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Abstract 

Background: Swedish law demands a systematic work environment management system 

(SWEM) and establishes the employer as responsible for this. In 2016, 44 % of Swedish 

Work Environment Authorities’ submissions regarded lack of SWEM. The law defines 

occupational health and safety services (OHSS) as an objective part with expert knowledge 

within the fields of work environment and rehabilitation.  

Aim of the study: The purpose of this study is to investigate how OHS engineers employed 

in OHSSs assist customer enterprises in the work of developing and maintaining OHS 

management systems. The study further aims to identify resources, factors of success, 

necessary skills and other factors that facilitate this work. 

Method: Six semi-structured interviews were conducted with OHS engineers employed in 

one of the top five largest OHSS companies in Sweden. 

Result and analyses: Respondents were found to apply similar methods in supporting clients’ 

OHSM although working in different regional branches and no nationwide training program 

exists. In working with OHSM support the OHS engineers mainly used self-produced, 

flexible tools along with external checklists and templates. Dialogue, an active involvement of 

the client in developing the OHSMS, internal motivation of the company and experience and 

competence of the OHS engineer was described as the most essential factors of success. 

Conclusions: Our study shows that the OHS engineers interviewed to a large extent work 

with OHSM support in a way that is consistent with what is found in other studies to be a 

successful way of collaborating with client companies. Areas of improvement for the OHSS 

company include deepening relations with clients, contracts better supporting collaboration 

and procedures for spotting client’s OHSM shortcomings earlier. 

There is a challenge to find a balance between giving OHS engineers freedom in choosing 

how they work, providing clients flexible solutions and assuring that certain standards of 

service are met.  

We identify the need of a mentorship program for OHS engineers within the OHSS company 

that would include tutoring both in OHS interventions and the consultant role. 

Finally, OHS engineers may need to develop their skills in OHS related business economy 

and how to integrate OHS interventions with the business strategies of the client companies.  
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Sammanfattning 

Bakgrund: Svensk lagstiftning kräver att arbetsgivare arbetar med systematiskt 

arbetsmiljöarbete (SAM). Under 2016 ledde 44 % av Arbetsmiljöverkets inspektioner till 

anmärkningar på grund av brister i SAM. Lagen definierar företagshälsovård (FHV) som en 

objektiv part med expertkunskap inom arbetsmiljö och rehabilitering. 

Syfte: Syftet med studien är att undersöka hur arbetsmiljöingenjörer inom FHV hjälper 

kundföretag med arbetet att utveckla och underhålla ledningssystem för arbetsmiljö. Studien 

syftar också till att identifiera resurser, framgångsfaktorer, nödvändig kompetens samt andra 

faktorer som främjar arbetet med SAM. 

Metod: Sex semi-strukturerade intervjuer utfördes med arbetsmiljöingenjörer anställda i ett 

av Sveriges fem största företag inom företagshälsovård. 

Resultat och analys: Respondenterna använde liknande arbetssätt i arbetet med att stötta 

kunders SAM. Detta trots att de arbetade i olika regioner inom företaget samt avsaknad av 

nationella riktlinjer. I arbetet med SAM använde arbetsmiljöingenjörerna framförallt 

egenproducerade, flexibla verktyg samt externa checklistor och mallar. Dialog, aktiv 

deltagande av kund under utveckling av SAM, intern motivation hos kundföretaget samt 

erfarenhet och kompetens hos arbetsmiljöingenjören beskrevs som de viktigaste 

framgångsfaktorerna. 

Slutsats: Studien visar att de intervjuade arbetsmiljöingenjörernas arbete med SAM i stor 

utsträckning överensstämmer med vad andra studier funnit vara ett framgångsrikt samarbete 

med kundföretag. Förbättringsområden för FHV-företaget inkluderar fördjupande av 

kundrelationer, kontrakt som bättre stödjer sådant samarbete och rutiner för att upptäcka 

brister i SAM tidigare. 

En utmaning är att hitta en lämplig balans mellan arbetsmiljöingenjörens behov av fritt 

arbetssätt, erbjuda kunden flexibla lösningar och samtidigt säkerställa en likartad service inom 

företaget. 

Behov av ett mentorprogram, som inkluderar handledning inom både arbetsmiljöarbete och 

konsultrollen, för arbetsmiljöingenjörer inom FHV-företaget identifierades. 

Slutligen kan arbetsmiljöingenjörer behöva utveckla kompetens inom arbetsmiljöekonomi 

samt hur arbetsmiljöarbetet kan integreras med affärsstrategier inom kundföretagen. 
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Abbreviations 

ILO – International Labour Organization 

MSE – Micro and small enterprise, < 50 employees.  

ME – Medium-sized enterprise, 50 ≤ employees < 250. 

OHS – Occupational Health and Safety 

OHSS – Occupational Health and Safety Services 

OHSM – Occupational Health and Safety Management 

OHSMS – Occupational Health and Safety Management Systems 

OSHA - Occupational Safety and Health Administration. U.S Department of Labor. 

SE – Small enterprise 10 ≤ employees < 50. 

SME – Small and medium-sized enterprise < 250 employees. 

SR – Safety Representative 

SWEA – Swedish Work Environment Authority 

SWEM – Systematic Work Environment Management, as defined in the provision AFS 

2001:1 

WE – Work environment 

WRA- Workplace risk assessments 
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1. Introduction 

In 2016, more than one in five of employed people in Sweden had experienced some kind of 

work-related health problem that caused difficulties in performing their job or in their 

household work during the last year (Swedish Work Environment Authority, 2016). Further, 

more than 34 000 work accidents were reported of which 45 were fatal (Webstedt, Paulsson, 

Hugosson, & Blom, 2017), a number that has been steadily around 50 during the last decade. 

Swedish legislation states the employer as responsible for the health and safety of workers 

(Arbetsmiljölagen [AML], SFS 1977:1160). If lacking the necessary competence occupational 

health and safety services (OHSS) or other experts within occupational health and safety 

(OHS) should be consulted. 

A basis for risk prevention is having an occupational health and safety management system 

(OHSMS) (International Labour Organization, 2011) which directs the companies OHS 

efforts toward proactive activities. Especially small and medium-sized enterprises (SMEs) 

have shortcomings in this area, to a large degree working reactively, even when they have 

engaged the services of OHSS (Schmidt, 2017). Thus, it is of interest how OHSSs work to 

assist companies in setting up and improving their OHSMSs. 

Both authors work in an external OHSS with a nationwide presence and clients in wide range 

of private and public sectors, one as a physiotherapist with specialist training in ergonomics 

the other as an OHS engineer. Independently of each other they had developed an interest in 

finding out more about how OHSS companies was working with offering occupational health 

and safety management (OHSM) support to client companies with regard to uniformity, 

methods and quality assurance, as well as being curious about how their colleagues work, 

both of them being fairly new within OHSS. The authors also had the idea that collecting 

experiences from their colleagues, of which many of the more experienced are close to 

retiring, could help improve the way they themselves worked with OHSM support, possibly 

also be helpful to others, especially to those new to the profession as well as investigating if 

the different generations of OHS engineers worked differently. 

2. Aim of the study 

The purpose of this study is to investigate how occupational health and safety engineers 

employed in occupational health and safety services assist customer enterprises in the work of 

developing and maintaining management systems for occupational health and safety (OHS). 

Specifically, the study intends to answer the following research questions: 

- How do the OHS engineers support small and medium-sized companies with their 

systematic work environment management (OHS management as defined in provision 

AFS 2001:1)? 

- What factors of success do the OHS engineers identify in the process of supporting 

small and medium-sized companies with systematic work environment management?  

- What resources, internal and external to the company, are available to the OHS 

engineers and how do they experience these? 

- How do OHS engineers make use of tools for surveying OHS management systems? 
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3. Background 

3.1 Swedish regulations and law enforcement 

Swedish law establishes the employer as responsible for the work environment. The work 

environment act demands a systematic management system where assessing risks, planning, 

acting and controlling are key elements in terms of achieving occupational health and safety. 

Risk assessments are to take place on regular basis, prior to change and when indications of ill 

health or accidents are identified. The importance of implementing the systematic OHS 

management in collaboration with employees and safety representative is also pointed out. 

The systematic risk assessments should be well documented and filed (AML, SFS 

1977:1160). How to deal with the work of this is further explained in the provision AFS 

2001:1 (Swedish Work Environment Authority, 2008).  

3.1.1 The role of Safety Representatives 

In chapter six of the work environment act it is instructed that establishments with five or 

more employees must have at least one safety representative (SR). The SR is elected by the 

local trade union. If no local trade union is present the SR is elected by the employees. 

Organizations with more than 50 employees must have a safety committee where the 

employees have representative influence through the SR. If no safety committee exist at the 

workplace the employees can use a representative from the regional trade union. The work 

environment act also offers rights and protection to the SRs in terms of transparency, paid 

time to perform the safety duties as wells as protection of the employment (AML, SFS 

1977:1160). 

3.1.2 Swedish Work Environment Authority 

The Swedish Occupational Safety Regulation gives the authority of constituting provisions as 

well as supervising regulations to the Swedish Work Environment Authority (SWEA). The 

assignment includes informative and advisory tasks, to provide statistical and informative 

systems of occupational injuries and accidents, to mediate knowledge from occupational and 

work environment research and a responsibility of promoting and supporting in issues relating 

to disability and accessibility (Arbetsmiljöförordningen [AMF], SFS 1977:1166). In 2016 

SWEA performed approximately 18 000 inspections which resulted in 742 submissions and 

restraints, 146 cases of prosecution and 463 cases of sanction fees. Of these submissions 44 % 

regarded lack of systematic work environment management (Swedish Work Environment 

Authority, 2017). 

3.1.3 Systematic Work Environment Management 

The provision AFS 2001:1 defines systematic work environment management (SWEM) as the 

work performed by the employer to investigate, carry out and follow up activities in such a 

way that ill-health and accidents at work are prevented and satisfactory work environment 

achieved (Swedish Work Environment Authority, 2008). SWEM should be implemented in 

everyday activities as a natural way of working and involve physical, psychological and social 

conditions. A work environment policy is to be used which describes the envisioned work 

environment to prevent ill-health and accidents. The policy as wells as procedures of 

management are to be documented in writing if ten or more people are employed. The 

employer has to assign OHS roles, maintained as documented information, to managers, team 

leaders or other employees in such a way that a satisfactory work environment is achieved. 

The personnel assigned OHS roles and those with allocated tasks in SWEM should be of 

sufficient number, authority and the employer is to make sure that they have sufficient 
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competence, time and resources. Although specific tasks, such as risk assessments, can be 

assigned in this way, the employer, represented by the CEO in the case of a company, always 

has ultimate responsibility and accountability for the SWEM. Those with OHS roles are to be 

given access to information regarding work injuries and preventive activities as well as the 

opportunity to convey viewpoints to the employer concerning the systematic work 

environment management and engagement of assistance of external resources like e.g. 

occupational health service. Where risks are severe, written instruction for the work should be 

used. Risk assessments are to be performed regularly, when changes to activity are planned 

and in occurrence of accidents or ill-health the reasons shall be investigated. The employer is 

to carry out yearly follow ups of the SWEM (Swedish Work Environment Authority, 2008).  

The required contents of the OHSMS according to the provision is presented in Figure 1. 

 

 

Figure 1. Overview of management system requirements in provision AFS 2001:1 (SWEM). 

During the last decade Swedish ill-health and sick-leave due to work-related stress and 

psychiatric diagnoses have increased (Swedish Social Insurance Agency, 2016; Swedish 

Work Environment Authority, 2016). A new provision, AFS 2015:4 Organizational and 

Social Work Environment, was introduced in 2015 to clarify the provision AFS 2001:1 and 

deal with this trend. The provision emphasize the requirement of knowledge among managers 

and supervisors of how to prevent and deal with unhealthy workload and victimization, 

support in prioritizing, measures to counteract work tasks and situations that are severely 

mentally stressful as well as procedures for how to handle victimization (Swedish Work 

Environment Authority, 2015). 

3.2 Occupational health services in Sweden 

3.2.1 Legal requirements 

The work environment act defines occupational health and safety services (OHSS) as an 

objective part with expert knowledge within the fields of work environment and 

rehabilitation. They are to work preventive to eliminate risk factors in the work environment 

as well as delineate the relations between work environment, organization, productivity and 

workers health (AML, SFS 1977:1160). When hired, the OHSS must be of sufficient extent, 

competence and means. The employer is obligated to inform the consulted OHSS about 
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sources and suspected sources of ill health as well as safety issues. This information should 

include work environment issues, preventive actions and other activities that have been 

executed in terms of first aid training and equipment as well as fire safety (Swedish Work 

Environment Authority, 2008). 

3.2.2 Professions within the OHSS 

The OHSS mainly deploy nurses, physicians, physiotherapist, ergonomists, OHS engineers, 

psychologists/therapist and administrators (FHV-Delegationen (The OHSS-Delegation), 

2011). Ergonomists in Swedish OHSS are physiotherapists with specialist training in 

ergonomics. Their work normally concerns adapting work environment to human needs and 

individual factors. Risk assessment of physical load is another common work task (FHV-

Delegationen (The OHSS-Delegation), 2011). SACO, a Swedish trade union center with 23 

member unions representing university graduates, describes OHS engineers’ work as 

identifying, measuring and assessing risks within the work environment as well as providing 

support in how to deal with the risks, educate in risk management, provide knowledge in the 

field of regulations of the work environment and support in management systems as well as in 

the process of implementing systems of certification (SACO, 2018). 

3.2.3 Competence and multi-professionalism 

In 2015, about 65 % of the personnel had qualified specialist training in occupational health. 

The average age of Swedish OHSS employees is high and they generally have long 

experience. OHSS-companies are facing difficulties in maintaining the high competence due 

to retirements and shortage of specialist training programs (Sveriges Företagshälsor, 2015). 

When compared to other consultants with knowledge within the OHS-field one of the biggest 

advantages when using OHSS is the capability of using a multi-professional team. Doing so 

makes it possible to combine organizational and individual factors in the multifactorial 

process of developing the occupational health and safety. However, to consult services in full 

extent the employer is required to grasp the full extent of the work environment issues (FHV-

Delegationen (The OHSS-Delegation), 2011; Sveriges Företagshälsor, 2017). Since some 

employers lack competence to comprehend the extent of some problems it is of great 

importance that the occupational health services can communicate their expertise and how to 

best deal with the problem at hand (FHV-Delegationen (The OHSS-Delegation), 2011). 

3.2.4 Individual and organizational approaches 

Prior to 1992 the Swedish Occupational health services was partly supported with government 

funds (FHV-Delegationen (The OHSS-Delegation), 2011) which contributed about 25 % of 

the total turnover (Westerholm & Bostedt, 2004). In the early 1990’s there was an inflection 

point within the business field due to the dismantling of the governmental support and 

increased desire for more flexible solutions (FHV-Delegationen (The OHSS-Delegation), 

2011). Westerholm and Bostedt (2004) describes a trend of moving from focus on 

implementing legal requirements to a customer-oriented way of working originating from the 

market. The services have been aiming to move from individual to organizational structures. 

The number of Occupational health services is decreasing due to procurement and 

reconstructions (FHV-Delegationen (The OHSS-Delegation), 2011). In the past the 

occupational health services collaborated closely with the local trade unions and safety 

organizations. Nowadays the survival of the occupational health service companies is 

depending on the market and focus in collaboration lies within the management in the 

customer companies (Westerholm & Bostedt, 2004). 
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Recent presentations show that the most common work environment issues in the service and 

public sector are related to stress and in the sector of building, transport and industry the 

major issues lie within the physical environment (Sveriges Företagshälsor, 2017). Still the 

market is controlled by demand (Sveriges Företagshälsor, 2017) and many customer 

companies find it sufficient to provide their employees with health checkups (FHV-

Delegationen (The OHSS-Delegation), 2011) although the sales of checkups have decreased 

slightly (Sveriges Företagshälsor, 2015). Even though organizational shortage and re-

organization are the crucial provocation of individual stress, most employers choose to 

primarily provide their staff with services of rehabilitation and work adjustments (Sveriges 

Företagshälsor, 2017). The demand for services in support of occupational health and safety 

management systems (OHSMSs) has somewhat decreased (Sveriges Företagshälsor, 2015). 

3.3 Tools for OHSM support 

There exist many sources for tools to survey and develop occupational health and safety 

management systems (OHSMSs). SWEA has an extensive web source (Swedish Work 

Environment Authority, 2018) including an online course (only Swedish version of web 

page), checklists and example documentation for an OHSMS. Another source is Prevent 

(Prevent, 2018), a Swedish non-profit organization jointly owned by the largest employer 

association and two national trade union centers representing blue-collar and white-collar 

workers, which has a similar range of tools.  

In addition to these freely accessible tools, OHSS companies also provide different tools 

within the field of OHSM. The OHS provider where the respondents work market several 

tools which can be used to assess a company’s OHSM, e.g., one is a comprehensive analysis 

of larger organizations conducted by organizational consultants, another is a tool for 

surveying SWEM. This survey-tool, in the form of a test either taken by the client company 

alone or supervised by an OHS engineer, asks questions in 37 categories and registers to what 

degree the company being surveyed complies within each. The result is an automated report 

with the result together with tips and links on how to improve the categories with 

shortcomings. See Kransvik (2017) for a more detailed description of this tool. 

4. Theoretical framework 

4.1 The OHS consultant role 

Limborg (2001) describes that the field of OHS consultant has evolved from the classical 

expert technical consultant and the process consultant that works with problems related to the 

organization, management and psychosocial factors, to needs of twofold competence. Broberg 

and Hermund (Broberg & Hermund, 2004) expresses the work as on the line between a 

professional expert and a process consultant. When working as an expert the consultant 

identifies the cause of problem as well as recommends solutions while the role of a process 

consultant emphasizes helping others to help themselves. In the latter, there is need of a 

dialogue-based method when working with management strategies as a change-agent. A 

consultative way of working with motivational dialogue between the OHS consultant and the 

company is advocated by Birgersdotter et al (2004) when working with small companies. 

Through asking questions about the company’s activities and functions the most essential 

areas where the motivation in the company lies is identified. This is done in relation to the 

work environment and the client is highly involved in identifying issues and possible 

solutions. Limborg (2001) expresses the importance of conditions relating to the concepts of 
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prevention, interdisciplinary cooperation and development of trust in consultant-client 

relations. 

Changing cultures in workplaces has proven to be very difficult (Smith, 2003). In managing 

change, there is a need to consider elements and dynamics within the organization (Holden, 

Or, Alper, Joy Rivera, & Karsh, 2008) and practical expertise and ability to perceive 

production process, culture, etc. is necessary (Limborg, 2001). Kirwan (2000) describes the 

change consultant as a crucial mediator in interaction between soft human factors, hard 

engineering and business orientated environment where the impact is highly depending on 

how the consultant represents its conclusions. Progress along two paths is advocated with the 

first being strategic, defining key issues, but taking time to develop. The second, focuses on 

solving practical issues and gaining organizational trust. Kirwan further suggests focusing on 

the larger strategy when acceptance of the human factors helping in practical areas is reached. 

To involve mid-level managers often leads to greater success then when just CEOS and COOs 

are sponsors for the change (Smith, 2003). Holden et al (2008) recommends a sensitive 

engagement of company stakeholder throughout the change process. 

The OHS consultants’ way of working is described as a “political reflective navigator” by 

Broberg and Hermund (Broberg & Hermund, 2004) where the consultant switches between 

the different roles regarding situation and context.  The political role is described in terms of 

pursuing an environment where healthy jobs are created. It is also of importance that the 

consultant can navigate in the network to involve and find key-actors at different levels in the 

organization for support and cooperation. When navigating the consultant must be able to 

bridge and mediate through the different language and “worlds” of different professions. The 

reflective role is described as a way of responding to situations in strategic ways, for example 

by using expert knowledge, being able to mobilize different type of knowledge, current 

practice and using good examples as a way of pointing out methods that the process would 

benefit from. Neumann et al (2009) found an internal political reflective navigator crucial to 

maintain ongoing support for change in a dynamic environment.  Integrating ergonomic 

elements into processes and system may take 3-5 years or more. To increase the likelihood of 

survival of new elements, embedding into existing groups and processes is recommended 

rather than using new developmental groups (Neumann et al., 2009). 

4.2 OHS in small and medium-sized companies 

The definition of small and medium-sized companies varies in the literature. The European 

Commission (European Comission, 2003) defines a company to be micro if it has < 10 

employees, small when < 50 employees and medium-sized if it has < 250 employees and refer 

to these as SMEs1. Micro and small companies are termed MSEs. 

In the European Union, MSEs comprise 99 % of the companies and 50 % of the employees 

and SMEs 99,8 % and 67 % respectively (Centre for Strategy and Evaluation Services, 2012). 

Though the OHS work varies substantially within the category of SMEs (Arocena & Núñez, 

2010; Sørensen, Hasle, & Bach, 2007) there are quite a few observations to be made relative 

to larger companies. 

In a study of how companies carry out workplace risk assessments (WRA) in Germany, 

Lenhardt and Beck (2016) observe that the gap between what is actually done by the 

companies and what is required by law is inversely related to the size of the company; about 

half of the small companies have no WRAs or an incomplete process compared to one quarter 

                                                 
1 There are also criteria on turnover or balance sheet total. 
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of medium-sized and one tenth of large companies. Reasons they give for this is lack of OHS 

expert advice, the scarcity of workers’ representatives with OHS-related co-determination 

rights and the low rate of inspection visits in this sector. But there are other factors 

independent of these that account for the weak WRA performance of small companies; these 

organizations have limited resources for seemingly unproductive activities such as OHS 

management and are disinclined to formalized systematic management. Moreover, small 

companies trivialize or deny risks, which may partially be explained by accidents being rare 

in individual companies (Lenhardt & Beck, 2016). There is, however, evidence that 

employees of smaller enterprises are subject to higher physical risks than employees of larger 

companies (Arocena & Núñez, 2010; Champoux & Brun, 2003; Hasle & Limborg, 2006; 

Micheli & Cagno, 2010; Pastorino, Fabiano, & Curr, 2004; Sørensen et al., 2007) which is 

plausible to attribute to the low quality of their OHSMSs (Arocena & Núñez, 2010; Sørensen 

et al., 2007). That smaller companies generally have lower quality OHSMs is verified by 

many studies (Arocena & Núñez, 2010; Bornberger-Dankvardt, Ohlson, Andersson, & Rosén, 

2005; Frick, 2014; Hasle & Limborg, 2006; Lenhardt & Beck, 2016; Sørensen et al., 2007). 

Sørensen et al (2007), in a large study of Danish enterprises, note that it is important to make 

a distinction between small independent enterprises and small enterprises that are part of a 

larger organization; for the latter working conditions are even better than in larger enterprises. 

Another result in their study is that they find no correlation between size and physical 

working conditions for public companies. For psychosocial factors there does not seem to be a 

clear relationship to size regardless of sector; the quality of the psychosocial work 

environment does not seem to differ significantly between small and larger companies 

(Sørensen et al., 2007). Differences in OHS issues within the category of SMEs is also studied 

by Micheli and Cagno (2010) who made several observations: “Management of MEs has 

greater commitment and invests more resources in OHS issues, […] within MEs, operational 

techniques for periodic controlling and systematic risk analysis are much more used than in 

micro and small enterprises and Management is much more sensitive to the relevance of the 

issue of the OHS-training.” 

Another observation on the differences within the category of SMEs is found in a literature 

review by Masi and Cagno (2015) on the barriers for OHS interventions in SMEs, which 

shows that the frequency of barriers grow from micro to small enterprises and then decrease 

with size. These barriers include issues related to legislation (Masi & Cagno, 2015), managers 

of SE:s experience anxiety about not following regulations, finding them overwhelming and 

difficult to follow (Hedlund, Landstad, & Vinberg, 2017) and they are worried about the 

increased administrative burden (Bornberger-Dankvardt et al., 2005). Also lack of technical 

support from consultants and management lacking OHS skills impede OHS interventions in 

SMEs (Masi & Cagno, 2015). This correlates with the fact that among the about one million 

employees in Sweden lacking access to OHSS some 750 000 work in small enterprises (FHV-

Delegationen (The OHSS-Delegation), 2011) and that OHS knowledge is a prerequisite for 

being able to ask OHSS for help (Bornberger-Dankvardt et al., 2005). To improve the OHS 

skills of small enterprises, the OHSSs must teach them how to increase their OHS skills by 

themselves (Bornberger-Dankvardt et al., 2005). 

4.3 Collaboration between occupational health services and client 

companies 

Though companies in Sweden are required by law to obtain the help of OHSSs or other 

experts when they lack the necessary OHS skills or knowledge (AML, SFS 1977:1160) and 

the form of this collaboration to some extent is regulated by legislation (Swedish Work 
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Environment Authority, 2008), there is still substantial freedom in how to engage their 

services and which services to use. For example, smaller companies tend to buy more reactive 

services directed at individuals than larger companies (Antonsson & Schmidt, 2003), thus 

missing out on the benefits of a proactive approach. But companies of all sizes have this 

problem; their lack of knowledge about which services to use from their OHSS promoted 

reactive interventions rather than proactive efforts (Schmidt, 2017); it was noted that OHS 

providers to a large extent are unsuccessful in supporting client companies. 

An important factor that regulates the interactions between OHSSs and client company is how 

contracts are formulated. In a study of 26 contracts between OHSSs and client companies 

Åström Paulsson et al (2014) noted that the contracts rarely stimulate an effective 

collaboration; they are often vaguely formulated and not linked to a needs analysis, e.g. of 

OHSMS development. Nor are they integrated with the companies OHSM (Schmidt, 2017). 

The most common form of contract is a basic service contract where services are ordered 

when the need arises, often concerning individuals, resulting in the OHS provider having 

limited understanding of the client. Further, the collaborations are rarely evaluated (Åström 

Paulsson et al., 2014), which may be a consequence of a lack of goals.  

An important question is what is meant by an effective collaboration and how this is 

measured. Halonen et al (2017) in a literature review note that they could only find some 

information about this including “reduction in sickness absences (Ståhl, Åborg, Toomingas, 

Parmsund, & Kjellberg, 2015), the possibility to use multiple resources in solving problems, 

expansion of good practices, and increased trust between stakeholders (Peltomäki & Husman, 

2002)”. In a qualitative study of companies chosen for having successful collaborations 

(Schmidt, Sjöström, & Antonsson, 2011) the following are examples of positive effects: 

decreased absenteeism from illness as a result from interventions by the OHSS, OHS work is 

directed towards proactive activities, the OHSS works close to the production and supports 

the company by strengthening their OHS skills, the OHSS are a natural part of the company’s 

OHSM and helps the company develop their OHS procedures, and ensuring the quality of its 

OHS work resulting in this being part of the day-to-day business. 

How OHSSs in Sweden support client companies’ preventive OHSM is the subject of several 

qualitative studies collected in the doctoral thesis of Schmidt (2017) in which mechanisms 

that positively influence such collaborations were identified. Halonen et al (2017) made a 

literature review on the same topic in which they divided factors of an effective collaboration 

into three categories: contract requirements, dialogue, clear definitions of stakeholders’ roles. 

Two of the six articles reviewed in Halonen et al (2017) come from Schmidt (2017) which is 

based on six articles in total. Table 1 gathers the results on the positive factors identified in 

these two studies with (H) indicating the result is present in Halonen et al (2017), (S) in 

Schmidt (2017), and (H,S) in both. 

The conclusions of Åström Paulsson et al (2014) largely match both of these studies in that 

the contracts should be formulated to support the same factors. Schmidt (2017) also noted 

some factors negatively influencing collaboration including (in addition to the negation of the 

positive factors): HR meaning that OHSS were not up-to-date on research and development 

within OHS, contact with company mainly through HR. 
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Table 1: Factors positively influencing collaboration between OHSS and client companies – 

H: result from (Halonen et al., 2017); S: result from (Schmidt, 2017) 

Client company Relationship OHSS and contract 

Top management involved 

(S) 

Relationship based on trust 

(H,S) 

Has knowledge about client, 

their economy and client’s 

business sector (H,S) 

Has effective OHSM and 

proactive approach (S) 

OHSS interacts on many 

levels within the 

organization, 

reciprocity/dialogue  

(H,S) 

Treating the company, not 

the individual (S) 

Organizational readiness and 

motivation (S) 

Long-term perspective and 

commitment (H,S) 

Contract supports OHSM 

and promotes collaboration 

(S) 

Collaboration between 

management and SR works 

well (S) 

Continuous contact with 

feedback and evaluation 

(H,S) 

Flexible OHSS with 

tailormade services and 

focus on client needs (H) 

HR knowledgeable about 

and supports OHSM (S) 

OHSS has advisory and 

educational role (H,S) 

OHSS is a strategic partner 

(H) 

Central placement of budget 

for OHS services (S) 

Provides OHSS access to the 

company/OHSS has 

information about internal 

procedures (H,S) 

Geographical proximity (H) 

 Shared goals (H) OHSS is competent (H) 

  Provides quality services 

(H) 

4.4 OHS management systems  

ILO (2011) describes the OHSMS as a management system aiming to provide a method to 

assess and improve performance in the prevention of workplace incidents and accidents 

through management of hazards and risks. The method decides what is to be done, how to do 

it, monitors the progress and evaluates the outcome in relation to established goals. Evaluation 

further leads to identification of factors to improve.  The OHSMS also contributes to a 

preventative safety culture. Use of OHSMSs is encouraged by OSHA (2012).  In regards of 

positive experience of prevention of injury and illness they believe the programs are to 

provide the foundation of breakthrough changes in preventing workers injuries illness and 

fatalities as well as compliance with regulations. 

Legislation of management systems differs globally although regulatory requirements 

focusing of the process of management has proven to lead to greater numbers of good 

practices (European Agency for Safety and Health at Work, 2016, p. 11) 

OHSMSs have proven to have positive effect on workers’ health (Torp & Moen, 2006), 

physical working environment and psychosocial factors (Torp, Riise, & Moen, 2000) as well 
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as prevent accidents c. A positive association has also been found between the use of OHSMS 

and workers participation in health-related activities (Torp et al., 2000). 

Robson et al (2007) found insufficient evidence of the effectiveness of OHSMS interventions 

although they found positive trends. Arocena & Núñez (2010) studied factors that influenced 

the injury rate and found intensity of effort and type of OHSMS to be of significance. 

Advanced systems that included organization-oriented procedures, rather than just technical 

preventive activities, showed greater effect in reducing accidents. They found companies with 

advanced systems to have accident rates of 6 accidents per year per 100 workers and 

companies with basic systems 11,7 accidents per year per 100 workers. They further 

estimated 59 % of the difference to be explained by the type of OHSMS. Nordlöf et al (2017) 

found statistically significant associations of safety culture, creditworthiness, being part of a 

corporate group and bigger company size with better practices for OHS. SSEs were more 

often found lacking the advanced OHSMS compromising organizational factors (Arocena & 

Núñez, 2010). On the other hand, Hasle & Limborg (2006), who performed a literature 

review, found simple, low-cost systems to be effective in small businesses. Effective 

programs were found to contain participation of workers as well as commitment of leaders 

(Arocena & Núñez, 2010; Gallagher, Underhill, & Rimmer, 2003). The latter needs to be 

demonstrated by senior executives through acting with commitment and providing necessary 

resources to OHS (Gallagher et al., 2003). Gallagher et al (2003) also highlighted the need of 

customized OHSMS integrated with other management systems in order to be effective. 

Factors of importance in improving organizations OHS performance included organizational 

motivation, new knowledge and a leader with skills in both administration and relations who 

could work as an “knowledge transformation leader”. It also included external influences as 

well as internal elements like senior management support, god employee relations, continuous 

improvement approach to OHS and organizational responsiveness to worker OHS concerns 

(Robson et al., 2016). Kim et al (2016) mean that the management systems need to be 

accompanied by a positive safety culture in order to prevent occupational ill-health and found 

leadership as the most important factor for changing the safety culture. Torp et al (2000) on 

the other hand means that the OHS programs can be an effective way on transforming 

workplace culture. 

Frick (2014) means that the introduction of the Swedish SWEM lead to improved 

management of technical risks but that the management of organizational risks has improved 

less. Those risks have rather increased during the last decades. Frick also describes tendencies 

of decreased OHS management for vulnerable workers in labor hire firms, subcontractors, 

foreign firms as wells as self-employed. 

5.  Method 

5.1 Literature search 

To provide background and an overview of available research a literature search in KTH’s 

search engine Primo was conducted using key words for each of the fields covered in the 

background and theoretical framework. The key words were chosen by trial and error. We 

then followed the relevant references in these results, the so-called snowball method. 

Additional searches were conducted using keywords found in sources from the initial 

searches. Adding to this, sources known to the authors were added. 
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5.2 Approaching the problem 

Because of limited research about how OHS engineers in OHSS work in supporting client 

companies with their OHSM development, an inductive approach was used; partly open and 

partly semi-structured interviews were conducted to explore how OHS engineers work in 

supporting client companies with their OHSM. Respondents were all employed in one of the 

top five largest OHSS companies in Sweden. The company is represented nationwide and is 

divided into five administrative regions. The respondents were from various occupational 

backgrounds with specialist training within the field of technical OHS and working as OHS 

engineers. Four of the company’s five administrative regions have OHS engineers employed. 

5.3 Recruitment of respondents 

Initially, the head of business development in the OHSS company was contacted via email. A 

meeting was set up where the authors informed about intentions of the study in terms of what 

they wished to explore. Support and permission to conduct interviews with OHS engineers 

within the company was given. The head of business development provided contact 

information to people within the organization who could provide further assistance to get in 

touch with OHS engineers. The national coordinator of the OHS engineers was contacted and 

a list of OHS engineers, their contact information as wells as advice on who might be a good 

respondent was received. 

A letter of invitation was sent out to all OHS engineers within the company via email. The 

original letter was written in Swedish; a translated version is found in Appendix 1. The OHS 

engineers were informed of the aim of the study, when and how the interviews were planned 

to take place and asked to respond to the email if they wished to participate in the study. 

Experience of OHS survey tools was mentioned as preferred. Ten days later a reminder was 

sent out. In total the invitation was sent out to 17 OHS Engineers. Criteria of inclusion was 

that the OHS engineer had been working within the company for at least two years’ time. 

Six OHS engineers responded and expressed interest to participate, one responded and 

expressed no interest in participating. One of the interested respondents was excluded due to 

limited time of employment within the company. No response was received from the OHS 

Engineers in two of the administrative regions. To recruit from these regions additional phone 

calls were made. Respondents were chosen with the intention to have candidates from all 

administrative regions where the company was established. One of the respondents could not 

participate due to sick-leave. In total six OHS Engineers were interviewed, see Figure 2. The 

number of respondents were limited to six due to time constraints. 

5.4 Description of respondents 

The OHSS company has expanded significantly over the last decade by taking over local 

OHSSs, so some respondents had worked longer at the same workplace than in the company. 

The ages of the respondents were in the range 50-65, they all had about one year of technical 

OHS training in addition to another degree and with one exception the respondents had 

worked 4-6 years in the company; one had been in the company for 14 years. The respondents 

can roughly be divided into three categories, with the number within each category in 

parentheses. 

1. Male with engineer background and about 30 years’ OHS engineer experience (2). 

2. Female with EHS background (one also with engineer background) and 5-15 years’ 

OHS engineer experience (3). 
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3. Female with unrelated background and about five years’ OHS engineer experience (1). 

 

Figure 2. Recruitment of respondents 

5.5 Interviews and analyses 

The partly open and partly semi-structured interviews were conducted, in Swedish, by both 

authors individually with the support of a guide, an English translation can be found in 

Appendix 2. Distribution was performed to make sure that the interviewer and respondent 

were not close colleagues. The interviews were performed, via video conference and phone. 

Though the company has a video conference system set up, not all respondents had used it 

before; for this reason and hardware limitations two interviews were conducted by voice only. 

While conducting interviews the authors took notes. Video recordings were utilized in three 

interviews together with audio recordings as backup. In two interviews audio recordings were 

used along with taking notes and in one interview only notes were taken due to technical 

problems. After the first interview the authors analyzed the result and made minor 

adjustments of the guide. One interview was transcribed by one of the authors and the other 

five were analyzed by listening to the recordings and reviewing the notes.  

Analysis was carried out using thematic analysis. The authors did the analyses separately 

using different techniques; one author analyzed with reference to the topics in the interview 

guide and the other by listening to the interviews and openly forming categories. One of the 

interviews was analyzed by both authors to ensure reliability. The result of the analyses was 

compiled and sorted. The results from using different techniques was discussed, and a mutual 

system for categorization agreed on. The results of the analyses were then transformed to the 

agreed system. Trends and differences in the result in total were identified by the two authors 

in tandem. The interview that had been analyzed twofold was reviewed more carefully and 

seemed to correspond in general, though minor differences of identified topics were noted. 
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6. Results and analyses 

In this section we present results from our thematic analysis of the interviews with OHS 

engineers. 

6.1 OHSM support assignments 

The respondents were first asked to describe what they understand lies in the notion of 

SWEM. All of the respondents referred, in various detail, to the contents of the corresponding 

provision (Swedish Work Environment Authority, 2008) and that it has to be implemented in 

the organization with proper procedures. One difference was that the respondents with 

engineering background put greater emphasis on risk assessments and used this as a starting 

point for defining SWEM. 

6.1.1 Receiving OHSM assignments 

OHSM support assignments have different points of entry into the OHS provider. Some 

originate from the client company; all respondents had experienced being contacted by a 

client company after an inspection by SWEA had noted OHSM shortcomings. Less common 

was because of demands on the client from a customer or due to new management, HR 

manager or other changes within the company. 

Another way these assignments come to OHS engineers is through colleagues within the 

company in other professions. Some respondents mentioned client teams where different 

professions within the OHSS company meet to discuss clients, and a colleague would suggest 

the OHS engineer to contact the client. Other ways are through the client’s contact person 

within the OHSS, usually an OHS nurse, or through a salesman. Some respondents mentioned 

that they had trained colleagues in both of these roles in SWEM to identify client needs within 

OHSM. One of the respondents described their colleagues’ knowledge of OHS engineers 

work prior to training to be inadequate.  

”A lot of times the salesmen don’t really know what an OHS engineer works with. How can 

we [OHS engineers] assist clients? Consequently, they sell mostly health interviews, medical 

examinations, blood samples and so on…” 

The same respondent described the benefit from training. 

“I trained everyone in my unit in OHSM. Some of them had been working there for twelve 

years, but still they had no training in OHSM. And so, they sold their OHS nurse services and 

were satisfied doing so. But now we collaborate more like a team!” 

Further, most of the OHS engineers, except for the least experienced, had taken the initiative 

to offer OHSM support when noting shortcomings while working on other assignments for 

the client company, usually risk assessment or OHS education. 

6.1.2 Methods of OHSM support 

All respondents mentioned that large companies have their OHSMS in place, often have 

someone employed with OHS expertise, and that the services they demand lie rather in 

technical expertise concerning risk assessments; sometimes though they ask for help to 

evaluate their management system. In contrast, smaller companies have less knowledge about 

OHS and a greater need of help. Thus, the following results concern OHSM support for 

SMEs. 
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All respondents start with a survey of the present situation regarding OHSM and a gap 

analysis with respect to the provision AFS 2001:1 (Swedish Work Environment Authority, 

2008). This was done by interviewing key personnel following a check list and going through 

what OHSM documentation already exists. Visiting the site and production facilities (when 

applicable) to identify existing environmental or safety risks in parallel with the work of 

identifying and reviewing existing procedures, policies and other procedures within the 

company was a regular method to get a good picture of the situation to start from. See Figure 

3 for an overview of the support process. 

 

Figure 3. Method of OHSM support 

From this they present an action plan, sometimes as part of a report. Three of the most 

experienced OHS engineers made a special point of making sure that top management was 

committed to develop the OHSMS before proceeding. After this they followed two routes of 

action in parallel:  

• developing procedures (all respondents) and educating personnel with OHS roles 

(almost all) 

• identifying risks and making risk assessments 

They described this to be a dynamic process where the OHSM training was an arena where 

the procedures of the company would be discussed, often initiated by questions from the 

participants. Giving training was mentioned as a way to make sure the company has the 

Survey of present state of OHSMS 

-Interviews with key personnel 

-Review documentation 

Present action plan/report 

-To management 

-To safety representatives 

Ensure commitment of top management 

Never proceed without this 

Risk assessments 

-Discuss procedures 

-Ensure resources  

Evaluation of outcome 

As a rule, consulting OHS engineers are excluded from the 

process before this point 

Develop OHSM procedures 

and offer OHS training 

-Discuss procedures 

-Ensure resources  
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proper resources. The OHSMSs were developed over time, going back and forth between the 

activities of training, risk assessments and procedure development. Most of the respondents 

emphasized their role being that of a tutor rather than an expert presenting ready-made 

solutions, the aim being for the client company to obtain ownership of the management 

system. 

A few practices where mentioned by single respondents. One of the respondents with 

engineering background had developed an OHSMS (in the form of a database of documents) 

by himself that he would customize for small client companies. The other engineer mentioned 

sometimes taking part in the yearly revision of the management system, something other 

respondents mentioned not being invited to; often they would be engaged by the company for 

a limited time. 

6.2 Resources 

6.2.1 Tools and checklists 

An internal resource in common for all the respondents were self-produced tools, checklists 

and templates. Almost all respondents had created their tools based on the requirements in 

SWEM, with inspirations from external checklist and materials from colleagues. Self-

produced tools were used as a basis and flexibly adjusted to current circumstances of the 

specific customer. External resources that were mentioned were tools and checklists from 

SWEA and Prevent.  

6.2.2 Company sponsored tools 

The respondents were asked if they had experience with any of the tools related to OHSM 

support marketed by the company where they work. The only tool used was one for OHSM 

survey (see section 3.3). It had only been used by the respondents in category 2 and no-one 

preferred it to their own tools. Many reasons were given for this:  

• there is no need for such a test, happy with their own tools 

• it is not versatile (the 37 categories cannot be customized and some may not apply to 

the company in question) 

• if taken without supervision there is a risk that the company will not properly 

understand the questions and (inadvertently) misjudge their OHS performance 

• the automated report makes the client company more likely to act on it by themselves, 

thus more prone to making mistakes and less likely to obtain help from an OHS 

engineer, especially if taking the test by themselves. 

They further mean that the main value OHSS is offering is the experience and knowledge of 

the OHS engineer. One of the respondents though could see this tool being useful for fine-

tuning a company’s OHSMS or as a mean for an OHS engineer to support dialogue within the 

client company. The respondent also found this useful as a neutral point of reference when the 

client company’s view on the quality of their OHSMS differed from that of the OHS engineer. 

6.2.3 Support from colleagues 

Due to diverse settings in the various administrative regions the support of colleagues of the 

same profession was very limited in some and better in others. Some respondents had monthly 

meetings with their colleagues and could easily call each other for advice or support. They 

regularly divided the tasks among themselves in relation to area of expertise as well as work-

load. Other had only one or no close colleague at all. All the latter expressed lack of support. 

Although the possibility of calling or emailing a colleague in another administrative region 
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existed it was rarely made use of. Lack of colleagues with higher level of expertise within 

OHSMS as well as a manager with limited knowledge of the field of OHS engineers, who 

thus could not offer support, was mentioned by some. A few had experiences of co-operation 

with psychologist or organizational consultants within the OHSS team, especially in 

assignments concerning organizational and social work environment. 

6.3 Factors of success and barriers 

The OHS engineers were asked about factors influencing the outcome in assignments 

concerning OHSM support. For a summary see Table 2.  

6.3.1 Defining success 

The respondents were first asked how they assess whether OHSM support they have given 

has been successful or not. A common response was in relation to how the client company’s 

work was reflected in their OHS meetings, and more generally that OHSM support was 

deemed successful if the client company’s OHSM works well. 

“If you come to an OHS meeting and the items of the agenda from last meeting have been 

completed, then you know their OHSM is working well.” 

Another respondent mentioned regular contact from the company, asking for advice, was 

another indicator of successful OHSM in the company. 

6.3.2 Competence and trust 

They all described competence and experience as important internal factors of success in the 

work of supporting client companies in developing OHSMSs. The dialogue with the client 

and that the OHSMS originated from the client organization and client risks was described as 

the most essential part by several of the OHS engineers. Success in the process of developing 

management systems relied on the customers’ confidence and trust in the OHS engineer. To 

gain that confidence the respondent described knowledge of the client as an important factor 

as well as competence within the field of OHS. The trust was often created through previous 

experience of successful co-operation with other tasks. Acting sensitively, humbly and 

responsively in relation to the client and its needs was described as necessary for successful 

dialogue and co-operation. Site visits was mentioned as of even greater importance when in 

contact with a client they had no previous experience of. Experience and competence of the 

customers field of business was also mentioned as a factor of success.  

6.3.3 Involvement of client 

When developing OHSMSs all OHS engineers mentioned the active involvement of the 

customer company as one of the most essential factors. The clients had to obtain ownership of 

the system and feel that the systems and procedures were theirs to create. Commitment of 

senior management, as well as other key personnel, was also of importance. In some settings 

it was not possible for CEOs to participate throughout the development process. In that 

situation their support was of great importance to achieve good results. Their attendance in 

OHS forums and involvement in OHSM activities were other factors of success that was 

mentioned. 

Another factor of success that was mentioned was a consultative way of working where the 

OHS engineer provided the client with guidance throughout the process. As one of the 

respondents put it: 
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“It never turns out successful if you do all the work yourself and then hand it over [to the 

client]. They [the client] need to be involved in order to achieve good results. That is also a 

way of gaining trust; to include the client.” 

Pedagogical skills was mentioned as an important factor of success in involving the clients. 

”We have to have more knowledge and competence than the client has, but we have to present 

it so that they understand. We can’t just talk laws and regulations by the book, we need to 

make it comprehensible”. 

Consensus of the situation at the starting point between client and OHS engineer was also 

mentioned to be of importance as well as the client having knowledge within the field of 

SWEM and risk assessment. Therefore, education or training of the client was mentioned as a 

factor of success. Some OHS engineers spoke of customized training distributed throughout 

the process of the development of OHSMSs as a successful way of working while in some 

cases training at the start of the process was used. 

6.3.4 Design and settings 

Some of the respondents meant that the management system itself was to be easy to 

comprehend for it to be successful. The procedure should be written in accordance with the 

context of the company. As one of the respondents put it: 

“It must be easy to act correctly!2” 

The importance of the OHS work not to be too centralized was emphasized by one of the 

respondents as well as the need of the right amount of people involved in risk assessments. 

Some of the OHS engineers spoke of the right settings, in regards of timing and funding, 

within the client companies at the time of development and implementation of the OHSMS. 

Timing was described as a crucial factor where the right level of productions was vital. The 

ideal timing meant that the production was not too high for the company to be able to 

prioritize and invest time in the work of developing the management system. On the other 

hand, the production was not to be too low for the company to invest the necessary 

economical means. Allowing enough time for the implementation process was also mentioned 

as essential for the management system to grow to its full potential. 

6.3.5 Dedicated customer 

One of the OHS engineers mentioned clients with internal motivation for implementing an 

OHSMS as a factor of success. The experience was, that clients who had their own ambitions 

where more likely to continue the work and further improve their OHSMS. To inspire clients, 

using good examples for the customer to relate to was mentioned as a method. In contrast, the 

assignment of supporting clients with OHSMS often originated from requirements from 

SWEA. Nevertheless, respondents oftentimes experienced clients with such external 

motivation who identified organizational gains of management systems during the process of 

implementation and thus changed their attitude. They were then more likely to make long-

lasting improvements. Another of the respondents meant that a dedicated and committed 

client was all that matters; if only motivated the rest would work out. 

                                                 
2 This rhymes in Swedish. 
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6.3.6 Barriers 

As a barrier, lack of time, both as experienced by the OHS engineer and within the client 

company, was mentioned. When OHS engineers themselves lacked time they consequently 

invested less work in the co-operation with clients with a negative impact on the result. 

Another barrier originated from internal re-organizations within the OHSS company, resulting 

in OHS engineers being moved between clients and thus losing their knowledge about clients. 

Some OHS engineers also had experienced that the costs of their services, and the perceived 

uncertainty of return of investment, were barriers that prevented some companies from hiring 

their services. In one administrative region the respondent identified organizational barriers; 

the OHS engineers serving several business units within the OHSS company and thereby 

many clients, and not being placed in any of the units resulted in less team collaboration and 

low knowledge about the clients. Lack of internal guidance for newly employed OHS 

engineers and lack of support from colleagues and managers were also mentioned as barriers. 

Table 2. Factors of success 

Client company Relationship OHS Engineer 

Motivation/dedication to 

change 

Consensus at starting 

point 

Competence 

Support/involvement from 

management 

Trust Experience 

Favorable conditions 

regarding production (not too 

much, not too little) 

Previous co-operation Pedagogical skills 

Long term perspective and 

willingness to invest time 

Dialogue Experience of customers line of 

business 

Knowledge of SWEM and 

risk assessment 

Consultative way of 

working 

 

Knowledge of customer 

company 

Having enough time Education/training Acting 

sensitively/humbly/responsively 

 Procedures and 

management systems kept 

simple 

Having enough time 

 Client ownership of 

OHSMS 

Use of “good examples” for 

motivation of client 

6.4 Need of customized services 

The respondents described an on-going process in the company where they were employed, 

aiming to move towards national conformity in services and way of working. The respondents 

underlined the need of being able to flexibly adjust their work in relation to the client 

company at hand. For that reason, they did not wish to work with “fixed products” created 

centrally within their OHSS company. The less experienced OHS engineer wanted guidance 

in determining a price for OHSMS support assignments but did not want a fixed product to 
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sell. Instead they all described their own professional assessment of what service the client 

company needed as necessary as well as customized services based on that assessment. 

Some of the respondents expressed fear of a development towards more centralization and 

less flexibility that would negatively affect the quality of their services; a few expressed 

negative feelings and finding it difficult to sell “fixed products”. Still they could understand 

the need of the OHSS company to guarantee the clients a somewhat uniform service. 

7. Discussion 

7.1 Method 

7.1.1 Literature search 

Literature search was conducted using KTHs’ search engine Primo. Although the search 

engine uses several databases it does not completely cover all other sources, which may have 

led to missed sources. However, additional searches in other databases showed similar results.  

7.1.2 Recruitment of respondents 

In the process of recruitment, a low frequency of response was received; six of seventeen 

responded. In the letter of invitation, see Appendix 1, the use of tools for surveying OHSMS 

was mentioned as a particular interest which may have led to a lower respondence frequency. 

In addition to that, workload may have been a contributing factor, which has been confirmed 

in later contact with colleagues. Due to the response rate all respondents were included except 

one who did not match the inclusion criteria. An effect of this was that the advice from the 

OHS engineer coordinator could not be considered. The low frequency of response may have 

led to missed opportunities of information which may have influenced the results. The 

additional verbal recruitment that was used, may have made it harder for these respondents to 

decline to participate which in turn may have affected their performance during the interview. 

7.1.3 Interviews 

The use of individual interview conducted using video conference was chosen for practical 

reasons due to geographical distances. An alternative method considered was focus groups 

interviews. The use of focus groups instead could have led to dialogues that would have 

brought other dimensions to the study. It is also likely that this method would have been more 

efficient in distinguishing both similarities and differences in work methods used by the OHS 

engineers. For example, only one of the respondents did not mention using OHS training as a 

mean to implement OHSMS which is more likely to be attributed to shortcomings of the 

interview than training not being used. 

Conducting the interviews in real life instead of using the video conference system would 

have been preferred. Due to lack of time and extensive travel distances this was not possible. 

One of the authors used their office, providing a neutral environment, the other set up as 

neutral environment as possible at home in front of the camera. The interviews conducted 

from home may have been influenced by the environment, but unclear how (Lantz, 2013). 

The use of video conference system or phone led to decreased visual communication and 

contact with respondents. This likely has influenced the interviews and consequently the 

results of this study. 

Some of the respondents had no prior experience in using the video conference system. This, 

together with technical issues in using the system, lead to hassles and may have influenced the 
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results. Along the process of the study, the authors learned to add some information in regards 

of using the system when scheduling the interviews. Despite this, technical issues led to 

verbal interviews conducted on phone or using the conference system by voice only. This 

means that visual communication was lost and interviews lost in quality.  

The authors had no prior experience of conducting qualitative studies or interviews. To 

facilitate the interviews the guide, found in Appendix 2, was used together with probing 

questions. The multitasking in using the interview guide, taking notes as well as monitoring 

recordings together with lack of experience has likely affected the authors sensitivity towards 

respondents and may have influenced the results. A more experienced interviewer might have 

added probing to a larger extent and thereby gained more detailed information. Interviews in 

real life would most likely had been a less challenging start for unexperienced interviewers 

like the authors. 

Due to the use of partly open and partly semi-structured interviews not all questions in the 

interview guide were asked. Consequently, there were some discrepancies concerning which 

questions were asked by the interviewers; for example, one of the interviewers did not ask 

about including organizational and social work environment in the OHSM support, something 

that was noted during the analysis.  

Due to limited time this study included six interviews. If more time would have been at hand, 

the authors would probably have been able to add further respondents by verbal recruitment. 

This could possibly have added other dimensions to the study and would have provided more 

reliability, especially if more OHS engineers with shorter experience would have been 

interviewed. At a later stage, through personal communication, it came to the authors 

knowledge that some OHS engineers in the company had experiences that would have been of 

interest to include in this study. 

7.1.4 Analyses 

Since distinctions such as moods and implicit messages was not of primary interest taking 

notes and recording was judged sufficient for the purpose of describing how the respondents 

work; Lantz (2013) means that there need to be good reasons for transcribing interviews, and 

transcription could be a source of misinterpretation (Kvale & Brinkmann, 2014). One of the 

interviews was transcribed mainly as learning experience. 

The fact that the authors constructed their themes in the thematic analysis differently but 

nevertheless obtained the same themes supports the reliability of the results. Interrater 

reliability was tested for by analyzing the same interview. This could have been improved by 

agreeing on the themes beforehand, nevertheless the topics identified within the themes 

matched almost completely. 

The technical issues when using video conference system led to difficulties in recording. This 

resulted in one interview with no recording at all and some with audio recordings only. Due to 

this, the analyses were conducted with less input. Again, since fine distinctions were not of 

primary interest, this probably did not affect the quality of the results. 

All interviews were conducted in Swedish as were the analyses. The translation of quotations 

and results by the authors could be a source of misinterpretations. Although the authors are 

proficient in English, it is possible that inability to make some minor distinctions and use of 

technical terms could be a source of error.  
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7.2 Results 

7.2.1 OHSM assignments 

A common way of receiving assignments of support of OHSMS was through noted 

shortcomings by SWEA. This taking place in companies already being clients to OHSS 

means that the latter has failed in observing or correcting these shortcomings. Most likely this 

may be the case in other client companies as well. To come to terms with this, methods of 

identifying the clients OHSM needs to be improved. 

How contracts are formulated is an important factor that influences the future collaboration 

(Åström Paulsson et al., 2014; Schmidt, 2017). Of interest is also the first contacts between 

OHSS and client customer. It is not clear to the authors how the identification of new clients’ 

needs is done. It would be interesting to study this. None of the respondents mention 

experience of OHSMS surveys for new customers being done during initial contacts, leaving 

the question open how and if this is done as a standard procedure by OHSS company studied.   

Some OHS engineers mentioned training colleagues at the OHSS in SWEM. In their 

experience this leads to an increased inflow of assignments of OHSMS support. This indicates 

that SWEM training of more salesmen and client contact persons within the OHSS might lead 

to identifying needs of client OHSMS support more efficiently.  Some OHS engineers also 

had experience of attending annual planning of OHS activities with clients. Their experience 

was that this lead to identifying needs that colleagues of other professions would not have 

noted. OHS engineers being present at those kinds of meetings could also be a method for 

more efficient identification of client needs in OHSM support.   

In this study, the OHS engineers were found to apply similar methods in supporting clients’ 

OHSMS; this despite lack of internal training and internal supporting documents. Initially, the 

authors of this study intended to create a guide for support in the work with OHSMS 

assignments. During the work on this study they came to understand that no respondent had 

interest in a guide. Instead the respondents stressed the need of a flexible approach in OHSM 

support assignments guided by the experience of the OHS engineer.  

All respondents start OHSMS development with identifying client needs and means, in line 

with ILO recommendations (2011), and used methods where they acted as tutors and involved 

the client company with intentions of equipping them for future management of OHS. This is 

referred to as a consultative way of working and is a commonly advocated method 

(Birgersdotter et al., 2004; Broberg & Hermund, 2004; Halonen et al., 2017; Schmidt et al., 

2011). 

Minor differences in method were identified where the OHS engineers with engineer 

background distinguished themselves by for instance emphasizing WRAs. They both had long 

experience of working with OHS and had undergone training during the same time-period. 

During their time of training the profession had a more technical and less organizational 

orientation than today (FHV-Delegationen (The OHSS-Delegation), 2011).  

One of the respondents with engineering background mentioned sometimes taking part in 

annual revisions of OHSMS. This is an opportunity to evaluate and utilize the OHS engineers 

competence in further development of the system, which is a factor of success noted in the 

literature (Halonen et al., 2017). The OHS engineer also mentioned planning the companies’ 

regular OHS meetings with themes of OHS activities and participating to support this. This, 

on one hand, is a good way of keeping the OHSM alive (Halonen et al., 2017) but on the other 
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hand there is a risk of the company becoming passive; the respondent mentioned that meeting 

would not be carried through without OHS engineer being present. 

7.2.2 Resources 

All the respondents had self-produced flexible tools which they preferred to the company 

sponsored survey. Schmidt et al (2011) found some of OHSS clients to actively deselect 

companies with fixed services in favor of OHSS provider with flexible approach which is in 

line with the respondents experience. According to the company’s head of business 

development (personal communication May 16, 2018) two OHS engineers were assigned to 

evaluate the company sponsored tool prior to deciding on using it. Their approval led to the 

introduction of the survey tool. Despite this, none of the OHS engineers in the study uses it on 

regular basis. This indicates the need of a more extensive evaluation. One approach could be a 

project group with OHS engineer representatives from each administrative region. In the later 

processes of implementation these could act as ambassadors to advocate the new product.  

Some respondents were worried that clients’ OHS performance could be misjudged when the 

survey was conducted without supervision. Further, the automated report could lead to 

clients’ developing their OHSMS without sufficient knowledge. In contrast, one of the 

respondents found the survey useful as a neutral point of reference when client and OHS 

engineer had different views of the current OHSMS. To be able to act as neutral point of 

reference, proof of the validity and reliability of the test needs to be ensured.  

None of the respondents mention the access to the information resource that comes with the 

report generated by the survey. It is unclear if and how they had made us this.  

Lack of support from colleagues was a factor affecting the OHS engineers’ work in some of 

the administrative regions. Particularly vulnerable to this are newly employed OHS engineers 

with little previous experience within in the profession. Introduction of a mentorship program 

in the process of introducing younger colleagues would be beneficial. Considering the high 

average age of OHS engineers in general this would also be a way of retaining competence 

within the organization. 

In contrast to competence from experience and the transmission of this, a barrier to successful 

collaboration mentioned by Schmidt (2017) is HR meaning OHSS are not up-to-date on 

research and development. It would have been interesting to ask the OHS engineers on how 

they manage this and whether the OHSS company supports this, e.g. by providing access to 

databases and scientific publications and allowing time for this. 

Geographical distances have led to difficulties in utilizing supporting networks within the 

company. Technical solutions have now enabled distance meetings which provide more 

favorable conditions for further development of supporting networks. During the last years the 

company have begun the process of implementing such methods. 

Some respondents described organizational settings with consequence of little or no 

collaboration with other professions within the OHSS. Consequently, one of the major 

benefits of using OHSS (FHV-Delegationen (The OHSS-Delegation), 2011) is lost for the 

clients. 

7.2.3 Factors of success 

The division of factors of success of collaboration between OHSS and client companies into 

the three categories client company, relationship between client company-OHSS and OHS 

engineer/OHSS were made by us, thus rearranging the factors found in the literature. This is 
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possible source of error since the factors do not always fit clearly in one category; it is 

possible that more categories would have been useful, though the trade-off between structure 

and precision is not clear cut. When rearranging and comparing the factors in the literature in 

Table 1, Halonen et al (2017) included only one factor related to qualities of the client 

company, as opposed to several by Schmidt (Schmidt, 2017), and they had two sources in 

common. It is possible that this difference come from a greater focus of Halonen et al on the 

factors related to the relationship, indeed, in this category the match is almost complete. One 

interesting distinction between the two studies is that Halonen et al identify being able to 

disregard details in the contract in favor of addressing the actual needs at the workplace as a 

factor of success. Schmidt, on the other hand, emphasizes the impact of how contracts are 

formulated and advocates contracts more supportive of efficient OHSM collaboration. There 

are other instances where the differences lie rather in the perspective taken than the factor 

identified, nevertheless we have chosen to present their factors of success from their 

respective perspective. 

Tables 3-5 show comparisons of the factors of success of collaboration between OHSS and 

client companies identified in our study with those cited from the literature. The entries which 

match are at the top of each table in normal font and those that don’t correspond are given 

below in italics. This comparison shows that the factors for client companies and the 

relational factors largely match. Table 5 compares factors of success related to qualities of the 

OHSS. Since in our case we have studied the role specifically of OHS engineers, and not that 

of OHSS in general, this comparison does not match as closely. 

The respondents in our study mentioned that they are often excluded from the development 

process of the OHSMS after an initial intensive phase of training and procedure development; 

e.g. they are rarely part of annual audits of the management systems nor take part in regular 

OHS meetings in the company, in contrast to factors mentioned in the literature that 

emphasize continuous contact and feedback, and being given access to the company. They 

mention previous experience of the company as a factor of success, but they do not generally 

have the role of a strategic partner. This also impedes the factors of success, identified both in 

our study and the literature, related to the OHS engineers’ knowledge about the client 

company. 

Table 3. Comparison of factors of success for client company  

Client company  

Our results 

Client company 

Literature results 

Support/involvement from management Top management involved 

- Motivation/dedication to change  

- Long term perspective and willingness to 

invest time 

 

Organizational readiness and 

motivation 

Knowledge of SWEM and risk assessment - Has effective OHSM and proactive 

approach  

- HR knowledgeable about and 

supports OHSM 

Favorable conditions regarding production 

(not too much, not too little) 

Central placement of budget for OHS 

services 
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 Collaboration between management 

and SR works well 

 Providing OHSS access to the 

company 

One factor of success mentioned by the respondents was the importance of timing of OHS 

activities with the right level of production of the company; not too much nor too little. The 

fact that many of the OHSMS assignments come because of inspections of SWEA makes 

such timing harder and adds time pressure to the process, in contrast with the need for 

OHSMS to be able to take time, which adds to the importance of identifying client 

shortcomings at an earlier stage.  

Receiving assignments because of an inspection also raises the question of motivation. Due to 

legislation there is always external motivation to implement OHSMSs, which is not 

necessarily undesired, the ILO (2011) mentions the importance of striking a balance between 

voluntary and mandatory approaches. However, some of the respondents mentioned 

difficulties when clients lacked internal motivation, which quite likely are added to when the 

change is prompted externally giving yet another reason for helping clients identify OHSM 

needs, but also for OHS engineers to have the experience and competence to motivate their 

clients. Using good examples of OHSMS implementations to motivate clients was mentioned 

by some respondent. 

None of the respondents mentioned the role of safety representatives in developing OHSMSs 

whereas the literature identified collaboration between SRs and management as a factor of 

success. Arocena and Núñez (2010) also point to this factor, reporting that a poor 

management – employees relationship decreases the likelihood of adopting any OHSMS. 

Several respondents did mention the importance of the “right persons” to be involved in the 

process, not following up what is meant by this is a shortcoming of the interviews. 

All respondent underlined the importance of a good dialogue and trust of customer in the 

process. This is in line with the literature; Schmidt et al (2011) mean that trust, dialogue and 

flexibility is more decisive than which method is being used. The importance of dialogue is 

also mentioned by Broberg and Hermund (2004).  
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One way to receive OHSMS assignments mentioned by several respondents is through other 

assignments for the company where OHSM shortcomings are noted; having gained the trust 

of the client company and confidence in the competence of the OHS engineer the client is 

more likely to invite to the closer collaboration needed for OHSMS development. This is in 

line with Berlin et al (2017) who describe how industrial engineers and ergonomists go about 

implementing change “You gain a little bit of trust. And, then from that, you start selling them 

on bigger steps, so you start really getting them to get bite-size improvement chunks first.” 

Some respondents stressed the importance of OHSMSs to be simple to use in addition to 

being adapted to the client company. The International Labour Office means that OHSMS 

should not be seen as a panacea (2004) and the ILO remarks that though most organizations 

will probably benefit from a full OHSMS, a scaled-down less formal approach may be more 

appropriate to some, this is a view also supported by  Hasle and Limborg (2006) who mean 

that simple and low cost solutions are essential for small enterprises. Arocena and Núñez 

(2010) have shown that more advanced systems, which address not only technical but also 

organizational risks, lead to fewer accidents. This raises the question on how to find the right 

balance between ease of use, cost effectiveness and an overall effective management system. 

Another factor of success from the literature not mentioned by any of the respondents was 

contract formulation. In the OHSS company, contracts are negotiated by other professions and 

not possible for the OHS engineer to influence. This raises the question of how OHS 

engineers could become more involved in this process, especially in helping the client 

company set OHS objectives and decide on activities to achieve these objectives, and in how 

the contracts could support this, cf. Åström Paulsson (2014). 

Table 4: Comparison of factors of success for relationship OHSS – company 

Relationship 

Our results 

Relationship 

Literature results 

Consensus at starting point Shared goals 

Trust Relationship based on trust 

Client having confidence in OHS 

engineer competence 

Client having confidence in OHSS 

Previous co-operation Long-term perspective and commitment 

Dialogue - OHSS interacts on many levels within 

the organization 

- Continuous contact with feedback and 

evaluation 

- Consultative way of working 

- Education/training 

- Client having ownership of OHSMS 

OHSS has advisory and educational role 

Procedures and management systems 

kept simple 

OHSS has information about internal 

procedures 
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Table 5: Comparison of factors of success for OHS engineers/OHSS and contracts 

OHS Engineer 

Our results 

OHSS and contracts Literature 

results 

- Competence 

- Experience 

- OHSS is competent 

- Provides quality services 

- Knowledge of client company  

- Experience of client’s line of business 

Has knowledge about client 

Pedagogical skills Flexible OHSS with tailormade 

services and focus on client needs 

Being sensitive/humble/responsive OHSS is a strategic partner 

Having enough time Contract supports OHSM and 

promotes collaboration 

Use of “good examples” for motivation Treating the company, not the 

individual 

 Geographical proximity 

The respondents mentioned several personal qualities to be important, that an OHS engineer 

is humble, responsive and pedagogical whereas the literature stresses more strategic qualities. 

Schmidt el al (2011) found that competence in business economy within the OHSS was a key 

factor; to be able to explain the financial benefit of OHS interventions. Though education of 

OHS engineers today includes some training in business economy (KTH Royal Institute of 

Technology, 2018), this is limited to a quarter semester course, which raises the question of 

how OHSSs can ensure this  competence. 

Finally, the respondents mentioned not having enough time as a barrier for successful 

collaboration. This is an issue that possibly could be related to the ability to plan their work 

and communication with management; that managers don’t understand the conditions and 

needs of OHS engineers was reported by several respondents. But, given the shortage of OHS 

engineers (Vaara, Antonsson, & Muhr, 2014), the fact that several of the OHS engineers 

contacted for interviews declined due to excessive workload, something that also respondents 

reported having, the question on how to assure enough OHS engineers probably should be 

addressed at company level, if not on the level of the society. 

7.3 Reflections and future studies 

This study was limited to six interviews in one of the OHSS companies in Sweden. To 

increase the reliability, further studies should be made to ensure data saturation. Studies 

including other OHSS companies as well of internal OHSS would be of interest. 

The authors intentions, early in the process of this thesis, of introducing a guide for OHS 

engineers on how to work with OHSMS support were discarded, rather there are other 

measures we deem more important which we present in the conclusion. Potential future work 

would be creating a flow chart of OHSMS implementation and development rather than 

detailed instructions, to make sure all aspects are covered and the factors of success are 

encouraged. This would have to be reviewed by OHS engineers in the company to ensure this 

captures the way they work, and that deviations from this constitute improvements. Together 

with the support of experienced colleagues, a flow chart would be of use for newly employed. 
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Considering the future needs of introducing younger OHS engineers into the OHSS in general 

this would facilitate the process. 

Other aspects of interest of further studies would be to investigate whether the contracts of the 

OHSS company are formulated to support the efficiency of OHSM support and compare this 

to the literature. How collaboration between the head of sales, who is responsible for contract 

development, and OHS engineers in the company could improve how contracts support 

OHSM support would be of interest to study.  

Another question that would be interesting to study is how OHSSs supports effective 

collaboration between SRs and management of client companies, which professions are 

involved in this and how this could be integrated with other OHS interventions. 

To explore the indications that SWEM training of salesmen and client contact persons 

contributed to more OHSMS support assignments and better services to clients found in this 

study, a quantitative approach could be used in an interventional study by surveying the 

contents of OHSM support in clients’ annual plan of OHS activities prior and after training.  

Client contact persons work could be yet another subject for further investigation. Of interest 

could be what the role involves, and necessary competence in relation to this would make 

good reference for closer evaluation of introduction programs. 

Further investigation of the initial contacts with new clients and contents of these meetings 

could bring more information and areas of potential improvements. Is OHSM surveyed during 

these contacts? Is continuous contact and feedback of OHSM a subject of discussions? 

How OHS engineers keep up to date on research to ensure competence would be of interest to 

discuss with the OHSS company and how this can be done efficiently, e.g. by assigning fields 

to monitor and make use of the OHS engineer newsletter. 

8. Conclusions 

Our study shows that the OHS engineers interviewed to a large extent work with OHSM 

support in a way that is consistent with what is found in other studies to be a successful way 

of collaborating with client companies. The factor of success least present is having access to 

the company on many levels and continuous contact and feedback; they often only take part 

of the initial phase of OHSMS development. That this is an area of improvement is something 

that the OHS engineers are aware of, but not necessarily in control of. Related to conditions 

within the OHSS, another factor of success that is underdeveloped is formulating contracts 

with client companies that support the other factors of success, in particular the one just 

mentioned. Another area where the OHSS company possibly could improve is in identifying 

client needs in OHSMS development earlier, though studies on how this presently works is 

needed. 

We identify a problematic trend in the OHSS company of moving towards more standardized 

services since the OHS engineers don’t want to be too restricted to certain ways of working. 

Further, clients demand flexible solutions and find good dialogue with the OHSS more 

important than with the exact method being used; thus, there is a challenge to find an 

appropriate balance between giving OHS engineers freedom in choosing how they work, 

providing flexible solutions and assuring that certain standards of service are met.  

Our study also shows that OHS engineers in different administrative regions still work in a 

similar way in offering OHSM support. Rather than needing written guidelines on how to 

offer OHSM support, there is a need of a mentorship program that encompasses all newly 
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employed OHS engineers within the OHSS company, that would include tutoring both in 

OHS interventions and the consultant role. Still, we believe a flow chart describing the 

elements of the OHSM support process could be of help. 

Finally, OHS engineers may need to develop their skills in OHS related business economy 

and how to integrate OHS interventions with the business strategies of the client companies.  
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Appendix 1: Letter of invitation 

Dear OHS engineer, 

As part of the masters’ program ”Technology, Work and Health” at KTH Royal Institute of 

Engineering, we are writing a thesis based on the theme of systematic work environment 

management.  

The purpose of the study is to examine how occupational health service (OHS) engineers 

assist small and medium-sized customer enterprises in the work of developing management 

systems for OHS as well as the consultants’ experiences of doing so. We are particularly 

interested in tools of surveying OHS management systems and how these are utilized. 

To examine this, we wish to perform 4-6 interviews with OHS Engineers within your 

organization. Do you wish to participate? The interviews are approved by top management 

and will be distributed over the regions within the company. It is, however, recommended that 

you also speak with your closest manager for consent. The interviews will be performed via 

Skype for Business and will last for approximately 1-2 hours. 

Of course, the participation will be anonymous. Recording will be done to provide the authors 

with support for analyses but will not be available for anyone else. The research will be 

conducted in line with the codex of the Swedish Research Council.  

The interviews will take place during the period from week 9-14 2018. If you wish to 

participate, please respond to this e-mail and you will be contacted for further information and 

planning. Please state if you have experience in using tools for surveying OHS management 

systems.  

We truly wish for your participation! 

Sincerely, 

Ellen and Henrik 
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Appendix 2:  Interview guide 

Information 

1. Welcome. Thank you for your participation. 

2. Purpose of the thesis: To examine how you work with supporting small and medium 

sized companies with OHS management 

Small companies defined as 1-49 employees and medium sized as 50-249 employees. 

The work we are interested in is everything from minor tasks to helping clients in 

setting up a new management system. This involves tasks in implementing as well as 

controlling and adding to an existing system.  

We have particular interest in your experience of using of surveys.  

3. The interview will last for approximately 1-1,5 h. If you have time and wish to extend 

it, it is possible to do so for 2 h. 

4. Your participation is voluntary. You have the right to cancel at any time. You are free 

to refrain any questions. If you desire, it is possible to take a break during the 

interview. Your participation is completely anonymous. If you agree, I will record the 

interview along with taking notes to facilitate the further work of analysis.  

5. Is it ok to quote you in the thesis? Quotes will be chosen in context not to reveal your 

identity and if you wish, we can contact you in advance for your approval. 

Personal facts 

1. Age 

2. Gender 

3. Education 

4. Years of experience within the profession 

5. Years of employment in the company 

6. Size of unit within the company and type of customer base 

7. Professional experience  

Question areas 

The work with SWEM 

Please explain what you understand by the term SWEM.  

Is this what the client companies request? 

Please tell me of the work of supporting clients in need of help with SWEM.  

How does that work differ depending on the size of the client company? 

Tell me more about working with small client companies. 

How do other OHS engineers in your region/unit work with the same tasks? 

Implementing and getting the work of SWEM to be a natural part of operation? 

How common a task is SWEM support? 

What professions at the OHS unit work with SWEM? 

How do you integrate provision 2015:4 in the works of SWEM? 

Factors of success 
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What characterizes successful work of support in SWEM? 

Please tell me of a good example. 

What in your opinion led to the good result? 

What are necessary conditions of the client company to obtain good results?  

Resources 

Please tell me of resources available for you in working with SWEM. 

• Your own: 

- Competence 

• Internal, within the company: 

- What resources are available within the company? Do you make use of these? Do 

you find them useful? 

- Internal education/training on how to work with this within the company?  

- What kind of dialogue regarding this do you have with your colleagues? (How do 

you support one another?)  

• External: 

-What external resources do you have access to (standards, literature, material)? 

What of these do you use? Do you find it helpful? 

Surveys 

Tell me of your experience of surveys for SWEM. 

How do you ensure to cover all areas in SWEM? 

Tell me of your experience of using test/tools/methods of survey.  

How do you handle results of survey? 

Are you involved in the process of transforming results into documents, procedures and 

processes in the client company? 

 

Summary 

• Summary of interview. 

• Do you have something you wish to add? 

• Thank you for taking the time to participate and sharing your experiences!  
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