
Session 7: Workshop/discussion 
on direct & representative 

participation? 
role of workers 

– share experiences 
(i.e., not research necessarily)



Inspiration from Clara:

https://onlinelibrary.wiley.com/doi/pdf/10.1002/ajim.23414



definitions

Direct Participation:
Delegation: “managers let workers be involved in decisions”
Consultation: “management encourages workers to make their 
opinions known but reserves the capacity to accept or reject them”

Scope:
“operational issues (i.e., job or task‐related topics, pertaining to 
concrete job performance)”
“tactical issues (i.e., technology, work organization, or productive 
system design)”



https://onlinelibrary.wiley.com/doi/pdf/10.1002/ajim.23414



Direct Participation  vs.  non‐Direct Participation

Delegation  vs.  Consultation  vs.  Delegation & Consultation

Non‐Manual Manual

Tactical 



Approaches to addressing workplace H&S:
• Neo‐liberal perspectives on individual responsibilities and freedoms –

ignoring the social dimensions/responsibilities ‐> “responsiblization”
• COVID: enforcing masking (individual responsibility) but not ventilation

(organization/social responsibility)
• Lax enforcement of regulations and directives (unions taking the 

employer to court to enforce COVID directives)

Technical-legal approach – obsessive rule following behaviour

Knowledge activist approach – problem‐solving and mobilization

A Hall, A Forrest, A Sears and N Carlan, “Making a Difference: Knowledge Activism and Worker Representation in Joint OHS 
Committees.” Industrial Relations, Summer 2006, Vol. 61 Issue 3, pp. 408-436 https://www.erudit.org/en/journals/ri/2006‐v61‐n3‐ri1448/014184ar.pdf



https://loarc.mcmaster.ca/documents/2016‐loarc‐workers‐
guide‐1‐170609.pdf

https://onlinelibrary.wiley.com/doi/10.1002/ajim.22520

https://socialsciences.mcmaster.ca/labour‐ohcow‐academic‐research‐collaboration‐loarc



What do 
you spend 
your time 
on?

48%

30%

{17%

35%



10 Operating Principles:

1. Research

7. Be assertive
8. Build solutions
9. Use inspections & minutes

10. Use the law strategically

2. More than just meetings
3. Mobilize your influence
4. Listen to workers
5. Address authority
6. Build trust



SOBANE

Screening:

OBservation:

ANalysis:

Expertise:

60%

3%

12%

25%

https://link.springer.com/article/10.1007/s00420-004-0524-3



Level 1
Screening

Level 2
Observation

Level 3
Analysis

Level 4
Expertise

When? All cases If problem In difficult cases In complex cases

How? Simple observations Qualitative 
observations

Quantitative 
measurements

Specialized 
measurements

Cost? Very low (20 minutes) Low (2 hours) Average (2 days) High (2 weeks)

By whom? Workers Worker reps (H&S) 
supervisors

OH practitioners   
(Erg, Hyg, H&S)

Experts

Qualifications:
knowledge of 

working conditions
Very high High Average Low 

Qualifications:
technical expertise 

& equipment
Low Average High Very high

https://link.springer.com/article/10.1007/s00420‐004‐0524‐3



Approaches to Problems:
Problem finder

• always on the lookout for a 
new problem

• collects information (e.g., 
internet)

• unwilling to accept 
responsibility for solution

• victim mentality

Problem solver
• likes to fix problems
• doesn’t need too much 

information (just the 
essentials)

• may deny a problem exists if 
it can’t be fixed

• “git‐R‐done” attitude



Web‐App: www.StressAssess.ca





mini-MIT
https://www.ohcow.on.ca/wp‐content/uploads/2021/05/mini_mit_lrg_FINAL.pdf



FFAW: Freiburger Forschungsstelle für Arbeitswissenschaften  2023

Main purpose of COPSOQ: contribute to improve working conditions

survey (T1): analysis
and reporting to company

definition of units
and occupations

action to improve
working donditions

second survey to evaluate
measures (T2)

development
of intervention

mesasures

1 2

4

5

6

perpetuation of measures, 
detection of new challenges

(T2 vs. T1)

7

interpretation of results
disscussion on risks for

health and wellbeing

FFAW

company

psychosocial
risk

assessment
in a company

supported by
partners of FFAW



The Importance of ‘Being in Relationship’

• As a professional be aware of your need to “always” be efficient

• There’s value in being present and willing to listen purely for the 
sake of listening

• Get creative in how you frame failure, impacts and successes
 Assets & Strengths
 Opportunities vs. Threats

• Finally, consider how your interventions interface with 
accessibility, equity and diversity



1. Initiation stage
‐ leadership (command & 

control/support & direct
‐ committee (bureaucratic response 

to practice standard/regulatory 
requirements

‐ ground swell (led by union/activist 
in response to concerns

‐ learn & organize, level of “buy‐
in”/readiness

2. Selection of instrument
‐ different underlying 

perspectives
‐ different vocabularies/ 

languages
‐ prescribed choice, 

incentives, exposure

3. Engagement
‐ endorsements/support
‐ participation               

(% response rate)

4. Analysis
‐ internal/external 

comparisons
‐ correlations
‐ fixed measures

5. Digestion & brain-storming
‐ interpretation of analysis
‐ prioritizing factors
‐ soliciting ideas for change
‐ selling recommendations

6. Making change happen
‐ level of intervention:

a) individual 
b) group
c) organization
d) sectoral
e) societal

‐ stage of prevention:
‐ 1° primary
‐ 2° secondary
‐ 3° tertiary

‐ evaluation of 
intervention



Questions:

1. Based on your experience, what works and what doesn’t at each 
stage of the journey?

2. How can outsiders (consultants, advisors, observers) contribute to 
the journey?  

3. How can they obstruct the dialogue?


