAM). CNAM is assisted by a division made up of

technicians in order to help in the area of safety and health prevention. There are approximately

1000 prevention engineers, which is considered to be rather few in view of the fact that therc are

many small and medium sized enterprises. CNAM further has a technical commission in each of

the 16 regions. The social partners are equally represented in those commissions.

CNAM also controls the national health insurance, which comprises 16 regional medical insurance

companies ("Caisses Rdgionales d'Assurance Maladie, CRAM") and four general medical insurance

companies for overseas territories. A regional medical insurance company is also supported by a

Regional Technical Committee in which both social partners are given equal representation.

The important tasks of the regional technical committees regarding prevention arc:

to stimulate employers, where necessary, to improve occupational safety. To achieve this

task medical insurance companies can force a business to pay additional premiums

varying between 25 and 2O0Vo of the standard premium. On the other hand a rebate can

be given of up to 25Vo on the premium. This instrument is not practised much. There

seems to be a relationship to the fact that the social security system managed bipartitety

by the social partner. not being very interested in the instrument.

ln addition grants can be given to employers who have exceeded their limits. Ahut one

percent of the budgets of the Regional Committees are used for this purpose;

to award bonuses to the workers and managers who take useful initiatives aimed at

improving the quality of the work; inspectors of the "Caisses" can, when carrying out

their duties, use the "Dispositions Gdn6rales" (guide-lines) which are approved by the

technical commissions. In priciple, the Minister of Labour can decree that these guide-

lines must be made generally binding for the whole country but in practice this rarely

ever happens.
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Because of the functions of both ttre institutions under the Labour Code and under the Social

Security Code regarding prevention in health and safety at work, one could speak of there being a

dualistic system. Both systems are not absolutely equivalent though. The advice given and, more

generally, the guide-lines ("Dispositions G6n6rales") laid down that are preparcd by the medical

insurance companies only represent an extension to the legal provisions prepared by the state in the

area of working conditions. It is only the rules of the authorities included in the "Code du Travail"

which are criminally enforceable. The CRAM inspectors can only advise.

Since 1990 and through another agreement made between the social parhers (excepting the CGT

and the CGT-FO, which did not agree), health and safety regulations have also come to apply to

employees with employment contracts for a limited time and to temporary employees.

6.2.2 Special legal regulations related to stress at the workplace

Both the t€rms strcss and well-being do not as such appear in French law, although since the

incorporation of the EU Framework Directive, notions about monotonous and short-cycled work

have become incorporated (art. L.230-2d).

The term well-being (in French 'Ie bien-€tre') at work, is associated by most respondents with

'health in general' rather than with work content and matters relating to this.

In addition to this it is important to note that the social security system does not recognize mental

problems or illness caused by work as occupational diseases.

In 1975 the social partners entered into a Framework Agreement on improving working conditions.

An extension of the agreement relating to the modemization of enterprises was agreed upon in

1989. The later amendment and other matters also aimed at bringing health and safety regulations

in line with EU Framework Directives by urging the social partners to strive at industrial level for

those and other goals.
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6.2.3 Infrastnucture

The health and safety infrastructure contains several institutions:

In 1991 occupational health services were rendered to 12.5 million employees by some

1600 occupational health services employing 6300 occupational physicians and 7400

nurses, technicians and secretaries.

In order to stimulate improvements in working corditions the govemment installed the

"Fonds pour I'Amdlioration des Condition de Travail" (Fund for the Improvement of
Working Conditions), abbreviated "FACT". Companies that have plans of an innovative

character and can be exemplary may apply for financial assistance.

An agency known as "Agence Nationale pour I'Am6lioration des Conditions de Travail"

(ANACT; National Agency for the Improvement of Working Conditions) is responsible

for evaluating the project and advising the Minister of Labour about granting any

applications. Such applications made to the Ministry of Labour by businesses for financial

assistance in projects aiming at improving working conditions must be evaluated by

ANACT for their merits and for the degree of involvement from the social parmers.

ANACT was founded in 1973 in response to concems expressed during a period of
industrial unrest over working conditions. It is a tripartite public body that comes under

the authority of and is funded by the Ministry of Labour. It is govemed by an administra-

tive council consisting of employers, employees and government and by indeperdent

experts.

Besides the above mentioned advising function the agency has two other main tasks:

(a) to gather and disseminate information on ways of improving working conditions in

various publications, through an inquiry seryice, in conferences and through meetings;

(b) to provide a technical service for businesses by visiting and giving advice on the

health and safety implications of projecs and plans. Such visits are made at the request of
management but ANACT wants to ensure that it has the consent of the Works Council.

They carry out two types of projects: l) 'short diagnoses', designed to help a company

identify the problems it encounters relating to health at work, task strucnrring, technologi-

cal and organizational change and conceming training and courses. This service is free of
charge. 2) 'long-term interventions', aimed at advising businesses in the process of an
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intervention project which at the same time is relevant to ANACT iself in view of the

developing of their methods. This service must be paid for.

Work stress is never the name given to the problems ANACT is asked to assist with; they

are rather described as problems to do with motivation and absenteeism. Furthermore,

stress is not handled as an explicit phenomenon by the agency. Nevertheless, the projecs

are often aimed at improving job contenrnent and job organization.

ANACT had a staff of 118 penons at the end of 1992 which included more than 50

consultants and a budget of FFr 80.5 million.

There is also INPACT ("Institut pour l'Amdlioration des conditions de Travail"; lnstitute

for the Improvement of Working Conditions) that was founded in 1983. It is linked to

CF:DT, the social-democratic labour union though it does not work exclusively for the

CFDT. Like ANACT it does comparable advisory work but on a snaller scale and it is

active in Works Council trainings and with the functioning of Joint Commitrees on

improving working conditions. As a consulting organization IMPACT acts in a wide

range of situations, including in situations of work stress (see also section 6.4.3).

Furthermore. the Labour Inspectorate ("Sewice Extdrieur du Travail et de I'Emploi,

SETE") in its capacity as a body which has to enforce health and safety laws should also

be mentioned. The SETE itself and its functioning is described in more detail in section

6.2.s.

As was described in section 6.2.1, CNAM, the national social insurance body, has a

health and safety advisory function within companies.

Finally the two research institutes active in the field of "classical" working conditions are:

(a) INRS ("Institut National de Rdcherche et de Sdcuritd sociale pour la pr€vention des

accidents du travail et des maladies professionelles") financed by CNAM. This institute

not only carries out investigations and disseminates the rclevant information about

"classic" working conditions, but, if required also provides technical assistance to labour

inspectors provided by either the authorities or by the "caisses", the Joint Committee, etc.

INRS also has the task of approving product safety.
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(b) The INSERM (the National Centre for Scientific Research), is partly active in this

respect too.

Research into work stress is mainly a concem of the universities except, as stated above,

where INPACT is concemed.

6.2.4 The Framework Directive and its consequences

All respondents involved, did not see any change in enforcement practice at national level. On the

other hand, as far as law making is becoming more a concem of the EU, negotiating about the

content of new laws is done at EU level by representatives of the parties. There is no French law

that applies to this prccess of law making at intemational level.

The fact that article 7 of the Framework Directive is not translated verbatim in French law is seen

by the trade unions as a serious omission. The reason for this being that the law does not fulfit the

minimum EU requirement that an employer should appoint one or more employees to be engaged

in health and safety risk protection and prevention and because the article would enable the form

and tasks of preventive services to be defined in later implementing decrees. The govemment,

however, holds that the legal requirements made of occupational physicians do meet the minimum

EU requirement that employen should appoint one or more employees to be engaged in health and

safety risk protection and prevention (Vogel, 1992).

6.2.5 Enforcement practices

The regulations on working conditions -incorporated in the Labour Code- are enforced by the

Labour Inspectorate ("Service Extdrieur du Travail et de I'Emploi, SETE") which is part of the

Labour Ministry ("Ministire du Travail, de I'Emploi et de la Formation Professionelle"). Besides

the enforcement task, the Labour lnspectorate has three other main inspection tasks rclating to

regulations on: dismissal, employee representation at company level and collective agreements,

wages and working hours. Health and safety accounts for about 3OVo of their activities.

The SETE is organized on a regional'basis, with 96 departmental offices, including 440 inspection

sections led by an inspector and assisted by approximately 900 assistant inspectors, called "labour
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controllers". In addition to this, each region has a medical labour inspector and an engineer to

provide advice. ln view of the extensive tasks they have it is widely believed that there are too few

inspectors.

As for health and safety regulations inspectors have at their disposal four coercive instruments (in

the form of written documents):

the observation of an abuse as a waming ("1'obsenration");

- being able to order the management to put an end to abuse ("mise en demeure");

- the official report sent to the public prosecutor ("proc0s verbal"). Between 3000 and 4000

prosecutions are successfully made each year;

- the power to intemlpt work on a building site ("I'arr€ter un travail").

In effect, they can put to an end dangerous and unhealthy situations or ultimately close down a

business: in the building industry, they can do this independently but elsewhere it must be done

through a judge.

The Labour Inspector has a variety of company level information sources which can be of help to

him in fulfilling his task:

(a) the inspector must be informed about the meetings of the Joint Committee which he may

atend.

(b) the Joint Committee's views on the Employer's Annual Health and Safety Report must be

transmited to the Labour Inspectorate for information purposes.

(c) if the Joint Committee does not agree with the manager's proposals it will call for the

judgement of the Labour lnspectorate which will then evaluate the measures taken by the

management against their routine criteria.

(d) the inspector may be accompanied on his visits by a personnel delegate of the Joint Committee.

Their is a formal relation between the Labour lnspectorate and the inspecting body of the social

security organization as far as exchanging information is concemed. It applies to exchanging

information on general subjects that are relevant to the district or the counET as a whole. It does

not apply to information regarding individual enterprises. Actual cooperation on that plane occurs

at district level because of the personal relationship network between inspectors.
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The Joint Comminees in practice

One of the tasks of the SETE is to oversee the functioning of the Joint Committees. lnformation on

this subject is scarce, however. According to Walters et al. (1992), about one third of the

enterprises with a duty to set up a Joint Committee in 1987-89 had not done so. Vogel (1990) says

that the proportion was even declining in those years as was the percentage of workers covered

which went down from 82.3 ta 8O.4Vo. Smaller workplaces and the service sector had less

coverage. Since the extension of the obligation to set up a Joint Committee for the srnallest

category (less than 50 employees) of workplaces, it is expected that Joint Committee coverage will

lag behind.

On the matter of the training of Joint Committee members Walters et d. (1992) make the

following observations. Half of the members of Joint Commi$ees in workplaces with more than

300 employees had received the minimum five days of training they were entitled to by law by

ftat time. The authors quote the CFDT in which it is claimed that in 7O7o of cases it was the trade

unions who trained their representatives, although they also referred to suggestions that the

proportions may be substantially lower. Other bodies such as CRAM, INRS, employers and

chambers of commerce provide training. Only the CRAM courses are mentioned by the Labour

Inspectorate in its 1988 Annual Report. Those courses have been criticised because of their limited

effectiveness and their narrow technical approach to workplace hazards (Walters et al., 1992).

6.2.6 Connections with other fields of policy

Apart from the connection with the field of social security there are no other existing connections.

6.2.7 Summary

France has a broad and detailed set of legal regulations with respect to working conditions as part

of the Labour Code ("Code de Travail). It does not mention work stress or well-being at work in

so many words, but since the EU Framework Directive has been incorporated some aspects of a

broad conception of work stress are included. So, in practice the emphasis is still is on the physical

working environment. The Code also rcgulates organizational infrastructure for healthy work and it

includes rules on cooperation for work environment matters between employers and employees.

tu



TNO report

NIPG 94.M9 105

Because the requirements on working conditions arc so detailed there is not much room for self

regulation at comPanY level.

Besides the work environment legislation there is the Social Security Act which especially relates

to health and safety at work as far as compensatable accidents and occupational somatic diseases

are concemed. The social security body does have a kind of consultant body (of insPectors')

whose job it is to advise companies on matters of health and safety. Those inspectors have no

cooperative relationship with the labour inspectorate in the formal sense.

6.3 Work stress prevention in general

6.3.1 Govemment

Problems of work stress are not high on the Ministry of Labour's priority list and there is no

programme on the subject.

6.3.2 Employers

Employers do not give any propriety to work stress which is regarded rather as a possible effect of

working conditions, for instance noise which is viewed as a diffuse and not very workable notion.

It is mentioned as a concept in scientific developments.

They maintain that in as far as stress problems arise they may be dealt with appropriately through

the attention given to working conditions in general. To a large extent stress is often a personal

problem which is where the occupational physician can often be of help.

6.3.3 Trade unions

Labour unions arc more inclined to think of work stress as a problem rclating to time pressure and

mental overload because of the strong drive towards efficiency in French enterprises. They also

consider these problems to be important and on the increase in view of the rising numbers of oc-
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cupational accidents occuning in recent years (see also: Travail et Sdcurit€, 1993). They mention

various economic sectors especially like nursing, banking, social work.

However, unemployment is seen as a more important problem and, partly because of that, work

stress problems get too little attention. Nevertheless, in tlrcir opinion, employers are not grving

enough attention to the problem.

6.3.4 Summary

Traditionally, as in many other countries, most of the attention in the field of occupational health

and safety (in terms of policy making, legal regulations etc.) has been devoted to the 'traditional

topics' like: ergonomics, somatic health, (technical) safety and toxic agents. All the respondents

paid much less attention to work stress than to traditional matters like dealing with toxic agents,

technical safety and (somatic) health.

Only the trade unions see problems like time pressure and mental work overload as growing

problems that should be recognized and given attention.

Though trade unions point to the importance of stress problems in certain occupational categories

one cannot speak of their being a clear conception of the risk factors and of certain occupational

groups in general being at risk.

Up until now, stress management has been primarily focused on the individual and there is no

policy prcgramme for stress and well-being.

On the other hand substantial attention is indirectly given to psycho-social work factors through the

attention given to and the programmes made up for working conditions. Therc arc some important

institutions and programmes.

106
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6.4 Work stress prevention activities

6.4.1 Monitoring activities of various actors

A periodical survey on working conditions was done by the Ministry of Labour in 1993 which, in

1991, contained some items relating to work stress like for instance the pressure of deadlines,

decision latitude, short-cycled tasks (4), suitability of information and time and the tenseness of

relationships with the public. The survey is not however based on a systematic concept of work

stress or any related concept. Moreover it does not contain questions on health and there is no

national survey that contains zuch questions. According to one of the respondents there is a cultural

taboo when it comes to asking people such questions in a govemment survey because health is

regarded as a matter that is too private for questionnaires.

The survey is not regarded as a monitoring system for stress problems and the data is not widely

used.

The data analysis contains cross referencing on the background variables like age and sex of

working people but the data is not used in multivariate analyses for research purposes.

The relative redundancy of the suwey has to do with the fact that work stress is not a central issue

in labour policy.

6.4.2 Research groups and research networks

In scientific circles stress, or similar phenomena, are certainly not unknown. Such work is for the

greater part, based on modem Anglo-oriented literature (see for instance Sanlat, 1990), but it is not

studied as much as in those countries. Larger scale empirical research is rather scarce.

The concepts that occur in literature are: 'santd mental' (mental health) in Amiel (1986) en Dejours

(1980), 'usure professionelle' @ezet, 1992), 'usure mentale' or 'brOlure inteme' (Aubert &

Gaulejac, 1990) (three French translations on the concept of bum out) and 'psychopathologie du

travail' (work psycho-pathology) in Dejours (1990).

It is examined as a consequence or a lasting effect of fatigue from working hours that are too long

(Teiger, 1980), armed bark robbery (Dejours, Veil & Wisner, 1985) or as a psychopathological

and non-compensatable consequence of work accidents (Dejours et a1., 1986; Cru, 1989).
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Studies have been done in various branches of work and industry: the building industry (Cru &

Dejours, 1985), working environments with special conditions (air conditioned and physically

closed rooms, for instance in the electronic industry, called 'salles blanches') in Doniol Shaw

(1991), rail transportation (De la Cruz & Roche, 1990; Aubert, 1989), nursing work (Rosenblatt,

1986; Logeay, 1989; Aubert, 1989), sewing machine operators (Nadeau et al., lDO), information

processing @Iias & Cail, 1986), interface work (Clot et al., 1990) and amongst social workers

(Pezet,lggl).

It should be noted that this work is generally based less on quantitative empirical data than is the

case in English and North-European literature on the matrer and is of a more qualitative discursive

nature.

Therc is no formal network between stress researchers.

6.4.3 Transfer and dissemination of knowledge

Therc is no systematic dissemination progarnme on lnowledge of work stress on the part of

governrnent towards companies, employers and employees.

The subject of stress, however, is gening attention in the press. "l'EvBnement du Jeudi" (12 August

1993) for instance, called it 'a new plague and an economical and bottomless pit' when it

paraphrased the ILO (1992).

On the other hand there are two institutions that should be recognized for what they are doing in

the field. Firsfly there is IMPACT which is explicitly directed at work stress problems then there is

ANAff which is implicifly active in this respect. Both are active in the broader field of working

conditions.

INPACT is comparable with ANACT as far as consultancy is concemed, it also cooperates with

the European Trade Union Confederation. The best example of their activities regarding work

stress is their research into bum out :rmongst social workers (Pez,et, 1992) done in collaboration

with a labour union in the specific field ("Fdddration Sant6 CFDT"). It has not yet rcsulted in a

well documented intervention evaluation study.
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6.4.4 Overview best practices

Well documented examples of intervention studies revealing good ways of dealing with stress and

the like could not be found.

As has been mentioned, the ANACT interventions were initiated because of the existence of other

or broader problems. INPACT has carried out an action research project involving social workers.

However, the actions ensuing from the research have not yet been zubjected to systematic

evaluation research. There seems to be no tradition for such research yet.

6.4.5 Summary

There is no syst€matic official dissemination of information between the govemment and

companies, employers and employees.

No systematic monitoring system on work stress exists but the periodical survey of wolking

conditions contains some aspects of stress. The data ftom the suwey does not attract much

attention from the field of working condition policy.

1.

Conclusions and discussion

With respect to working conditions French legislation is a broad and detailed part of the

Labour Code ("Code de Travail"). The emphasis is on the physical working environment

and psycho-social aspects are not explicitly discussed. This Act also regulates the or-

ganizational set up required for healthy work. The Act includes rules on cooperation in

work environment matters between employers and employees. Besides the actual work

environment legislation, there is the Social Security Code which specially relates to health

and safety at work only as far as compensatable accidents and occupational somatic

diseases are concemed.

Work stress is not seen as a major health and safety issue, except by some labour unions.

Special progr:rmmes directed at the topic have not been found.

6.5

2.



TNO report

NIPG 94.N9 110

3. The law strongly emphasizes the responsibility of the employer and employees in taking

care to create a good working environment. However, the law comprises many very

detailed requirements on the working conditions which have to be met by companies.

This does not leave much room for self regulation at company level. Moreover Labour

Inspectorate enforcements are strongly directed at the content of the problem and are less

concemed with the process of policy making in the company.

The law has been fully adapted to the European Framework Directive on Health and

Safety that exists since 3lst December 1992 but it does not incorporate regulations for

differenfly organizing Occupational Health Services, for instance in terms of ananging

different staffing because of the obligation to carry out systematic risk assessment in

enterprises.

Trade unions are gening more interested in work stress and people's well-being at wotk,

though they are preoccupied with recent unemployment problems. They lack a tradition of

stress prevention policy. Employers organizations do not have special interest in work

strcss and well-being because they believe that those problems get enough attention from

general prevention activities.

Up until now a systematic national monitoring system to identify risk factors and risk

groups in the working population has been lacking but there is a periodical survey on

working conditions that also covers some aspects of stress problems. The data stemming

from this system is getting little attention.

There is no central research fund covering the whole quality of working life field, or

research on stress and well-being at work. Formal networks betlveen policy makers,

employer and employee representatives and company specialists on work strcss and well-

being are lacking. There is, however, an important fund put aside for improving working

conditions.

Research stress at work is less quantitatively oriented than in Sweden and the Netlpr-

lands, but it is developing. There is no formal contact between researchers.

4.

5.

6.

7.
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8.

9.

111

There are no well-documented examples of good practice in stress prevention though

some action research is being done. In so far that companies arc active their orientation is

often towards the individual employee rather than towards work related strcssors.

One may expect that more systematic attention will be paid to problems of stress in the

future for several reasons. There are several subjects in French law relating to those

problems. Secondly there is an infrastructure, which is partly active in improving working

conditions from various points of views and thirdly, labour unions are beginning to get

more interested in those problems, although they now seem to be preoccupied with

unemployment problems.
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7. CONCLU$ONS AND DISCUSSION

7.1 Introduction

In this chapter we shall be discussing the main differences and similarities found between the five

different European countries pr€sented in this study. ln 7.2 some of the main characteristics of the

various systems of industrial relations in the five countries will be summarized. Then in 7.3 the

emphasis will be on the legal frarnework and enforcement matters pertaining to working conditions

and more particularly where work stress and well-being at work is concemed. ln 7.4 some general

characteristics will be examined, such as: the attention given to work stress compared to the

afiention traditionatly given to health and safety issues, the role of the social partners, etc. ln

section 7.5 specific stress prevention policies will be sunreyed, such as monitoring, transfer of

knowledge and what are the best practices with respect to stress prevention. In section 7.6 the

results of this study will be discussed.

7.2 Types of industrial relations

The tfuee biggest countries presented in this study (Great Britain, France and Germany) each

represent a different model of industrial relations in the European context. The British system

presents a decentralised and voluntary system of industrial relations in which central govemment is

traditionally reluctant O regulate labour conditions in a legislative way. Self-regulation by the

social parmers at enterprise level is, in a broad and general legal context, the hallmark of the

system. Of course this is not a static system. Under the influence of the Tory govemment and the

EU the British system of industrial relations has changed during ttre last fwo decades. What is

significant is the decrease in the traditional power base of the trade unions. What is also important

is the formalization of the collective bargaining process. Finally, despite the reluctance shown in

the legal regulations made by Conservative govemments, labour legislation in some specific fields

has become more important.

The system of industrial relations in France is to a large extent formalized in the legal sense ('Code

du Travail') and centralism is its hallmark. The position of trade unions is weak. ln Germany the

system of industrial relations is also strongly formalized. ln the labour law field many acts and sub



TNO report

NIPG 94.W 113

regulations exist. At the same time the position of the unions at enterprise and sectorial level is

strong.

The system of industrial relations in the Netherlands has a lot in common with the German system.

Nevertheless, the Dutch system is higtrly centralized and lays a heavy accent on establishing a

consensus between the social partners and national govemment. The Swedish model can be seen as

a form between the Dutch and German systems. Its main characteristic being that it has centralized,

nation wide, collective bargaining. The power position of the unions is relatively strong.

The various ways in which the systems of industrial relations in the five countries are organized

determine to a large extent the content and administration of health and safety legislation. As will

be shown later in this chapter significant differences do exist between the health and safety policies

adopted in these countries.

7.3 Legal Framework

ln this section some aspects of the legal framework will be compared. Subsequently auention will

be paid to the presence of general framework legislation, the importance of self-regulation as a

principle, the effect of specific regulations on stress or well-being at work, the phase of the

implementation of the framework directive, the nature of enforcement, the special attention paid by

inspectors to preventing work stress and the existence of a well-developed health and safety

infrastructure. Table 7.1 zummarizes various aspects of the law and its administration in the four

Member States and Sweden.
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(l) This table firsfly demonstrates that a distinction can be made betrreen the group of countries

with and without framework legislation. Sweden, the Netherlands and Great Britain have general

framework acts on working conditions. This kind of legislation makes quick and efficacious

adaptation possible. In principle, adapting or introducing regulations or ordinances under the law is

enough. Guidance is also of importance and can take different forms (codes of practice and simple

guide-lines in the (JK, "Voortchtingsbladen" in the Netherlands). France has organized its working

conditions legislation in the higtrly detailed Code du Travail. Apart from this the Code de la

Sdcuritd Sociale is of importance. Germany has a highly fragmented system of labour laws and, as

in France, much relevant social security legislation. In Germany the rcunification of West and East

together with the need to implement the framework directive will probably lead to renewals in the

existing national legislation where working conditions are concerned.

(2, 5, 8) Characteristics of framework legislation are: broad coverage of risks (health, safety and

well-being at work), self-regulation as the guiding principle of the legislation (i.e. the recognition of
joint employer and employee responsibility for working conditions at enterprise level) and system

enforcement instead of an approach of penalizing adopted by labour inspectorates.

(3, 6) What is noteworthy is the fact that so far Sweden is the only country which has separate

work stress prevention ordinances under its working conditions act. The Dutch legislation refers

particularly to well-being at work. Sweden also sees work stress and well-being at work on the

basis for specific regulations. In the Netherlands the intention is to do the same from lst January

1994 onwards on the basis of the Working Conditions Act. Although the term welfare is used in

the British HSWA in connection with health and safety the real significance of this term (shower

and sanitary facilities) is much more limited than in the comparable Dutch and Swedish working

Environment Acts. Under the influence of the framework directive this may very soon change,

because of the obligation to carry out regular risk assessments not only with the traditional safety

and health hazard but also in the psychosocial hazard arca.

(4) The obligatory implementation of the framework directive into national legislation was only

realized in 1993 in trro of the four EU countries included in this research project France and Great

Britain. Probably from lst January 1994 the Netherlands will implement it too.

(7) Finally, little fundamental difference exists betrveen the five countries as regards their or-

ganization of national infrastructure in the field of health and safety. All countries possess one or
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more labour inspectorates. Moreover. all countries dispose of at least one private or public national

institute which endorses health and safety policies at firm level (training, documentation, research).

Work stress prevention in general

In this section some general characteristics of stress at work in the various countries will be

compared: the perception of work stress as a separate and relevant health and safety iszue by the

relevant parties, the existence of special governmental stress prevention policies or prognmlmes, the

general involvement of the social partners in policy making and research programmes, the possible

existence of separate stress prevention activities amongst the social parhers alongside of

governmental or ripartite initiatives, connections between health and safety policies and other

related govemmental policy fields such as social security, industrial and technological policies.

Table 7.2 summarizes these aspects for the five countries examined.
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(l) Work stress and the need to prevent or combat it, is not an issue that is equally important in all

five countries. Again the countries with framework legislation are the most sensitive in this rcspect.

(2) The same conclusion can be drawn about the involvement of the social partners and the

organization of special govenrment prevention programmes.

(3) It is only in the UK that both sides of industry organize stress prevention activities either

separately or in cooperation with HSC and HSE. ln the Nettrcrlands only some trade union

organizations pay systematic attention to preventing work strcss but not on a regular basis.

(4) The funding of health and safety activities is very often a mixture of public and private funds

and all but one of the countries researched (Sweden) experienced a structural shift towards

privatization of funding. ln Sweden only company health care is to be privatized.

(5) A weak point of health and safety efforts in all five countries is the isolation in the worker

protection field. Nowherc arc explicit links made with, for instance, industrial or economic policies.

ln three countries there is an ovefi connection the social security system: in Germany, France and

the Netherlands.

/.5 Different aspects of work stress prevention activities

In this section the following aspects will successively be discused: active transfer of knowledge by

the various parties involved on the prevention of work stress (leaflets, seminars, books, etc.),

having a national monitoring system for describing the prevalence and causes of stress at work,

formal research networks in the field of stress at work, separate stress rcsearch groups within and

outside universities, job redesigning prevention programmes (public/private) in separate firms and

sectors, employee assistance programmes in private and public enterprises, national examples of

good ways of dealing with stress prevention at work. Table 7.3 summarizes the various aspects

mentioned.
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(1, 3) Taking a closer view at various aspects of work stress in Table 7.3, the first conclusion is

again, that there is a difference between the countries that do and do not have framework

legislation. On the whole it is the countries that do have frarnework legislation which have

organized most preventive activities ranging from well-developed research efforts to disseminating

knowledge on how to combat work stress.

(2) Though various monitoring systems do exist in all countries, national monitoring systems which

cover all aspects of health, safety and well-being at work are still lacking. Only in the Netherlands

have recent attempts been made to develop such an integrated monitoring system. Stress at work is

monitored in Sweden, the Netherlands and recently also in Great Britain.

(4) Specialized formal stress research networks or rcsearch groups are present in Sweden the

Netherlands and Great Britain and to a lesser extent also in Germany and France.

(5) From the angle of work stress prevention the attention given to job redesigning because of work

stress is only to be seen in Sweden and the Netherlands though it is not completely missing in the

other countries. ln France, for instance, there is a fair arnount of job redesigning going on but this

is not primarily stimulated by work stress.

(6) What is significant is the great popularity of employee assistance programmes in the UK. This

kind of approach concentrates on the individual causes of work stress.

(7) Regrettably the number of good solution examples in the five countries is limited.

7.6 Discussion

Two groups of countries

Looking to the various aspects of health and safety and more particularly to the aspects of work

strcss prevention one may distinguish between two groups of countries. Though there are some

obvious differences there is on the one hand a group of countries which alrcady pays quite a lot of

careful attention to preventing work stress. These countries are Sweden, the Netherlands and Grcat

Britain. Firsfly, in terms of legislation, enforcement and govemmental efforts in research and policy

programmes it is a non EU country (Sweden) that is in the top position followed by the Nettrcr-
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Iands and Great Britain. Secondly, Sweden and the Netherlands stress the importance of work

organization in an individual oriented approach. The individual approach has, up until now, been

predominantly seen in Great Britain. In this country some of the experts interviewed expected that

the introduction of the frarnework directive would provide an impetus for a broader approach in

Britain in the near future.

The second group of countries (Germany and France) experiences morc difficulty in recognizing

work shess as an important policy issue. Neither the individual approach nor the organizational

approach is important to health and safety policies. This does not mean that stress prevention or job

redesign approaches are completely lacking. For instance, job redesign has for a long time been an

important iszue with respect to the policy programme 'humanisation of work' in Germany and to

some extent also in France. Apart from this we may expect that work stress will come more to the

fore in the near future, partly because of the introduction of the framework directive and partly

because of national and/or intemational comparative research results.

The difference between the two groups of countries can partly be explained by the actual differ-

ences between the models of industrial relations that have been distinguished. What seems to be

even more important is the prcsence of national framework legislation. The three countries with

developed work stress prevention progralnmes all are countries which possess framework legislation

in the field of health and safety.

EU-initiatives?

When we evaluate the main results of this study one question that arises is, the question as to

whether or not more has to be done at EU-level towards promoting work stress prevention

programmes within the Member States by means of, for instance, new EU legislation, having one

or more EU action programmes, EU guidance, EU research programmes, network buildin and

finally by transfening tnowledge. The answer to this question depends on a number of things that

have not, or have only partly been researched in this project.

One of these is the prevalence of work stress over the course of time in the various EU countries

and its possible economic and social costs for enterprises and govemments (absenteeism due to

illness, disability, loss of productivity, etc). Though at the moment not many comparative figures

are available, the results of the fint European Survey on the Work Environment 199l-1992 clearly

show that 'organizational constraints', including stress at work (time pressure, Taylorism) are

serious problems in the northem Member States. ln particular the northem Member States are

confronted with the increasing costs deriving from absenteeism due to illness and disability caused

by psychosocial dysfu nctioning.



TNO report

NIPG 94.N9 t))

Apart from this, the existing legislation on health and safety in countries like the Netherlands,

Scandinavia and Britain contains not only rules regarding health and safety but also rules relating to

well-being at work. Last but not least, the recent framework directive also contains rules on health

and safety as well as on well-being at work.

Recommendatiors

To sum up there are a good number of reasons for furttrer developing an EU wide stress prevention

policy. Not in the last place because the work stress problems of today in the north will be the

work stress problems of tomorrow in the south. Another reason is the future extension of the EU

when it comes to include the remaining nordic countries (Sweden, Nonvay and Finland). It would

be impossible here to discuss more precise the form of EU policy that is desirable. But it may be

stated that research (national, comparative and evaluated good solutions) has to be a main part of

the EU efforts. This study shows that particular attention has to be paid to:

cost/benefit analyses of heatth and safety efforts on national and European levels;

the development of comprehensive European, national and sedorial monitoring systems

into health and safety and stress and well-being at work;

the development of national examples of good practice conceming the prevention of strcss

at work;

stimulating the transference of relevant and up to date knowledge to companies and

employees;

the formation of national and a European wide network of stress researchers.
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Mr. Tom Mellish,

TUC

Dr. Paul Davies, Mrs. Louise Brideson,
HSE
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GERMANY

Dipl.-lng. Hans-JUrgen Bieneck,

Releasleiter, Bundeministerium liir Arbeit und Soziallorsdtung, Bonn

Dr. Karl Kuhn,

Leirer der Gruppe Gaundheitsschutr und Arbeitsbedingungen6talistik, Bundeanslalt ltir Arbeilsschutr (BAU), Dortmund

Dipl.-Psydr. Dagmar Drergarten,

Abrsilung Vll B€triebliche Personalpolitik, Bundeverband der DeuBcten Arbeibgeberverbdnde, Kdn

Prol. Friedhelm Nachreiner,

Arbeits- und Organisationspsycholgie, UniversitAt OHenburg, Oldenburg

N.B. A planned interview witr Mr. Reinhold Konstanty, Deutscher Gewerkschaltsbund, Diisseldod, could not take phce at fi€ appropriate time.

FRANCE

Melle Mireille Berfiezine,
Chef Cellule lnlormation et Coordination, Direction de Relation des Travail, MinistEre du Travail, de I'Emploi el de h Formation Prolessionnelle (Minisfy

ol Labour), Paris

Mme lsabelle Laffont-Faust,
(Labour lnspecto4, Bureau des Conditions de Travail, Direction de Relalion des Travail, Minislire du Tramil, de I'Emploi el de la Formetion

Professionnelle (Minhtry of Labour), Paris

Mme Val6rie Corman,

Chef du Servioe HygiAne et Si6curit6, Conseil National du Patronal Franpis (CNPF), Paris

Mr Michel C6zad,
Chef du D6parbment, Dirsction de l' Animation de la Recherche, des Etrdes el des Stalistique, MinisGre du Travail, de I'Emploi et do la Formation Pq
lessionnelle (Ministry ol Labour), Pads

Mr Nathan Liepdiz,
Collaborateur du Burcau Conlfii6ral, CGT, Monreuil

Mr Pascal Elienne,

D6legu6 G6n6ral, INPACT (lNslitJt pour l'Am6lioration des Conditions de Tranil; lraining and tesearch institulion ol lhe CFDT), Palis

Melle Val6rie Pezet,

labour pydrologist, INPACT, Puis

Prof. Crishph Dejours,

hbour psydologist, Cons€rvatoire National des Arls el M6tisrs (le CNAM), Pails

Melles Anne FlotEs-Lerolle and Blandine Motte,

consultants, Al.lACT (Agence National€ pur I'Arn6lioration des Condition de Tnamil), Monlrouge
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ANNEX U

a. Completed research projects [JK

b. Current research projects LIK
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a. Corpletcd rusearch pr{ects:

1, Ooupalionai stress - A longitudinal approach;
Dr. K. Parkes, University ol Oxlord (1985).

This strdy investigated occupational stress among driving examiners.

2. Causal faclors in occupational sfess;
Dr. K. Pa*es, Universif ol Oxlord (1989).

This pojea concemed stress among teachers.

3. Mental health in white collar workens;

Dr. R. Jenkins, St. Bartholomews Hosplhl Medical School (1987).

Cohort-study ol civil servants seven yea6 after initial asssssm€nt.

4. Rouline compuler based work: Duration of optimal exposure and organization of reet brahs; Prof. T. Cox, University of Nottingham (1989).

Optimal duration ol exposure to repetitive VDU-based work.

5. An empirical evaluatron of stress counselling;

Prol. C. Cooper, UMIST (1989).

Evaluaton ol stress counselling rn he Post Ofiie.

6. Stress and health: Explaining occupational diflerences in disease ratos (Whitshall ll Strdy);
Prof. M. Marmot, UCL (1990).

Follow up to earlier study which had shown trat higher morbidity and mortality rales were observed amongst lower grade civil senanb
compared to hose in higher grades.

7, Visual disomforl;
Dr. A. Wlkins, MRC APU (1989).

Long term programme to investigate complains ol vsual discomlort,

8. Sponlaneous abortion and sxposure to VDUs;

Dr. V. Beral & Dr. E. Roman, |CRFOxlord (1990).

Risk of spontaneous abortion of women who work with VDUs.

9. Non-audilory ellects of noise;

Dr. A.P. Smith, University ol Sussex/Uniwrsity of ttr,ales (1988).

lnvestigation ol the non-auditory efiscb of noise in the laboratory.

10. Shiltwork, health and salety; An overview of tre present position;

Dr. M. Waterhouse, Dr. D. Minors & Dr. S. Folkard, University of Manchester (1990).

Review ol problems associated with shiltwork.

'11. Review ol ageing in relalion to ooupational health, salety and performance;

Dr. C. Haslegnve & prof. E.N. Corlett (1991).

Eflect ol ageing on occupational health and salety.

b, Cuncnt rusearch pmiccts:

1 Ageing, shittwork and control lasls in normal and adverse environmenb;
Dr. K. Pa*es, University of Oxford (1993).

ldentitying leatures ol lhe environmenl, tre job and lhe p€rson, associated wifr pedormance d€cr€ment and/or he impairmenl of well-being
among control room opsrators.

2. Occupalional factors as predicators ol coronary heart disease morbidity and mortality;

Prol. M. Marmot, UCL (1993).

Contrnued lollow-up of the Whilshall ll Civil Service Strdy.

3. Lipid meubolism in the Whitehall ll Study;

Prof. M. Marmot, UCL (1993).

The role of blood lipid status in conneaion lo the development ol cardiovasolar risk.

4, Health ellecb on office workers ol the physical environment: A strdy of Sick Building Slndrome;
Prol. M. Marmot, UCL 0993).
lnvestigatng ol cognilive impairmenl caused by viral inleclions.
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5. Evaluation ol a stress management scheme lor healtr promotion in thg leaching pofession: An individual-based approach;

Dr. D. Cuoll, Dr. C. Eastrnan & Dr. L. Levy, University of Birmingham (1S3).

How to deal practically wih the stress ol leachetE?

6. Th€ eflecb of screen rslr€sh-rato movemenl onfol in VDU operators;

Prof. R. A. kennedy & Dr. W.S. Munay, University ol Dundee (1993).

A series ol experimental studies into the ollecb ol VDU flicker, ol vuying lrequency, on sye movemsnt control, during reading.

7 &e, slress and adequary of self-monitonng compelonce;

Prof. P.M.A. Rabin & Dr. B. Stollery, University ol Mandester (1993).

Examination ol the efiecs ol ageing on work perlormance.

8. Stress research & stress managemenl. Putting theory to work;

Prof. T. Cox, University of Nottingham (1993).

Evaluation ol ontemprary sludios on he nalure ol sfess at work and the applicalion ol knonledge to he mana0Bm€nt ol str€6s.

9. Patent lllness: Nurses' perceptions of risk, their behaviour and well-being;

Prof. T. Cox, Universty of Nottingham (1994).

The impacl ol risk communication on nulses' perception ol risk

10. An assessmenl ol Employee Assistance programmes in UK induslry;

Prof. C. Cooper, UMIST 0904).
Assessmenl and measuremenl of tre eflectrveness ol EAPs in a number ol companies.

136
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TOPIC LIST
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Dutch international comparative research project into regulations, policies and practice on the

prevention of work stress and the improvement of well being atwork in the (JK, France,Germany,
Sweden and The Netherlands.

TOPIC LIST

This list contains three blocks of questions. Scope and aims of the project are described in the
accompanying introductory note.

* The first block deals with the general background of the project; that is the recent

changes in Health and Safety legislation in EC-Member States and its consequences for
national regulations, policies and practice.

x The second block is focused on matters regarding well-being at work and work stress
('psycho-social factors') in the five countries.

* The third block of questions investigates possible ('best of') stress prevention projects
('emmples of good practice') in companies and sectors.

I. BACKGROIJND

1.1 Could you briefly sketch the general picture of the legal and semi-legal Health & Safety
regulations (laws, orders, codes of practice, circulars and other policy ruIes, collective
agreements) and govemmental and non-govemmental institutions (institutional
infrastructure of Health and Safety) in your country, after the coming into force of the
1989 EC Framework Directive on Health and Safety at work (national, sectorial, com-
panies)?

1.2 How much has been changed if compared with the previous situation
(sim ilarities/differences)?

2. what kind of relations does public Health & safety policy have with:
(a) the national social security system with reqpect to sickness benefits, disability

benefits, health expenses, rehabilitation of the handicapped, etc.?

(b) the national system of industrial relations at the macro, intermediate and the mi-
cro-level (parties, institutions, collective agreements)?

(c) public industrial policy (national, sectorial, companies)?

3. How important is self-regulation of the parties at the company level in the context of the
legal backgrcund?
(Please describe usual procedures, etc.)
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4.1 Could you give a brief idea of the enforcement practice of Health and Safety (e.9.

penalties, training of Labour Inspectors)?

4.2 Does the enterprise (employer, employees, committees for Health and Safety) itself also

play a role in this?

5.1 Does the role of govemment change because of the growing importance of the European

level?

5.2 And how about the role of the social partners and company management?

6. Which persons (institutions) in your country should be contacted by TNO and could be

key-informants (policy makers, union representatives, rcpresentatives of employer's

organizations, research institutes/universities?

ll. WELL.BEING AT WORK AND WORK STRESS (PSYCHOSOCIAL FACTORS:

DEMANDS, CONTROL, SOCTAL SLJPPORT)

1.1 Are well-being at work and work stress as such perceived as health and safety issues in

your country (point of view of govemmenVpolicy makers; organizations of employers and

employees; researchers)?

1.2 Are these concepts circumscribed/defined in a legal framework?

1.3 If so, in what way?

Although well-being at work and work strsss as such are not central elements ol the

Framework Directive, some attention is given to these aspects in article 6 of this Directive.

Apari lrom this, albeit diflerently circumscribed, well-being forms part and parcel ol the

national Health and Salety legislation in some European countries (Denmark, the Nether-

lands, the UK).

2. In your country, how much attention is directed towards work stress and well-being at

work if compared with more traditional points of attention like toxic agents, technical

safety and (somatic) health?

(Think of e.g. legal and non-legal regulations, sectorial and company policies, role of

collective agreements, nature of government policies more in general (stimulating selt
regulation at the enterprise level, funding research, dissemination of information, penalizing

employers, etc.)

3.1 Is there a monitoring system (risk surveillance, canied out for instance by or under the

responsibility of the govemment) used in order to assess stress risks and stress groups in

the working population?
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3.2 Which factors are considered as the main risk factors?

3.3 Which occupational groups are considered as the main risk groups?

4. [s there a systematic dissemination of information from govemment towards companies,

employers and employees (e.g. brochures, handbook, manuals, instruments) ?

The European Commission (Directorate GeneralV) intends to make well-being at work and

work stress a central element of its coming fourth Action Programme 1993-1998.

5.1 Is your country anticipating this development?

5.2 If so, in what way?

As to work stress and well-being al work, preventive measures and interventions can be
directed at the working situation ('Quality of working life') as well as the (individual)

employee. An example of the lirsi kind ol measures is increasing control and support at the
work place. Examples of the second kind of measures are relaxation and coping tech-
niques and all kinds o{ health promotion activities.

Until now, stress management has primarily focused on the individual.

6.1 What is the situation in your country?

6.2 In case there are policy progrtmmes into stress and well-being, (how) are these types of
measures linked?

7.I Are there carried out any (public) policy programmes directed at the monitoring, preven-

tion and intervention of work stress and the promotion of well-being at the moment?

7.2 If so, could you briefly describe these programmes (content, time schedule, financing,
parties involved)?

8.1 What are the main figures on sickness absenteeism and medical disablement for work in
your country?

8.2 What are the main causes of sickness absenteeism and disability of workers (figures,
diagnoses, developments, shifts)?

8.3 How does the social security system (including the administration) cope with absenteeisrn

and work disability because of psychological dysfunctioning (depression, bumout, sur-
mdnage, stress and strain)?
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m.

2.

1.1

1.1

3.

,EXAMPLES OF GOOD PRACTICE'

Could you give us some indication of the type and amount of prevention programmes and

projects in the Health and Safety field in your country (govemment, industry, services)?

What do you think of the quality of those prognunmes, e.g. in terms of efficacy?

Could you us any information of the type and amount of prevention programmes and

projects regarding psychosocial factors at work (work stress and well-being at wotk)?

Which are the 'best of' projects ('examples of good practice') in companies, other

organizations and sectors (e.g. metallurgic industry, food industry, health seryices, banking

and insurance)?
We are looking for short descriptions, the parties involved, the time schedules, relations witl
legislation and govemmental health and safety policies, eflicacy (also how it is measured, tte su@ess

criteria used, such as: increasing productivity, healtr gains, less social security exp€nditures, etc.),

spin off, publications, conferencgs, contiact Persons, etc.)

In what way should transfer of knowledge and insights take place frrom these projects to

other companies and sectors and to the broader society?

Could you fumish us with as much as possible relevant material (articles, brochures, book

tifles, conference proceedings, etc.) with respect to prevention progralnmes on well-being

at work and work stress?

How do these projects fit into the national system of industrial relations?

What kind of role is played by researchers and research institutes (university and non-

university) (national, sectorial company)?

(Think of the development of instruments for monitoring and prevention/intervention,

research into occupational risk groups, the evaluation of stress managemsnt programmes,

ed ucation, dissem ination of information, handbooks etc.)

4.

5.

6.

7.
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LIST OF ABBREVIATIONS

AaflAof General Work Disablement Funds

ACOP Approved Code of Practice

ANACI Agence Nationale pour I'Amdlioration des Conditions de Travail

ASGR Arbeitsschutzrahmengesetz

ASIG Arbeitssicherheitsgesetz

BAU Bundesanstalt ftr Arbeimschutz

CAP Common Action Priority

CBI Confederation of British Industry

CBS Central Bureau of Statistics

CFDT Confdddration Franqaise Ddmocratique du Travail

CGT Confdddration Gdndrale de Travail

CGT-FO Confdddration G6n6rale de Travail - Force Ouvri0re

CHSCT comitds d'HygiEne, de Sdcurit6 et des conditions de Travail

cNAM (la) caisse Nationale de I'Assurance Maladie des Travailleurs

CNAM (le) Conservatoire National des Arts et Mdtiers

CNPF Conseil National du Patronat Franqais

CNV Christian National Trade Union

COHD Centre for Organizational Health and Development

COSHH Control of Substances Hazardous to Healtl

CRAM caisse Rdgionale de I'Assurance Maladie des Travailleurs

DGB Deutscher Gewerkschaftsbund

DIN Deutsches Institut flir Normung

EAP Employee Assistance Prrogramme

EC European Community

EC European Community

EMAS Employment Medical Advisory Service

ESAC Education Service Advisory Committee

FACT Fonds pour I'Amdlioration des Condition de Travail

FNV Federation of Dutch Trade Unions

FOD Field Operations Division

FRG Federat Republic of Germany

GDP Gross Domestic Product
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HSC Health and Safety Commission

HSE Health and SafetY Executive

HSWA Health and SafetY at Work Act

ILO Intemational Labour Office

INPACT Institut pour l'Amdlioration des conditions de Travail

INRS Institut National de Recherche et de Sdcuritd sociale pour la prdvention des acci-

dents du travail et des maladies professionnelles

INSERM Institut National de la Santd et de la Recherche Mddicale

IPM National Institute for Psychosocial Factors and Health

IPM National Institut for Psychosocial Factors and Health

ISA Work lnjury Information SYstem

ISMA Intemational Stress Management Association

LFS Labour Force SurveY

LO Swedisch Trade Union Confederation

LTD Wage Control Service

MIIP Trade Union Federation for Middle and Higher Personnel

NCW Netherlands Christian Employers' Federation

NHS National Health Service

NIPG Nederlands lnstituut voor Praeventieve Gezondheidszorg

OHAC Occupational Health Advisory Committee

OHS Occupational Health Service

OHS Occupational Health Service

RIDDOR Reporting of Injuries Diseases and Dangerous Occurances Regulations

SACO Swedish Confederation of Professional Associations

SAF Swedisch Employers' Confederation

SCB Official Statistics of Sweden

SETE Sewice Extdrieur du Travail et de I'Emploi

TCO Confederation of Professional Employees

TNO Netherlands Organization for Applied Scientific Research

TUC Trade Union Congress

UK United Kingdom

UMIST University of Manchester lnstitute of Science and Technology

USA United States of America

VDE Verband Deutsche Elektrotechniker
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VDU Visual Display Unit

VNO Federation of Netherlands Industy

WE^A Working Environment Act

WEBA Well-Being Ar Worlc

WHO World Health Organization

WHO World Health Organization
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