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Stress-related health problems represent the second most common problem for workers in the EU, after 
back pain. This appears from a survey conducted by the European Agency for Safety and Health at Work. 
More than 40m people living in the EU state that they suffer from work-related stress. 

Other surveys point to the fact, that work-related stress costs Member States approximately EUR 20bn 
annually due to absence and the subsequent health care costs. Add to this the costs incurred due to lower 
productivity, a higher employee turnover and a reduced capability for renewal. These are all consequences 
of work-related stress. In Denmark, the socio-economic costs of a poor psycho-social working environment 
that may lead to stress, among others, are estimated to amount to several billion DKK annually. 

The European Commission has selected the prevention of work-related stress as one of the aims of its’  
strategy for health and safety at work. In Denmark, The Directorate of the Working Environment has 
decided that the psycho-social working environment should be give special attention in connection with the 
working environment initiatives of the social partners and the authorities during the period of 2002-2005.  

The European Agency for Safety and Health at Work has selected stress management at the organisational 
level and an evaluation of stress management as the main priorities for the future research into stress. 

With the slogan “Working on Stress” , the European week for safety and health at work of October 2002 
was focused on the issue of stress. 

On this basis, LO has asked the Danish consultancy company, COWI, to carry out a survey of how stress is 
managed in Danish companies that have “come far”  in terms of preventing and managing stress. This report 
describes the results of the survey. 

The purpose of the survey is to provide an inspirational foundation for companies that would like to start 
preventing and managing work-related stress. The inspirational foundation is set up by means of a survey of 
the methods and tools used by the pioneer companies, which experiences the companies have with the 
methods and tools in question and which results the companies have achieved through their efforts. 

The survey does not take its starting point in a specific definition of stress. On the contrary, the makers of 
the survey have been open to the possibility that companies may have different perceptions of what stress is 
and what causes it, or contributes to the stress symptoms experienced by its employees. 
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The report describes the initiatives of ten workplaces – five private and five public ones. The ten 
workplaces have been chosen, partly because they have come relatively far in terms of combating stress and 
partly because, as a whole, they represent a broad selection of the workplaces that employ members of LO’s 
affiliated unions. 

At the time when the survey was launched, LO expected that a targeted search would identify ten 
workplaces that had launched a specific initiative which was aimed at reducing stress. However, the survey 
shows that the ten selected workplaces do not – as was expected – work on stress in particular, but carry 
though initiatives that minimise stress in several areas, amongst others, the risk of work-related stress. The 
ten workplaces in question thus aim to create a good working environment, including a good psycho-social 
working environment rather than focusing very narrowly on stress alone. In this context, it is therefore rare 
that the workplaces define their initiatives as being targeted at stress-reduction. They often name the 
initiative according to its contents or a more general aim such as: autonomous groups, a reduction of 
monotonous repetitive work, job satisfaction and social responsibility. Nevertheless, the workplaces are 
convinced that their efforts prevent stress and have accepted that their efforts are described in this report. 

If you look at these ten workplaces as a whole, they have actually included all the known factors that 
provoke and contribute to stress. Several of the initiatives launched by the employers focus on employee 
participation, work organisation, communication and information, skills, work load and the role of the 
individual as well as looking into physical or psycho-social stress symptoms. The results of the initiatives of 
the workplaces generally include; greater job satisfaction, increased flexibility, less absence, a lower 
employee turnover and a more collegiate spirit. 

In this translation, only the general and introductory conditions are described, for example, the general 
approach to stress prevention. In the full Danish version of this survey, the initiatives of the ten workplaces 
are described in separate chapters, notably chapters three to ten.  

The survey has been prepared by Senior Consultant, Per Tybjerg Aldrich (Project Manager), and Consultant 
Marchen Vinding Petersen. Birgitte Juul Diekmann, a consultant in management psychology, has 
contributed to the survey with professional sparring. Mette Bach Jensen, a student of engineering, has 
contributed to the data collection and the analysis. 

The survey would not have been completed if it had not been for the kind assistance of the workplaces and 
the individuals that are mentioned in the report. We therefore take this opportunity to thank them for taking 
the time to let us interview them and giving us a presentation tour of their workplaces as well as providing 
comments to our draft descriptions of their initiatives. Furthermore, we would like to thank the company 
representatives that we have interviewed over the phone before choosing the ten workplaces upon which 
this survey has been based. Finally, we thank the advisers and scientists working in the field of health and 
safety at work for helping us find the companies that we selected for this survey. 
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H P S OR \ H H � WR � VR OY H � WK LV� S UR E OH P � � ) X UWK H UP R UH � � E R WK � WK H � Z R UN S OD F H � D Q G � WK H � LQ G LY LG X D O� F D Q � E H Q H I LW� J UH D WO\ �

I UR P � WK H � H I I R UWV� R I � WK H � Z R UN S OD F H � WR � UH G X F H � VWUH VV� � 7 K LV� LV� VK R Z Q � E \ � D � VX UY H \ � R I � K R Z � WH Q � Y H U\ � G LI I H UH Q W� W\ S H V�

R I � Z R UN S OD F H V� S UH Y H Q W� D Q G � P D Q D J H � VWUH VV� D P R Q J � WK H LU� H P S OR \ H H V� �

This survey shows that the workplaces that have come far in terms of preventing work-related stress 
experience the following, amongst others: 

 
• Their initiative pays off 

• There have been many different occasions to launch an initiative 

• They have been able to carry out initiatives that are targeted at more than one risk factor at a time 

• Stress prevention is done by means of a tiered and continuous effort. 

• The key elements of initiatives are information, influence and insight. 

• They involve the employees in the organisation of the initiatives 

• They anchor the initiatives in the formal cooperation bodies (works councils etc.) 

• The management supports the initiatives 

• They use external expertise to qualify the initiatives 

These results from the survey will be explained in more detail below. 
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� � � � 6 WU H VV� F D Q � E H � S U H Y H Q WH G � D W� D OO� N LQ G V� R I � Z R U N S OD F H V�

6 WUH VV� F D Q � E H � S UH Y H Q WH G � D Q G � P D Q D J H G � D W� D Q \ � W\ S H � R I � Z R UN S OD F H � � E H � LW� S ULY D WH � R U� S X E OLF � � VP D OO� VF D OH � R U� OD UJ H �

VF D OH � � P D LQ O\ � H P S OR \ LQ J � Z R P H Q � R U� P H Q � �

The survey shows that all types of workplaces can carry through an efficient and profitable initiative that 
prevents stress – as long as they have the support of the top management, the middle management and the 
employees. 

The survey includes workplaces that employ from 45 to several thousands of workers. Both private and 
public workplaces are represented, just as different kinds of production companies and service companies 
are represented. There are workplaces with employees of a relatively low average age and workplaces 
where the employees have a relatively high average age. There are workplaces where the women 
outnumber the men and vice versa, and workplaces with equal representation. There are workplaces which 
are based in Copenhagen and workplaces in some of the so-called “outskirts” . What the workplaces 
represented in the survey all have in common is that they are carrying through an initiative which gives 
good results in terms of preventing stress. 

Table 1 shows which workplaces are represented in the survey and provides brief information on each 
workplace. 
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Table 1.  Workplaces represented in the survey 
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Number of 
employees 

75 350 875 45 4500 800 260 140 50 200 

Sec tor Privat
e 

Publi
c 

Private Public Private Private Public Public Public Private 

Trade union SiD 

TIB 

FOA 

HK 

Etc. 

Metal 

SiD 

TL 

HK 

SL 

Etc.  

Metal 

SiD 

KAD 

El 

Etc. 

HK 

Etc, 

KAD FOA SiD 

KAD 

FOA 

KAD 

SiD 

Metal 

Distribution 
by age �  �  �  �  �  �  �  �  �  �  

Distribution 
by gender 

c

b  
c

c  b  c

b  
c

b  
c

b  
c

c  
c

c  
c

b  c  

Loc a lisa tion Western 
Jutland 

Eastern 
Jutland 

Eastern 
Jutland 

Western 
Zealand 

Central 
Jutland 

Northern 
Zealand 

Western 
Jutland 

Copen-
hagen 

Copen-
hagen 

Bornholm 

�

. H \ V � I R U � WK H � WD E OH � �

6 \ P E R O� ( [ S OD Q D WLR Q �

Distribution by age  

�  Small majority of older employees 

�  Majority of older employees 

�  Small majority of younger employees 

�  Majority of younger employees 

Distribution by gender  

c b  Men and women are almost equally represented 

c  Majority of women 

c c  Almost women only 

b  Majority of men 
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The table shows that the survey includes both small- and medium-sized workplaces. However, there is a 
majority of large companies, especially taking into consideration that some of the public workplaces form 
part of a greater unit. The survey includes five private workplaces and five public ones. 

The table also shows that the survey includes several of LO’s affiliated unions. The major unions such as 
SID (the General Workers’  Union in Denmark), KAD (the Women Workers’  Union), Metal (the Danish 
Metal Workers’  Union in Denmark), FOA (The Danish Union of Public Employees) and HK (The Union of 
Commercial and Clerical Employees in Denmark) are represented at several of the workplaces of the 
survey.  

The majority of the workplaces of the survey have a slight majority of senior employees, i.e. where the 
average age of the employees is above 40. 

Five of the workplaces have equal representation of gender while three of the workplaces are practically all-
women workplaces. The two remaining workplaces have a narrow majority of men and women, 
respectively. 

Five of the workplaces are situated in Jutland and five are situated in the Eastern part of Denmark, including 
one on the island of Bornholm. 

 

� � � � $ � S U H Y H Q WLY H � H I I R U W� D J D LQ VW� VWU H VV� LV � S U R I LWD E OH �

$ � VX F F H VVI X O� LQ LWLD WLY H � D J D LQ VW� VWUH VV� G R H V� Q R W� R Q O\ � S UH Y H Q W� VWUH VV� D OR Q J � Z LWK � WK H � VLF N Q H VV� D Q G � D E VH Q F H � WK D W�

D UH � F R Q VH T X H Q F H V� R I � LW� � 7 K H � LQ LWLD WLY H � Z LOO� D OVR � UH VX OW� LQ � J UH D WH U� MR E � VD WLVI D F WLR Q � � OR Z H U� H P S OR \ H H � WX UQ R Y H U� �

K LJ K H U� S UR G X F WLY LW\ � � E H WWH U� T X D OLW\ � D Q G � D � OR Q J � OLQ H � R I � R WK H U� D G Y D Q WD J H V� I R U� WK H � Z R UN S OD F H � D Q G � WK H � LQ G LY LG X D O�

H P S OR \ H H � �

The workplaces of the survey have obtained many results from their efforts. The sources of stress are 
removed or minimised and fewer employees experience stress. 

For example, the joint union delegate of & ULVS OD Q W� $ � 6  underlines that the employees in production have 
become less stressed after having been given access to the production management system via computers. 
The joint union delegate expresses this in the following words: “ It is extremely important that all 
information is available. This contributes to reducing stress. It allows you to structure your stress – if you 
like – once you know its causes, or once you know why you’ re so busy. There is a difference between being 
told that we’ re extremely busy and that it’s none of our business, and then doing things as we do them here, 
where we are able to find out for ourselves why we’ re so busy.”  

Absence levels have also dropped at several of the workplaces and staff turnover has been reduced 
proportionately. 
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For example, earlier on, 9 H VWUH � . LUN H J n UG  (the west-side Copenhagen cemetery) experienced problems with 
a high staff turnover. Today, the average length of service is relatively long among the permanent staff and 
many of the workplace’s “butterflies”  (summer substitutes) return once the season starts. Earlier on, 9 H VWUH �

. LUN H J n UG � experienced higher rates of absence in connection with pregnancies. At that time, the pregnant 
workers were made to collect waste paper from the lawns. Now, there has been a job enlargement so that 
the pregnant employees do office work, which involves drawing gardens and grounds on the computer. This 
means that they no longer need to report sick. 

Few workplaces can provide specific documentation in the form of figures that show exactly how much 
they have invested in these efforts, but several of the companies interviewed in connection with the survey 
are convinced that the investment has been returned solely as a consequence of the reduced absence. In 
addition to this, results also show that the time waste is reduced and that there is an increase in productivity, 
better quality (of products and services), flexibility and fewer work accidents. 

For example, the production manager from ( VS H UVH Q � ) LOH W mentions that the establishment of autonomous 
groups has meant that, today, all of the employees are very flexible. This is a great advantage, both for the 
company and for its employees. Productivity has been increased and absence rates have been reduced from 
18-20% in the early 90s to 9% in 2002. According to the production manager, the lower absence rates have 
paid for the expenses incurred in connection with courses introducing autonomous groups. 

Employees often feel that they get greater influence over their jobs, higher self esteem and greater job 
satisfaction. In some of the workplaces, both management and employees experience that the tone changes, 
in a positive way, and that mutual respect is increased. 

- X H OVP LQ G H � . R P P X Q H V�   OG UH S OH MH  (The eldercare of the - X H OVP LQ G H  municipality) is one of the workplaces 
at which the tone between employees has improved and the mutual respect between colleagues has been 
increased. This has happened as a consequence of a conscious effort including, amongst others, the 
systematic training in and implementation of the method of VX S H UY LVLR Q � I UR P � F R OOH D J X H V (informal 
learning). This type of learning involves listening to and posing questions to another person in order to help 
that person tackle challenges at work. But the effects are far more extensive. As the union representative 
explains; “We also have quiet girls among us. The supervision from colleagues gives them the opportunity 
and the room to be heard. In this connection, it is positive to experience that they actually know so much.”  

Table 2 provides an overview of the effects and results that the workplaces have achieved thanks to their 
initiatives:1 

                                                   
1 The table is based on information which has been collected partly via telephone interviews with workplace representatives 
and partly via visits to the workplaces including interviews with a broader circle of employees and managers. Not all 
information is passed on in the following chapters of this report. 
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Less 
absenc e 

x x  x   x  x x 

Inc reased  
flexib ility 

x  x   x  x x x 

Grea ter job  
sa tisfac tion 

 x  x x    x x 

More 
influenc e 

  x     x x x 

Improved  
rela tions 
between 
employees 

 x  x   x  x  

Lower sta ff 
turnover 

 x  x     x  

Higher 
p roduc tivity
/  
less time 
waste 

x x        x 

Better 
c oopera tio
n 

 x  x  x     

Grea ter 
mutua l 
respec t 

 x      x x  

Better 
qua lity 

x        x  

Better 
reputa tion 

x   x       

Fever work 
accidents 

x x         

Grea ter 
self- esteem 

       x  x 

Better 
p rob lem 
solving 

  x        
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$ � K LJ K � R U� ULVLQ J � UD WH � R I � D E VH Q F H � D Q G � D � K LJ K � R U� ULVLQ J � VWD I I � WX UQ R Y H U� D UH � D OD UP � VLJ Q D OV� WK D W� P D \ � VH UY H � D V� D Q �

R F F D VLR Q � I R U� D W� S UH Y H Q WLY H � H I I R UW� D J D LQ VW� VWUH VV� � % X W� WK H � S UH Y H Q WLR Q � R I � Z R UN � UH OD WH G � VWUH VV� G R H V� Q R W� K D Y H � WR �

Z D LW� X Q WLO� WK H � H P S OR \ H H V� K D Y H � E H J X Q � WR � UH D F W� WK UR X J K � D E VH Q WH H LVP � R U� UH VLJ Q D WLR Q V� �

The survey shows that there may be many reasons for a workplace to begin focusing on stress. To several of 
the workplaces of the survey, a high or rising rate of absence was what made them realise that a special 
effort was necessary. 

For example, one of the workplaces interviewed, an institution called 6 N R Y J n UG H Q , experienced a doubling 
of the absence rates and also experienced that one of the employees looked elsewhere for employment 
because the work had become too strenuous. 6 N R Y J n UG H Q � is a boarding school for maladjusted children that 
are having problems at home and in school. Over a period of time, the children had become more 
demanding and experienced greater behavioural-, social- and emotional difficulties when starting out in the 
institution. Resignations from employees, the high rate of absence due to illness, an increase in the use of 
force with the children as well as the results of a WRA (workplace risk assessment) were all signals that 
made it clear to the 6 N R Y J n UG H Q  that there was a need for balancing the work assignments of the employees, 
the framework and resources.  

At other workplaces, the alarm signals were different, for instance, that the company failed to meet the 
targets for core quality and productivity targets. At individual workplaces, an enquiry from the outside 
regarding the participation in a major (research- and/or development-) project was the immediate reason for 
launching a preventive effort against stress. 

Finally, one of the workplaces put focus on the issue of stress as a consequence of the increased awareness 
of stress in the media in 2002. The * UX Q G I R V management did not suspect that there were serious problems 
with stress at the workplace. And yet, * UX Q G I R V� chose to launch a number of round table discussions with 
different groups of employees. The round table discussions were to examine whether the workers at 
* UX Q G I R V experienced stress, whether they had the necessary tools to prevent and manage stress and 
whether they had the support to do so. In this way, * UX Q G I R V is an example of a cutting edge workplace in 
terms of stress prevention, in that it works with prevention before the problems emerge. 

The workplaces rarely define their efforts as stress prevention. In stead, the individual initiatives are defined 
according to their contents or aim, such as: autonomous groups, reduction of monotonous, repetitive work, 
job satisfaction, social responsibility, etc. The workplaces are conscious of the fact that their efforts prevent 
stress, but they will typically aim for at broader outcome of their efforts. 

Table 3 provides an overview of the companies’  reasons for launching their initiatives. 
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coverage 

    x      

Others    x  x  x   
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The workplaces from this survey focus on several sources of stress at a time when launching their 
initiatives. The focus of the workplaces is reflected in a number of ways - partly by the sources of stress 
which they mention directly - partly by the goals that they pursue. The focus is also reflected in the 
measures that they launch. 

An excessive workload and excessive time pressure are risk factors that are present at most workplaces. 
Work organisation is another risk factor at several workplaces and is closely connected to the issues of 
workload and time pressure. The problems often arise when, for example, there is no organisation of the 
work which would have evened out or distributed the workload to the workforce, or which would, at least, 
provide an overview of the workload so that the employees are able to see when the excessive workload or 
the extreme time pressure will come to an end. 

For example, the individuals interviewed at ATP mention that legislation changes, etc, can have the effect 
that ATP suddenly receives a large number of cases. Previously, these cases were distributed between the 
employees according to the citizens’  civil registration number or the company’s Central Business 
Registration Number. This sometimes meant that one employee had a lot of cases at a time, and therefore 
felt this to be an excessive workload. At the same time, another employee only had very few cases. In order 
to correct this, among other things, ATP chose to set up a number of autonomous teams which were to work 
together to handle the cases that they receive. 

The possibility of keeping updated with production so that the employee or the team to perform a given task 
may plan their initiative is mentioned as crucial to several of the persons interviewed. 

For example, & ULVS OD Q W� $ � 6 , the workplace at which production is organised in groups, has made it possible 
for employees to follow the production via computers. In this way, the production groups have the 
possibility to stay updated with delays earlier in the production cycle. This allows the groups to plan their 
efforts, and for instance, involve other employees or plan upcoming overtime work. 

The risk factors that are associated with organisational targets and the role of the individual employee in the 
organisation can also be found in various disguises at all workplaces. At several of the workplaces, the 
sources of stress are only potential sources which they keep an eye on and which the workplaces make great 
efforts to reduce as much as possible - amongst other things through clear-cut values, policies, strategies 
and targets and through courses and interviews at group level and individual interviews. 

Seen as a whole, the ten workplaces focus on most of the factors that are known to provoke stress or 
contribute to stress, cf. appendix 2. 
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The ten workplaces represented in the survey prevent and manage stress in many different ways. However, 
what is common to these workplaces is that they do not only have one initiative to combat stress, but that 
their efforts are always multi-tiered. 

For example, the eldercare • OG UH S OH MH Q � L� - X H OVP LQ G H � . R P P X Q H  has introduced supervision from colleagues, 
which is a method, or a type of meeting, during which colleagues help each other define problem issues at 
work and to find ways of tackling these problems - problems that could otherwise ruin the psycho-social 
working environment and possibly result in stress. The representatives that were interviewed, however, 
establish that the supervision from colleagues cannot stand on its own. It represents one element out of 
many other elements that have all been launched with a view to creating a good working environment. For 
example, policies have been defined in the areas of health and safety at work, alcohol, maternity/paternity 
leave, absence due to illness, etc., which all contribute to providing the framework for the work at the 
eldercare. 

Another shared characteristic of the ten workplaces in question is that the prevention and management of 
stress takes place at different levels. Thus, there are measures that are targeted at the work organisation, i.e. 
collective measures, and there are measures with are targeted at the individual employee. This may be in the 
form of special, individual considerations or certain offers which the individual employee can accept or 
refuse. 

ATP is one of the workplaces that work with stress prevention, both at the organisational and at the 
individual level. At the organisational level, a restructuring has been carried out with a view to creating 
greater flexibility and increased knowledge sharing throughout the organisation. This means that, in future, 
employees will be working in teams in open-plan offices. Through courses and using internal consultants, 
among others, systematic efforts are made to prepare the employees for the new methods of working. At the 
individual level, skills assessment interviews are being conducted, amongst others. During these interviews 
the skills of the employee are assessed together with the possibilities and limitations that are connected with 
the employees’  skills. As it is getting more common to work in teams or project groups, the social and 
personal skills of the employees become increasingly important in order for the employees to carry out their 
tasks. On the basis of the skills assessment interview, the individual employee and manager set up a skills 
plan describing the present skills and potential areas of development of the employees for the coming year. 
In addition to this, the individualised offers of ATP include courses for employees in the interpretation of 
body signals, for instance signals showing that the body needs a break. Once the employee has participated 
in this course, he or she will be offered massage treatment, zone therapy and other forms of treatment. 
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The workplaces described in the survey prevent work-related stress in a number of ways. However, there 
are three elements that recur in connection with the efforts of several of these workplaces. These are; 
information from the management to the employees, the influence of the employees over matters that are 
important to their working conditions and the insight into and regard for one another shown by both 
management and employees. 

Information and influence are closely connected at most workplaces. Information is partially about letting 
the employees gain an insight into the managements’  strategies and plans for the workplace as well as the 
current financial situation of the workplace, its status on the market and its occupational status. It is thus a 
matter of the general conditions; Partly, seeing to it that the employees have access to information on the 
actual order status of the company – if the company in question is a production company – and partly giving 
information on the actual health situation of the residents, if the workplace in question is a residential home 
for the elderly. Information on general conditions gives the employees the opportunity to adjust to 
upcoming changes and possibly to influence what is going to happen, amongst others. Information on the 
current order situation gives the employees the opportunity of both planning your own work as well as 
organising possible overtime work so that it will affect the family and leisure activities of the employee as 
little as possible. 

Influence and insight are also two concepts that are closely connected at most workplaces. Insight is, as 
earlier noted, about showing an interest in one another at the workplace and about showing consideration 
for one another. At many workplaces this means, for instance, that the employee uses his or her influence 
over the work to organise the work hours so that the employees that are to take their kids to the kinder 
garden etc. in the morning, start their working day a while later than the other employees, but stay on a little 
longer in the afternoon. 
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At most of the workplaces of the survey, the majority of the employees are directly involved in the 
preventive efforts against stress. The employees are not just involved in terms of their role as a target group 
of the initiative, but participate in defining what the effort should focus on and what it should consist of.  

For example, the introduction of autonomous groups at ( VS H UVH Q � ) LOH W was introduced following a request 
from the employees. After the decision to introduce autonomous groups had been taken, the employees 
were sent on a course. Here, the employees were to decide, on the basis of a list of the tasks of the leader, 



Survey of stress management in Danish pioneer companies  

    

 

15 

amongst others, which tasks they wanted to take on. Furthermore, the employees were to define their own 
rules for how their autonomous groups were to function. 

At several workplaces, the employees are involved in a number of working groups that work with their own 
separate part of the total effort. This way of involving the employees is particularly common at public 
workplaces that have participated in projects that include several workplaces.  

For example, 9 H VWUH � . LUN H J n UG � launched a project on new management- and cooperation forms. A large 
number of groups divided according to themes worked with various suggestions for improvement for the 
duration of the project. The majority of the employees, approximately 60 of the present 80 employees, were 
directly involved through participation in these groups. 

At other workplaces, the employees participate, for instance, through courses, staff meetings or 
conferences. This also makes it possible for all the employees to influence the efforts against stress, but it is 
more time-limited. 

For example, ( VE MH UJ � N R P P X Q D OH � 5 H Q J ¡ ULQ J  holds a staff meeting every year for the cleaning staff. At this 
meeting, the management and the employees discuss, amongst others, which new activities to launch with a 
view to creating job satisfaction, as well as activities that have already been established are evaluated. The 
activities that have already been initiated include offers for courses that relate to the everyday life of the 
cleaning staff and a number of offers involving exercise and nutrition. 

At other workplaces, typically larger ones, the management collects accounts of the experiences of the 
employees, their ideas and views, etc, through systematic group interviews organised by professional, 
internal consultants from the human resource departments or similar functions. 
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All workplaces in this survey are characterized by a good a constructive cooperation between the 
management and the employee representatives, i.e. the safety representatives and union representatives. 
This cooperation takes place via the formal cooperation bodies, i.e. the works council and the safety 
committee (or what ever their title may be at the individual workplace), but is limited to these bodies. 

For example, the management at ( VS H UVH Q � ) LOH W has built up a close cooperation with union representatives 
and the various cooperation bodies. The joint union representative and the production manager have 
planned how the establishment of autonomous groups could be extended to cover the entire production, and 
these two individuals constitute the steering group for the entire organisational change which ( VS H UVH Q � ) LOH W 
is undergoing. When it comes to health and safety at work, the safety committee is always involved. For 
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instance, the safety representatives interview the employees in connection with WRA’s and prepare a plan 
for each department on the basis of the analysis together with the head of department. 

At most of the workplaces the efforts against stress are also anchored in one or more cooperation bodies. 
This means, for instance, that the works council or the safety committee are to decide whether to carry 
through a given initiative.  

At some of the workplaces, the cooperation bodies are not as active in connection with the initiatives to 
combat stress. Here, the initiatives are anchored in the human resource department or similar departments in 
stead. The cooperation bodies are, however, informed of the initiatives, and often, some of the employee 
representatives are also quite active in connection with these initiatives because they are fiery souls that are 
always eager to help create a good workplace. 
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At all the workplaces of the survey, the management supports the efforts against stress. This is primarily 
done through an allocation of time and resources for these efforts and by carrying out measures that are 
necessary in order to prevent stress. But it is also very often seen that the management chooses to become 
actively involved in the efforts; for example, by participating actively in meetings and working groups, and 
not least, by assigning tasks, responsibilities and competencies to employees 

Some of the workplaces of the survey form part of greater units. The public workplaces thus form part of a 
larger municipal administration, which again forms part of an entire municipality. Several of the private-
sector workplaces of the survey form part of a group. What these workplaces have in common is not just 
that the management of the individual workplace supports their initiatives, but also that the top management 
of the entire unit support them. 
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Most of the workplaces in this survey choose to use external expertise in connection with their preventive 
efforts against stress. The most frequently used consulting service is the Danish Occupational Health 
Service (OHS). At many workplaces, the OHS also contributes to mapping out the psycho-social working 



Survey of stress management in Danish pioneer companies  

    

 

17 

environment, possibly by advising the workplace on how to carry through an analysis on its own. At several 
workplaces, the OHS also gives advice on stress-prevention. 

At & ULVS OD Q W� $ � 6 , for example, they have chosen to allow for employees that want an interview with an 
OHS-consultant to book such an interview via the company’s safety manager. During the interview with the 
consultant, the employee and the consultant clarify what the employee need help for, whether the matter is 
personal or whether other people should be involved. They then talk about what has possibly already been 
done, and what can further be done. In some cases, it is necessary to look more closely at the specific work 
situation, and in other cases, it may be more relevant with guidance on how the employee can get help or 
ideas for what he or she can do to improve the situation. 

In several of the workplaces that have carried through such projects, the OHS has functioned as a 
coordinator in connection with the process, i.e. the OHS has ensured that the workplace continued to work 
actively with the project at times when other circumstances competed for the management’s and/or the 
employees’  attention. At these same workplaces, the OHS has typically also described and evaluated the 
initiative after the conclusion of the project. 

For example, the residential home 9 LJ H UVOH Y K X V� chose to become part of a project with the title “absence 
and presence” , which the OHS of the City of Copenhagen carried through in a number of their 
undertakings. The OHS was the coordinator of the project and contributed with work-related input 
throughout the process. 

Several of the workplaces of the survey also cooperate closely with colleges and universities in connection 
with their efforts. This is naturally the case in situations where the skills development through training and 
courses forms a substantial part of the initiative. Often, the institution involved will be an Adult Vocational 
Training Centre, but there are also examples of other types of educational institutions. 
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