
Beste collega A&O-ers, 

N.a.v. de workshop “veiligheidscultuur door A&O-ers” op d.d. 25 november 2016 is het wenselijk om 
de opgehaalde informatie en presentatie met elkaar te delen. Daarnaast heeft Vivian Croon-Koevoets 
informatie beschikbaar gesteld over een betrouwbare vragenlijst voor het meten van de 
veiligheidscultuur. Ook deze informatie mag met toestemming van Vivian worden gedeeld. 

Wij willen jullie bedanken voor het bijwonen van de workshop en het delen van informatie over 
mogelijke gedragsinterventies bij de thema’s: motiveren, bespreekbaar maken, bewustzijn, melden en 
sturen. 

Met vriendelijke groet, 

Diederike ten Berge 

André Verbeek 
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Wat is VIBE
Versnelling door Inzet Branche Experts -Veilig Is BEter

Een programma om veilig gedrag op de werkvloer te verbeteren

Uitgangspunt = benutten van bestaande expertise binnen branches en 

bedrijven door het opleiden van branche-experts die VIBE-bedrijfs- of 

afdelingsteams kunnen begeleiden in het toepassen van de VIBE-aanpak

Initiatief vanuit Veiligheid.nl en A&O-fonds Waterschappen

Begeleiding door Veiligheid.nl

Met subsidie van SZW



Doel van het Pilot-project VIBE

Doel van de PILOT:

Verkennen of de VIBE-aanpak haalbaar, uitvoerbaar en werkzaam is binnen 
de Waterschappen.

Doel van het project voor HHD:

Stimuleren van veilig en gezond werkgedrag door middel van een 
gestructureerde aanpak, om ongevallen en uitval van medewerkers te 
voorkomen.



Aanpak PILOT-project VIBE

1. Voorbereiding: Informeren OR en selecteren en informeren Organisatie

2. Nulmeting (T0) en First-impression

3. Trainen VIBE-experts

4. Expert-observaties

5. Spiegelsessie

6. Versnellingssessie 1

7. Uitvoering / implementatie VIBE-bedrijfs/afdelingsteam, gevolgd door T1

8. Versnellingssessie 2 + uitvoering bedrijfsteam, gevolgd door T2

9. Kennisdeling

Doorlooptijd: dec 2015 t/m oktober 2016



Rol VIBE-team

 Aanspreekpunt VIBE-traject 

 Trekkersrol en informeren medewerkers 

 Implementeren actieplan

 Borgen uitvoeren actie

 Evalueren doeltreffendheid van actie

 Continue verbetering veiligheidscultuur (voortzetting na project)



Spiegelsessies

Doel = keuzes maken verbetermogelijkheden ten aanzien van 

gedragsthema’s.

 Sessie van ongeveer 2 uur met directie, KAM coördinator en VIBE-

bedrijfsteam, begeleid door VIBE-experts

 ‘Subjectieve’ inventarisatie waar bedrijf staat op cultuurladder 

 Terugkoppeling bevindingen First Impression (vragenlijstonderzoek / 0-

meting) en Expert observaties

 Prioriteren van het gedragsthema



Versnellingssessies

Doel = VIBE-bedrijfsteam in beweging zetten en versnellings-aanpak 

aanleren zodat ze gedragsbeïnvloeding zelf kunnen inzetten

 Sessies van ongeveer 1 dagdeel, begeleid door VIBE-experts

 VS1: Inzet werkset van bewezen effectieve maatregelen voor bewuste en 

onbewuste gedragsbeïnvloeding gericht op gekozen gedragsthema

 VS2: Evaluatie met VIBE-team: Waar staan we nu? Hoe is het gegaan? En 

hoe gaan we verder?





Cultuurladder

Plak 3 Post-its

 Waar bevindt jouw bedrijf zich volgens jou? (geel)

 Waar bevind jij je? (groen)

 Waar wil jij met je bedrijf naar toe? (roze)

http://www.google.nl/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=0ahUKEwi0g5friNTJAhUI_g4KHc4xAXoQjRwIBw&url=http://www.marketingfacts.nl/berichten/een-goed-verhaal-zorgt-voor-een-onuitwisbare-indruk&psig=AFQjCNHE-jTPB9sMWgz3G7FWPDrzZ9Fd6g&ust=1449932285809114
http://www.google.nl/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=0ahUKEwi0g5friNTJAhUI_g4KHc4xAXoQjRwIBw&url=http://www.marketingfacts.nl/berichten/een-goed-verhaal-zorgt-voor-een-onuitwisbare-indruk&psig=AFQjCNHE-jTPB9sMWgz3G7FWPDrzZ9Fd6g&ust=1449932285809114


Resultaten: Cultuurladder
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VIBE gedragsthema’s: opdracht

Veilig en gezond gedrag:

 Bespreekbaar maken

 Bewustzijn

 Motiveren

 Melden

 Sturen

Bedenk per gedragsthema een interventie om het gedrag ten aanzien van 
veilig en gezond werken op dit thema te verbeteren?





Top 5 Belangrijkste bevindingen 0-meting 
HH Delfland

 Medewerkers ervaren zeer verschillend of:
 melden van onveilige en/of ongezonde situaties negatieve gevolgen voor hen heeft
 de organisatie productiviteit belangrijker vindt dan gezond en veilig werken

 Medewerkers ervaren voldoende mogelijkheden om gezond en veilig werken met 
de (team)leiding te bespreken.

 Medewerkers ervaren gezond en veilig werken als een gezamenlijke 
verantwoordelijkheid van (team)leiding en werknemers.

 Veiligheids- en gezondheidsbeleid: lage betrokkenheid van medewerkers bij 
opstellen, initiatief nemen en bespreken

 Waardering en beloning van veilig en gezond werken wordt als laag ervaren



Top 4 Bevindingen VIBE-vervolgproces

 Neiging om oplossingen te zoeken in aanpassen van 
processen/afspraken of technische oplossingen

 Eigenaarschap voor veilig en gezond werken begint te veranderen (van 
indekgedrag naar veranderintentie)

 Er zijn nog onvoldoende tools beschikbaar om gedragsverandering te 
ondersteunen

 Houding en gedrag ligt breder dan het thema veiligheid en gezondheid 
(leefwereld, leiderschap, eigenaarschap, communicatie, 
samenwerking etc.)



Voorbeelden acties bij HHD 

 Vergroten communicatieve vaardigheden t.b.v. het bespreekbaar 
maken van o.a. veiligheidsissues (hoe breng en ontvang ik informatie)

 Vast onderwerp werkoverleg + periodieke V&G-thema’s

 Foto’s maken van situaties en bespreken

 Met elkaar meelopen (t.b.v. uitwisseling ervaringen, blinde vlekken)

 Proces meldingen herzien + app

 Evaluatie en terugkoppeling meldingen

 Toezicht en aanspreken op PBM-gebruik

 Onderwerp en afspraken in PVB-gesprekken



Hoe verder?

• Project afsluiten met eindmeting: hebben interventies ook effect?

• VIBE doorzetten als proces (onderdeel duurzame inzetbaarheid en 
arbobeleid)

Wat is daarvoor nodig?

– Strategisch: borgen in arbobeleid (o.a. meenemen in RI&E)

– Tactisch: VIBE teams continueren of op een andere manier borgen 
(focal points?) + taakstelling sectoren en teams formuleren

– Helderheid in proces, rollen en verantwoordelijkheden

– Interventietechnieken om gedrag te beïnvloeden

– Periodieke monitoring uitvoering en resultaten (plan-do-check-act)



Hoe verder?

 Link: https://www.youtube.com/watch?v=oEaXpDVjhBQ

 Veranderpsychologie van Ben Tiggelaar

https://www.youtube.com/watch?v=oEaXpDVjhBQ


Gedrags-interventies Bespreekbaar maken Bewustzijn verhogen Motiveren Melden Sturen 

Groep 1 - Aan de hand van foto’s en 
filmpjes. 
- Naar aanleiding van 
actualiteiten. 
- Vragen wat mensen bezig 
houdt m.b.t. hun werk. 
-Meelopen met mensen op 
de werkvloer  Leer ze 
kennen. 

- Bij onveilig(e) 
situaties/gedrag vragen of 
je jouw kind ook zo zou 
laten werken. 
- WhatsApp groep voor 
werknemers. 
- De leidinggevende moet 
het goede voorbeeld 
geven. 
- De leidinggevende stelt 
zich kwetsbaar opstellen  
dilemma’s bespreken 
- Praktijksituaties 
benoemen. 
- Het thema in een 
gesprekscyclus bespreken. 

- Continue bereikbaar 
zijn van hulpmiddelen. 
- Vragen wat mensen 
belangrijk vinden in 
hun werk/leven. 
- De rol van de partner 
is zeer belangrijk. 
- Belang bij veiligheid 
persoonlijk maken. 

- Zichtbaar maken dat je 
iets doet met de melding 
aan het hele bedrijf. 
- Goede ideeën stimuleren. 
- Laat mensen zien dat als 
je je meld je ‘fair’ 
behandeld word. 

- Belonen als mensen 
veiligheid bespreekbaar 
maken bij hun collega’s. 
- Mensen bevoegdheid 
geven werk te staken bij 
onveiligheid. 

Groep 2 - Vast agendapunt op 
werkoverleg/ 
toolbox bijeenkomsten 
- Wat gaat goed (best 
praktisch) en wat kan beter? 

- The hole system in one 
room 
- Van elkaar leren 
- Wat wordt er gedaan met 
de meting? 

- The hole system in 
one room 
- Van elkaar leren 
- Wat wordt er gedaan 
met de meting? 

- Alle betrokkene in 
gesprek in één kamer, deur 
op slot voor ongeveer 2 
uur om te bespreken wat 
goed gaat en wat beter 
kan. 

- Verwachtingen 
managen. 
- Afspraken maken: Hoe 
gaan we nu? 
- Communicatie 
- Hoger management 
moet het uitdragen  
Onderdeel KPI’s?  
+leren van elkaar 

Groep 3 - Laagdrempelig bijv. via 
WhatsApp of andere 
technologieën. 
- Vast agendapunt 
- Op de werkvloer 

- Begint met bijv. gedrag. 
- Foto’s 
- Vast agendapunt. 
- In jaargesprek etc. 
- Vreemde ogen verfrissen 

- Relatie met 
leidinggevende en 
personeelsbeleid. 
- Doelen stellen 

- Feedback-loop 
- Wat is meldenswaardig? 
Wat spreken we af? 
- Goede technologie. 

- Feedback-loop 
organiseren (mini-PDCA). 
- Leidinggevende kennis 
en vaardigheden 
bijbrengen. 



bespreken. 
- Foto’s laten zien 
- Toolbox meetings (maar 
dan beter) 

(intern) 
- Bespreken hoe kan het 
dat wij geen meldingen 
hebben. 

- Zelf oplossingen laten 
bedenken. 

- Meldingen op de 
werkagenda. 

- Duidelijkheid over 
werkwijzen. 
- 3 gouden regels 
afspreken 
x Altijd melden 
x Altijd bespreken 
x altijd handelen 
- Budget beschikbaar 
stellen. 

4 Interviews afnemen 

Feedback v/d ongevallen in 
bespreking bespreekbaar 
maken (draagvlak) 

Geen NCN: red flag! 

Terug naar de basis 

Organisatie van werk op de 
vloer 

Bijv. ik kan met vakantie, 
hoezo? Wordt jij niet 
vervangen, hoe is dat 
geregeld? 

 Motiveren-melden-sturen 

Veiligheidscoaches die kaarten (geel/rood) vertellen 

Waarden/normen  

Werk stil leggen 

Preparatieplan 

5 Bespreekbaar maken 

Film over aanloop naar 
ongeval laten zien 

Regie theater Normatieve 
overtuigingen in beeld 
brengen middels 
anonieme stellingen 

Kahoot (applicatie) 

Interventie op 
groepsproces 

Melden moet makkelijk 
zijn: 

- Faciliteren 
- Terugkoppelen 

geen 

 



 



 



 



 



Instruction for completing the Nordic 
Occupational Safety Climate Questionnaire - 
NOSACQ-50 
Before starting a survey it is important that you have read the soft guidelines 
for use of NOSACQ-50 and inform the participants.  
Before starting a survey it is important that you have read the soft guidelines for use of 

NOSACQ-50 and inform the participants.  

• Soft guidelines for use of NOSACQ-50 

The information about the survey to the participants can be given verbally or through other 

media (e-mail, internet, article/noticein a company paper). The information should include the 

following aspects:  

• Why the survey is being carried through  

• Which groups in the company are participating  

• That participation is voluntary – but the higher participation rate the more acurate 

the results  

• That participants fill in the questionnaire anonymously  

• That reporting of the results are in anonymous form  

• Procedures for how the results will be used  

Prior to filling out the survey the participants should be given a short instruction on how to fill 

in the questionnaire, including:  

• Read the instructions on page 1 and 2 of the questionnaire  

• Read the questions carefully – some items are reversed/negated  

• Be sure to answer all questions – even though some questions may appear very 

similar  

  

http://www.arbejdsmiljoforskning.dk/Sp%C3%B8rgeskemaer/NOSACQ-50/NOSACQ-50%20Soft%20guidelines.aspx


 

NOSACQ-50 Soft guidelines 
‘Soft guidelines’ for use of NOSACQ-50  

1. Never start a safety climate survey unless there is a clear intention of taking 

action if indicated. Management should be clearly committed to taking action if indicated 

before the survey takes place.  A survey without subsequent action is worse than no survey. 

The employees will be disillusioned and the confidence in management will suffer.  

2. The survey results should be seen as a tool for dialogue and development – not as 

a “grade book”. If a survey shows a low level of safety climate, many people tend to look at 

the results as a “grade book” in school or a court sentence. This is not a constructive way to 

use a survey. If a survey identifies “problems” areas, it is important to set priorities. First, the 

distinction between “basic conditions” and “factors that should be changed” should be made 

(point 7 below above). Second, priority should be given to a few of the most important among 

the “factors that should be changed”. It is a bad idea to try to change everything at one time. 

The survey should be seen as a tool in the ongoing development of the organization, and 

“problems” should be seen as challenges and opportunities for learning.  

3.  Answering the questionnaire is voluntary!! A low response rate can decrease the 

quality of the survey. The non-responders will most likely be different from the responders.  

4.  All respondents are anonymous. If scores are calculated for groups of less than 20 

persons all group members should give their active consent. At a few workplaces the 

employees find it natural not to be anonymous, but this is quite rare. In most cases it is 

important to protect the anonymity of the respondents. This makes it possible to give critique 

of the work environment without being afraid of negative sanctions from management or 

colleagues. If groups are smaller than 20 persons, the statistical precision will be rather small 

(wide confidence limits). If the groups are small, some employees may also feel that their 

anonymity is threatened.  

5.   All employees have the right to see and discuss the results. A report on the safety 

climate is of no value if the employees do not have the right to see and discuss the results. 

This means that the report should be available and also understandable for the employees. In 

many cases it will be a good idea that the consultant or another expert explains the results to 

the employees, and that the employees are given the opportunity to ask questions.  

6.  Management as well as supervisors and workers should participate and be 

committed during the whole process. It is important that representatives from all groups 

at the worksite participate in the whole process. A “participative approach” without the 

commitment of the management will often run into major problems with regard to resources 



and implementation. A “management approach” without the participation of the employees 

will often run into problems with lack of support and passive resistance. An approach without 

support from middle managers will often fail since these employees are key persons in any 

kind of changes at a workplace.  

7.  It is important to distinguish between basic conditions of work that are “part of 

the job” (e.g. outdoor weather effects) and factors that could be changed. Do not try 

to change what cannot be changed, as in some cases the conditions may be considered "part 

of the job". When basic conditions cannot be changed, focus should be on the strengthening 

of individual and collective coping resources and competences.  

8.  There are no standard solutions to the problems. Solutions should be developed 

locally and integrated in the other activities of the organization aiming at increased 

productivity and better quality. Almost all safety climate challenges can be solved by the 

people at the worksite. There are at least two major reasons for this: A) The people of the 

worksite are the persons who have to change their own ways of doing things. They have to be 

their own “agents of change”; B) Solutions have to take into account the local resources, 

conditions and barriers. All changes are context-specific. Even two “identical” worksites may 

have different potentials and barriers. For these reasons standard “cook-books” have limited 

value in this field.  

9.  If interventions are made, it is a good idea to repeat the survey after 1-2 years in 

order to see if the intended improvements have been made. One of the advantages of 

using a standardized instrument (such as NOSACQ) is that it can be used for assessing the 

effects of interventions aiming at improving the working conditions. Usually the interventions 

should have sufficient time to “settle” before the second survey is performed. If the intended 

improvements have not been achieved, it should be taken seriously. A proper analysis of 

“what went wrong here” should be performed.  

10.  Many workplaces will benefit from surveys with regular intervals as part of the 

overall concept of the “learning organization” and the “developmental work”. A “learning 

organization” is an organization in which failures and successes are used as possibilities for 

collective and organizational learning. Many organizations have norms and procedures that 

are counterproductive or hide the real problems.  

  



Interpreting the Nordic Occupational Safety 
Climate Questionnaire NOSACQ-50 results 
The results of the NOSACQ-50 reflect the participants' perceptions of the 
safety climate, and not necessarily the actual conditions. The survey provides a 
'snapshot' of conditions that can easily change. 

Please ensure you have read the soft guidelines, and remember the survey results should be 

seen as a tool for dialogue and development – not as a “grade book”. The results reflect the 

participants' perceptions of the safety climate, and not necessarily the actual conditions. The 

survey provides a 'snapshot' of conditions that can easily change. The results should therefore 

be interpreted carefully. There are no standard solutions to the problems, and it is important 

to distinguish between basic conditions of work that are “part of the job” (e.g. outdoor 

weather effects) and factors that can/should be changed.  

NOSACQ-50 results are best compared with (in prioritised order): 
  

A) The scale mean: The mathematical mean for the scale 1-2-3-4 is 2.5. So in principle 

results over 2.5 are positive (but there is usually room for improvement).  

B) Study-group mean: Compare the subgroup means to the overall study group mean, e.g. 

the specific company, work site, etc.  

C) Possible comparisons to results from similar and specific NOSACQ-50 studies - 

this could be by company type (e.g. other chemical companies), type of organisation (with a 

similar structure, and/or similar health & safety management systems), language (i.e. other 

native language studies), etc.  

D) NOSACQ-50 database - only for the sake of curiosity. The current database is not based on a 
representative sample, but is rather bias towards only those companies interested in being measured, many 
of which have a very (pro)active health & safety management system.  

The following are preliminary guidelines for interpreting the results of a survey. They are 

based on the current data in the international NOSACQ-50 database, and will be undergoing 

developed as the database grows in size with results from around the world.  

A rule of thumb for interpreting the results of each dimension: 
  

• A score of more than 3.30 indicates a good level allowing for maintaining and 

continuing developments  

• A score of 3.00 to 3.30 points to a fairly good level with slight need of improvement  

http://www.arbejdsmiljoforskning.dk/Sp%C3%B8rgeskemaer/NOSACQ-50/NOSACQ-50%20Soft%20guidelines.aspx


• A score of 2.70 to 2.99 shows a fairly low level with need of improvement  

• A score below 2.70 indicates a low level with great need of improvement  

A Masters student has proposed a link between these NOSACQ-50 score categories and 

Hudson's (2003) levels of safety culture - ranging from the pathological (less than 2.4), 

reactive (2.4-2.69) and calculative (2.7-2.99) levels to the proactive (3.0-3.30) and 

generative (greater than 3.30) levels.  

The table below provides more accurate dimension means, based on the international data in 

the current database. Grand mean is for responses from 'workers' (does not include 

supervisors/managers). 

NOSACQ-50 Dimensions  Grand 

mean  

Standard 

deviation 

Variance Cronbach's 

Alpha 

( reliability 
)  

Dim 1 - Management safety priority and ability  2.95 .50 .25 .86 

Dim 2 - Management safety empowerment 2.88 .48 .23 .82 

Dim 3 - Management safety justice 2.99 .49  .24 .79 

Dim 4 - Worker safety commitment  3.15 .47  .22 .78 

Dim 5 - Workers safety priority and risk non-
acceptance  2.93 .51  .26 .78 

Dim 6 - Peer safety communication, learning, and trust 
in safety ability  3.11 .42  .18 .84 

Dim 7 - Workers trust in the efficacy of safety systems  3.20 .44  .20 .80 

Revised data: July 2014, with a total of 17,457 'worker' respondents 
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a b s t r a c t

Although there is a plethora of questionnaire instruments for measuring safety climate or culture, very
few have proven able to present a factor structure that is consistent in different contexts, and many have
a vague theoretical grounding. The Nordic Safety Climate Questionnaire (NOSACQ-50) was developed by
a team of Nordic occupational safety researchers based on organizational and safety climate theory,
psychological theory, previous empirical research, empirical results acquired through international
studies, and a continuous development process. Safety climate is defined as workgroup members’ shared
perceptions of management and workgroup safety related policies, procedures and practices. NOSACQ-
50 consists of 50 items across seven dimensions, i.e. shared perceptions of: 1) management safety
priority, commitment and competence; 2) management safety empowerment; and 3) management
safety justice; as well as shared perceptions of 4) workers’ safety commitment; 5) workers’ safety priority
and risk non-acceptance; 6) safety communication, learning, and trust in co-workers’ safety competence;
and 7) workers’ trust in the efficacy of safety systems. Initial versions of the instrument were tested for
validity and reliability in four separate Nordic studies using native language versions in each respective
Nordic country. NOSACQ-50 was found to be a reliable instrument for measuring safety climate, and valid
for predicting safety motivation, perceived safety level, and self-rated safety behavior. The validity of
NOSACQ-50 was further confirmed by its ability to distinguish between organizational units through
detecting significant differences in safety climate.
Relevance to industry: NOSACQ-50 will enable comparative studies of safety climate between and within
companies, industries and countries. It is suitable for research purposes as well as for practical use in
evaluating safety climate status, as a diagnostic tool, and in evaluating the effect of safety climate
interventions.

� 2011 Elsevier B.V. All rights reserved.
1. Introduction

Occupational accidents give rise tomuch human suffering aswell
as high costs for society, companies and individuals. Although in
Europe the frequency of occupational accidents decreased steadily
over a number of decades (Hudson, 2007), it still constitutes
a substantial problem, and in the last two decades the decrease has
leveled out (Regeringskansliet, 2006).
: þ45 39 16 52 01.

All rights reserved.
In recent years the awareness of the importance for safety
performance of organizational, managerial and social factors, has
increased. Safety climate, an aspect of organizational climate, offers
a route for safety management, complementing the often predomi-
nant engineering approach. In addition, safety climate investigations
are more sensitive (e.g. multi-faceted) and proactive bases for
developing safety, rather than reactive (after the fact) information
from accident rates and accident and incident reports (Seo et al.,
2004). Although longitudinal studies are still few, there is growing
evidence of safety climate as an antecedent of safety performance
(Clarke, 2010, 2006a; Pousette et al., 2008; Kuenzi and Schminke,
2009; Nielsen and Lyngby Mikkelsen, 2007; Wallace et al., 2006;
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Neal and Griffin, 2006; Zohar, 2002). Previous research has, however,
largely failed to identify common factor structures in measuring
safety climate (e.g. Brown and Holmes, 1986; Dedobbeleer and
Béland, 1991; Coyle et al., 1995). Often an inductive rather than
a deductive approach has been applied, and factor labeling and item
contents are generally inconsistent in safety climate measures (Flin
et al., 2000; Seo et al., 2004). Griffin and Neal (2000) stated that for
some purposes it may be sufficient to use a global measure of safety
climate, but that more specific, first-order safety climate factors will
provide more detailed diagnostic information.

In a small numberof recent studies, factor structure replication in
different contexts has been successfully accomplished. Cheyne et al.
(1998) presented a safety climate model based on a study in the
British andFrenchmanufacturing industry,which comprised shared
perceptions of management standards and goals; safety manage-
ment; workplace hazards; personal involvement (capturing work-
group involvement); and individual responsibility. This factor
structure was confirmed in a study of safety climate in the Swedish
construction industry (Pousette et al., 2008; Törner et al., 2002). Seo
et al. (2004) identified five dimensions of safety climate from their
literature review of 16 safety climate scales, namely management
commitment to safety, supervisor safety support, co-worker safety
support, employee participation in safety related decision making
and activities, and competence level of employees with regard to
safety. This dimensionality was confirmed through explorative and
confirmative factor analyses in two different sub-samples of grain
industry workers. These results support the existence of some
generic features of safety climate, and further underline the need for
building on previous results in questionnaire development. Hale
(2000) stated the need for questionnaires that had been systema-
tically refined through research efforts by several research teams.
Glendon (2008a) stated that although there is a plethora of instru-
ments for measuring safety climate or culture, further refinements
of climate scales and items are needed. The lack of safety climate
instruments that have been validated in different contexts moti-
vated the present work.

The aim of the present work was to develop a Nordic question-
naire for measuring safety climate, covering dimensions based on
organizational and safety climate theory, psychological theory,
previous empirical research, and empirical results acquired through
a developmental process. In order to be suitable for comparative
studies between nations and contexts, the questionnaire should be
found reliable and valid when tested in all five Nordic countries in
their respective native languages, initially in the construction
industry, butwith additional testing in other occupational branches.
The questionnaire should also be available in English. It should be
suitable for research purposes as well as for practical purposes to
evaluate the safety climate standard, pinpoint safety climate areas
for improvement, and to evaluate the effect of safety climate
interventions.

2. Theoretical framework

2.1. Safety climate e a perceptual phenomenon

Organizational climate theory stipulates that organizational
climate emerges through individual perceptions of order in the
environment, but also through the creation of new order by infe-
rence from what is perceived (Schneider, 1975). A drive for the
development of organizational climate is, according to Schneider,
that people seek information so that they may adapt to and be in
homeostatic balance with their environment. Denison (1996)
described organizational climate as a shared, holistic, collectively
defined social context that emerges over time. Schneider (1975)
argued that there is a risk of confusion between perceptions of
organizational practices and procedures (descriptive) and reactions
to those practices and procedures (affective), and that organiza-
tional climate is descriptive rather than affective (p. 464). Cullen and
Victor (1993) likewise argued for tapping only perceptions when
measuring climate, since climate is a group phenomenon, and by
collecting descriptive rather than affective responses, the problem
of confounding climate perceptions by individual psychological
characteristics and differences is reduced. Undoubtedly, confusion
in this respect has for several years negatively affected the progress
of safety climate research.

Neal andGriffin (2002) argued that aggregating constructs suchas
perceptions, attitudes and behavior into a global measure, obscures
meaningful relationsbetween these constructs. Clarke (2006b) stated
that aggregation of different psychological constructs in safety
climatemeasures, such as attitudes andperceptions,mayobscure the
relationships with safety outcomes. Clarke (2006b), in her meta-
analysis of 19 studies, also found safety perceptions to have greater
predictive validity in relation to occupational accidents than did
safety attitudes. In addition, Seo et al. (2004) suggested that attitu-
dinal questionnaire items may be more susceptible to social desir-
ability bias thanperceptual items. They stated thatmost definitions of
safety climate include the words “shared” and “perceptions”, which
implies an emerging general consensus on the definition of the
concept. Griffin and Neal (2000) argued that safety climate should
reflect the extent to which employees believe that safety is valued
within the organization. In line with this they claimed that, for
example, ratings of risk level, affective reactions to safety issues,
normative beliefs about safety and self-reported safety behavior, are
not perceptions of safety climate.

Perceived risk level has in previous research been suggested as
a dimension of safety climate (Flin et al., 2000). However, literature
shows that risk perception is much influenced by a number of
individual and personality factors, such as attitudes, perceived
control through response-efficacy and self-efficacy, individual risk
behavior, optimism bias, stereotyping, etc. (Mueller et al., 1999;
Sjöberg, 2000). On these grounds, risk perception was not consi-
dered an appropriate indicator of safety climate.

Safety climate may thus be defined as shared perceptions
among the members of a social unit, of policies, procedures and
practices related to safety in the organization (Neal and Griffin,
2002; Zohar, 1980). We concluded, as a design criterion for the
questionnaire, that measures of safety climate should capture
shared safety perceptions, and not include other psychological
constructs such as safety attitudes. The individual respondent was
considered as an observer and rapporteur of the shared perceptual
phenomena.

2.2. Content of safety climate

Based on theory and empirical results presented below, we
concluded that an instrument measuring safety climate should
capture perceptions of conditions contributing to individual moti-
vation, as well as conditions influential to relational aspects of
occupational safety. The dimensionality of safety climate in the
Nordic Safety Climate Questionnaire was construed within this
theoretical framework.

2.2.1. Management safety priority and commitment to safety
Organizational climate theory suggests that workgroup

members form consensual conceptions on expected role behavior,
based on perceptions of organizational policy, procedures and
practices. This contributes to perceived order, but also to the
creation of order by inference from these perceptions. This is part of
an organizational sense-making process. However, since people, in
order to reduce stress, need to be in equilibrium with their social



P. Kines et al. / International Journal of Industrial Ergonomics 41 (2011) 634e646636
environment, it also creates a drive to behave in accordance with
this apprehended order (Schneider, 1975). From perceptions of
organizational policies, procedures and practices, organizational
members thus infer the relative value of different organizational
goals, such as for example safety performance (Zohar and Luria,
2004). Accordingly, safety behavior may partially be considered
contingent on beliefs that such behavior is expected, and will be
rewarded in the organization (Zohar and Erev, 2007). As the orga-
nizational priorities are largely communicated through the
managers, manager behavior would be a main source of informa-
tion. If managers are perceived to be committed to safety and to
prioritize safety in relation to other goals, safe behavior would be
expected to be rewarded, and thereby reinforced. From this it may
be inferred that safety climate informs the individual on how to
behave in order to maximize individual benefit. In this respect, it
may be viewed to represent an individualistic perspective.

Top management involvement in safety, and the priority of
safety matters, were two of the themes identified by Zohar (1980)
in the literature review undertaken to define the first safety climate
scale. Brown and Holmes (1986) tested the safety climate ques-
tionnaire developed by Zohar (1980), and identified management
concern for employee well-being, and management activity in
responding to this concern as two of three factors. Perceptions of
management safety commitment and priority have been found to
be the most commonly assessed themes in safety climate research
(Flin et al., 2000).

We concluded as a design criterion for the safety climate
questionnaire that it should assess management safety priority as
well as management commitment to safety.

2.2.2. Workgroup safety priority and commitment
Since being in equilibrium with the social environment contri-

butes to a sense of security and reduces stress, shared perceptions of
safety being valued and expected in the organization would also
contribute to the development of workgroup norms favoring safety.
Such norms would cue individual safety behavior, since individuals
mayexpect safe behavior to be socially rewardedby the group. Clarke
(2006b), in discussing the results of her meta-analysis of 19 safety
climate studies, suggested that individuals feel more committed to
the workgroup than to the organization, and hence that the work-
group is most powerful in the socialization of new members. Clarke
suggested perceptions of workgroup norms to be highly decisive for
group safety climate.

The results of Dedobbeleer and Béland (1991) indicated that
safety climate measures should cover conditions regarding
management as well as the workgroup. Andriessen (1978) found
safetymotivation to be strongly determined by leadership and safety
standards of the leader, but also by group standards and group
cohesion. Group standards and cohesion also determined safety
behavior. Similarly, Young and Parker (1999), studying the formation
of group climates, found this to be significantly related to group
member interaction. Results byWatson et al. (2005) showed that an
index of co-worker safety norms was negatively correlated with at-
risk behavior. Cheyne et al. (1998), in their study in the British and
Frenchmanufacturing industry, found thatperceptions ofworkgroup
involvement (labeled personal involvement) partly mediated the
effect of climate perceptions regarding management, on safety
motivationandbehavior. These relationshipswere later given further
empirical support in data from the Swedish construction industry
(Törner et al., 2002). Tucker et al. (2008) found that the effect of
perceived organizational support for safety, on employee safety
voice, i.e. the degree to which employees speak out in an attempt to
change unsafe workplace conditions, was mediated through
perceived co-worker support for safety. Support for specifying safety
climate dimensions regarding not only managerial policies,
procedures and practices, but also workgroup ditto, has also been
presented by Melía et al. (2008). Seo et al. (2004), in their scrutiny of
16 safety climate scales, identified perceptions of co-worker safety
support as one of five major dimensions of safety climate covered in
previous research.

We concluded as a design criterion for the questionnaire that it
should evaluate safety climate dimensions regarding both, but
separately, management and workgroup policies, procedures, and
practice. We also concluded that safety priority and safety commit-
ment should be assessed regarding both these levels. Norms of risk
acceptancemay play a negative role in relation to safety priority, and
have been claimed to counteract active safety work (Murray and
Dolomount, 1994; Pollnac and Poggie, 1989; Törner and Nordling,
2000). We therefore decided to include an assessment of work-
group risk acceptance in the questionnaire.

2.2.3. Learning, communication and innovativeness
Communication and social interaction are necessary means for

the creation of social constructs such as organizational climate.
Reason (1997) in his description of a desirable informed safety
culture, pointed out a learning culture and a reporting culture as
two of the four constituting sub-climates. Hofmann and Stetzer
(1998) suggested that management encouraging open communi-
cation on safety, sends a strong signal on how safety is valued.
Jeffcott et al. (2006) stressed the importance of learning for
a positive safety culture, i.e. continuously gathering, analyzing and
disseminating information in an environment valuing expertise
and being based on trust, where operators can identify and are
willing to report abnormal events and errors. Communication is
thus not merely an exchange of information, but also a prerequisite
for learning and for new, innovative ideas to emerge.

Open and frequent communication between management and
employees was one of the important safety themes identified by
Zohar (1980) in his literature review. Perceived management
openness, including a willingness to share ideas and information
freely and accurately, is often put forth as an aspect or facet of
management quality necessary for the development of trust in
management (e.g. Clark and Payne, 1997), a dimension of safety
climate discussed further below. Communication should, to be
effective, take place not only as an interaction between manage-
ment and employees e but also between employees.

We concluded as a design criterion for the questionnaire that
safety related communication (open and rich), learning, and
innovativeness should be assessed.

2.2.4. Management safety justice
Jeffcott et al. (2006) stated that blame may be a barrier to

learning, and argued that when accountability and blame are
predominant features of the work situation, safety tends to be
excessively managed through formal procedures, as a means of
self-preservation, resulting in a compliance culture, increasingly
prescriptive and inflexible. In such an organization, they stated,
application of rules is favored at the expense of problem-solving
and ingenuity. Greenberg (1987) found that poor reward for task
performancewas considered acceptable by those who received it, if
the procedure through which the outcome was established, was
considered fair. In regards to safety, Weiner et al. (2008) stated that
failing to discipline employees who knowingly act unsafely, chal-
lenges widely accepted moral principles, just as much as punishing
those who make honest mistakes. Reason (1997), who advocated
the benefit of an informed safety culture for safety performance,
suggested that this requires a culture where people are prepared to
report errors. A prerequisite for this is, according to Reason, a just
culture which comprises an atmosphere of trust, but where there is
a clear line between acceptable and unacceptable behavior (p. 195).
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Organizational citizenship behavior (OCB) has been defined as
“individual behavior that is discretionary, not directly or explicitly
recognized by the formal reward system, and that in the aggregate
promotes the effective functioning of the organization” (Organ,
1997, p. 86). Actively taking responsibility for the safety of oneself
and others and engaging in safety activities, could well be regarded
as an expression of OCB. Organ (1997) suggested the antecedents of
OCB to be “dispositions related to conscientiousness” and “any
dispositions that can be confidently and empirically tied to a cha-
racteristic level of morale in the workplace” (p. 94). Fassina et al.
(2008) based on a meta-analysis of 34 studies on the relationship
between distributive, interactional and procedural justice on one
hand, and OCB on the other, stated that all three justice dimensions
correlated with OCB, but that the correlations with interactional
(fair treatment by superiors) and procedural justice (fair proce-
dures) were the strongest. It could thus be argued that employee
safety responsibility and safety behavior would be positively
influenced by management procedural and interactional safety
justice, i.e. just treatment and procedures when handling accidents
and near-accidents.

We concluded as a questionnaire design criterion that percep-
tions of management interactional and procedural justice in
regards to safety should be included.

2.2.5. Trust in management
The theory of social exchange (Blau, 1986) further emphasizes

the relational component of safety climate. According to this theory,
behavior fromone party benefitting a second party creates amutual
expectation that this will be reciprocated at some future time by the
second party performing behavior that benefits the initiator. When
managers, representing and communicating the values of the
organization are committed to and prioritize employee safety, this
signals care of employees’ health. This could be expected to
contribute to an obligation to reciprocate by employees contri-
buting to organizational safety performance. It could also be
assumed to contribute to employees’ trust in management, where
trust has been operationalized as perceived trustee competence,
integrity, and benevolence (Mayer et al., 1995). Burns et al. (2006)
argued that supervisors and managers need to demonstrate their
commitment to safety to the employees by, for example, taking
rapid actions when incident reports are made, since this will
support the development of trust in leaders.

Another theoretical concept of relevance here is that of Perceived
Organizational Support (POS) (Eisenberger et al.,1986). POS is based
on the assumption that “employees in an organization form global
beliefs concerning the extent towhich the organization values their
contributions and cares about their well-being” (Eisenberger et al.,
1986, p. 500), and that such beliefs would increase the employees’
affective attachment to the organization. Such attachment would,
according to Eisenberger et al. (1986), be positively related to the
perception that phenomena that benefit the organization also
benefit the individual; that people are inclined to make positive
interpretations of organizational activities and characteristics; and
contribute to the internalization of organizational values andnorms.
Eisenberger et al. (1986) found that a negative relation between POS
and absenteeism was moderated by a social exchange ideology. As
this demonstrates caring forworkers’health, itmaybe assumed that
POSwould alsohavea positive effect on safety climateewhich there
is empirical support for. POS and high-quality leaderemember
relations have been shown to have an impact on workers’ safety
commitment and safety communication (Hofmann and Morgeson,
1999), on safety climate (Wallace et al., 2006) as well as on lower
accident rates (Hofmann andMorgeson, 1999;Wallace et al., 2006).

Mayer et al. (1995) stated that trust encompasses a willingness
to take a risk in a relationship, and to be vulnerable to the other
party. McEvily et al. (2003) claimed that trust facilitates coopera-
tion and joint problem-solving by increasing openness and
knowledge transfer. Cox et al. (2006), discussing trust in high-
reliability organizations, concluded that low trust relations can
have negative impacts on an effective safety culture. Zacharatos
et al. (2005) found trust in management, and safety climate to
predict safety knowledge, safety motivation and safety behavior, as
well as a lower rate of safety incidents. However, some negative
aspects of trust have also been discussed. McEvily et al. (2003)
stated that trust may be misplaced, in that the trustee is not
necessarily trustworthy. Trust could also be surfeit. McEvily et al.
suggested that in situations of change, it may seem essential to both
trustor and trustee to smooth over and thus maintain amicable and
trusting relations. Another negative aspect stated by McEvily et al.
is that trust, as a socially constructed concept, is heuristic and thus
provides a “rule of thumb” for how trustworthiness should be
judged. This may induce systematic bias and result in faulty judg-
ments. Rich and open communication in the organization thus
stands out evenmore as an essential dimension of safety climate, in
order to counteract these potential downsides of trust. Burns et al.
(2006) suggested that trust and distrust may be viewed as different
constructs, both of whichmay have a positive impact on safety. This
issue is discussed further below.

It was concluded as a design criterion that the questionnaire
should assess the employees’ trust in management, and trust in
management competence was chosen to represent it. However, the
complex nature of trust in relation to safety, further stresses the
importance of simultaneously measuring safety communication.

2.2.6. Trust in co-worker safety competence
The workforce’s perceptions of the general standard of workers’

qualifications, skills and knowledge, was one of the six most
common themes in safety climate research found by Flin et al.
(2000). Co-worker safety competence was also one of the five
dimensions of safety climate identified by Seo et al. (2004). As
stated above, perception of competence is often suggested as one of
the dimensions of trust. The complexity of trust should, however,
be kept in mind. As Conchie and Donald (2008) pointed out, if there
is blind trust in co-workers, double checking of safety critical tasks
may be overlooked, and mistakes may pass undetected. We
concluded that the questionnaire should be designed to contain
items assessing perceptions of trust in co-worker competence, but
once again, the importance of open and rich communication,
participation and empowerment (see further Section 2.2.8
Empowerment), in order to counteract the development of blind
trust, should be emphasized.

2.2.7. Trust in the general efficacy of safety systems
In the literature review performed by Zohar (1980) to define the

dimensions of safety climate, several aspects of the safety
management systems of an organization were identified as central
themes, namely high status of the safety officer, frequent safety
inspections, and the emphasis of safety training. Later, Flin et al.
(2000) in their review of 18 safety climate scales identified the
perceived importance of adequate safety training, and perceptions
of the safety systems (e.g. status/strength of safety officer and
safety committee, and contentedness with or confidence in safety
policies and arrangements), as central themes. The importance of
well functioning safety systems was confirmed in an interview
study with first-line supervisors and worker safety representatives
in construction work (Törner and Pousette, 2009). It should be
emphasized that safety climate is a social construct, and a climate
measure of perceptions of safety systems should not be an “audit”
on how such systems are implemented in the workplace under
study (Hale, 2000), but rather aim at capturing perceptions of the
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efficacy for attaining a high standard of safety of a systematic
approach to safety through well developed safety management
systems. It could be argued that including measures of the impor-
tance of safety systems and procedures, violates the decision to
only comprise measures of perceptions in a safety climate ques-
tionnaire. However, by applying a referent-shift format (Glisson
and James, 2002), wording items so that the respondent is
requested to rate his or her perceptions of the importance attrib-
uted to such structures by the group, does not tap into individual
attitudes, but rather perceptions of policy.

It is important to keep in mind that there is a risk of over-
reliance on safety systems in terms of roles, routines etc. for
attaining a high safety standard, or complacency due to conviction
about the high safety standard of the organization, manifest
through its elaborate safety systems. Pidgeon (1998) expanded on
this and stated that organizational culture plays an important role
for how we structure our understanding of the world, and these
understandings help us to acknowledge certain safety issues. At
the same time they may turn our attention away from other
equally important issues, so that hazards may “incubate” in the
organization. In addition, trying to anticipate all possible risks, and
trying to prevent them through elaborate safety management
systems, may lead to rigid responses rather than resilience when
non-anticipated events occur (Conchie et al., 2006; Pidgeon, 1998).
This once again points to the importance of learning (e.g. Pidgeon
and O’Leary, 2000) and open and rich communication in the
organization. Reason (1997) stated that an informed culture in
most respects is the same as a good safety culture, and that an
informed culture is based on sustaining “an intelligent and
respectful weariness” (p. 195). Hale (2000) advocated a creative
mistrust in the risk control systems, as one of the dimensions of
a good safety culture. He stated that believing that you have the
ideal safety culture should be a warning that you don’t, and
instead it is sound to constantly question the quality of the safety
culture. Hale stressed the importance of open communication and
reflexivity.

We concluded as a design criterion for the safety climate ques-
tionnaire that it should assess perceptions of the efficacy of safety
systems, but that this should be assessed together with other
aspects of safety climate, as suggested above.

2.2.8. Safety empowerment
One way for managers to convey trust is by empowering the

employees. Empowerment is a delegation of power, and as such it
demonstrates that managers trust workers’ ability and judgment,
and that managers value workers’ contributions. Empowerment
would thus be expected to contribute to POS. In turn, empower-
ment would further strengthen social exchanges, and in conditions
where safety is highly valued by the organization, empowerment
would encourage reciprocation and reinforce safety behavior.

Shannon et al. (1997), in a review of ten studies examining the
relationship between workplace and organizational factors and
injury rates, found that empowerment of theworkers anddelegation
of safety activities, were consistently related to lower injury rates, i.e.
the relationwas significant in at least two thirds of the studies. In an
interview study with first-line supervisors and workers’ safety
representatives in constructionwork, one of themain constituents of
workplace safety, in their opinion, was cooperation across hierar-
chical levels and functions, and support for cooperation through
empowerment, mutual trust and having a keen ear (Törner and
Pousette, 2009). A prerequisite for safety empowerment would be
that the manager trusts the employees’ ability to competently take
part in decisions regarding safety and in dealing with safety. Results
of Clarke and Ward (2006) showed a positive relation between
management tactics characterized by being consultative, by
inspirational appeals and rational persuasion, and a good safety
climate and safety behavior. They also found a positive correlation
between coalition tactics and safety participation. Clarke and Ward
suggested that these types of management tactics have a beneficial
influence on perceptions of communication and perceptions of
managers’ competence in decision making, which supports devel-
opment of trust and increases safety participation.

It was concluded as a design criterion for the questionnaire that
assessment of management safety empowerment and encourage-
ment of employee safety participation should be included.

3. Overall method and material

3.1. Development process and procedures

The Nordic team for development of the Nordic Safety Climate
Questionnaire (NOSACQ) consisted of participants from all five
Nordic countries. The development work commenced in 2003 and
was based on two to four yearly consensus meetings within the
development team, where certain main principles and technical
outlines for the questionnaire were set. Based on literature, safety
climate was defined as a social unit’s shared perceptions at a given
time of management and workgroup safety policies, procedures
and practices. Individual attitudes and behaviors were not
considered part of safety climate. The questionnaire would treat the
individual as a rapporteur of shared perceptions, i.e. a referent-shift
approach would be applied, with items worded “We who work
here.” rather than “I.”. The instrument was to be tested first in
the construction industry. Construction work generally takes place
in temporary organizations with an organizational structure and
hierarchy centered around the physical structure to be built, and
with participation of several different subcontracting companies
(Ringen et al., 1995). This implies that the company as such may not
be the significant organization to evaluate concerning safety
climate, but rather the temporary organizatione thework site. This
influenced the construction of questionnaire items so that the
wording “We who work here.” was chosen rather than “We who
work in this company.”.

The shared perceptions may concern conditions at either work
site level or group level. It was acknowledged that the dimensions of
safety climate concerning management may be perceived differ-
ently if theyconcern topmanagement, sitemanagement orfirst-line
manager. The initial idea to separately evaluate workers’ percep-
tions of the different management levels for all non-workgroup
related dimensions of safety climate was however abandoned, for
three reasons. First, workers may have difficulties in distinguishing
first-line management from other levels of management when it
comes to the climate dimensions under study, and the answers
would thus be ambiguous. This considerationwas supported by the
results of Melía et al. (2008) who in all samples of their study
(Spanish, British and Chinese) found a close relationship between
employee safety climate ratings concerning top management and
supervisors, respectively. The second reasonwas that safety climate
concerns shared perceptions of management practices, rather than
ratings of individual managers’ behavior. A specific behavior must
not necessarily have been observed by each respondent for him/her
to have a generalized opinion on management policy and practice.
The third reason for not requesting separate evaluations of condi-
tions at differentmanagement levelswas practical, as the number of
items would have doubled or tripled, making the questionnaire
unsuitable, at least for practical use. In the questionnaire, respon-
dents are therefore asked how they perceive that safety issues are
dealt with by ‘managers and supervisors’. It should be emphasized
that the questionnaire acknowledges safety climate as a phenom-
enon influenced by conditions at different hierarchical
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organizational levels, and it comprises dimensions specifically
related to management policies, procedures and practice, as well as
dimensions related to workgroup ditto.

Dimensions and facets of safety climate to be included in the
questionnaire were selected on the criterion that there should be
theoretical or empirical research support for their validity for safety
motivation or safety outcome. The questionnaire should be
comprehensive enough to cover a sufficient number of such
dimensions to effectively be able to evaluate safety climate status in
working life.

Suitable items to represent the above described dimensions
were compiled from the literature, and additional items were
construed when needed. This resulted in an initial 26 items con-
cerning conditions at management level, and 41 items concerning
conditions within the workgroup. The workgroup items were
tested with regard to face validity, i.e. content consistency with the
intended dimensions. Each dimension was defined on a sheet of
paper and each itemwas printed on a card. Six persons, all naïve in
relation to safety research, performed the face validity test. Each
person was instructed to read the descriptions of the dimensions,
and thereafter put each item card on the dimension sheet they
found most accurate in relation to the item content. The reason for
using naïve persons for this test, rather than safety professionals,
was that they better represented the target populations. Percent of
correct (as intended) classification was calculated. Average correct
classification was 52% with a range from 0% to 100%. 16 items had
less than 50% correct classification. These items were scrutinized,
somewere reworded, somemoved to represent another dimension
and some items were deleted. The remaining and revised items, i.e.
26 items concerning conditions at management level and 39 items
concerning conditions within the workgroup, were used for the
first study. Initially the strategy was to randomly mix items con-
cerning different dimensions within the questionnaire, in order to
minimize the item context effect (i.e. that item inter-correlation
increased due to item proximity). After the factor structure had
been established, the strategy of mixing items from different
dimensions was abandoned in subsequent studies, in order to aid
the respondents in focusing on specific sub-phenomena. In order to
minimize response pattern bias due to stereotype response
patterns, items with a negative sense (reversed items) were
randomly mixed with items with a positive sense. This strategywas
maintained.

The questionnaire was developed in English, translated to all
five Nordic languages and subsequently translated (by other
persons) back into English, to check semantic consistency. In order
to ensure that dimensions and facets were sufficiently well repre-
sented, each facet of the prototype questionnaire comprised at least
four items. A five-step Likert type response format was initially
chosen for rating (Likert, 1932) using the terms Strongly disagree,
Disagree, Neither agree nor disagree, Agree and Strongly agree. (Note:
from the third study and onwards the response formatwas changed
to four steps, see further below).

4. Development studies

4.1. Study 1

4.1.1. Method and material, study 1
The prototype questionnaire was administered in the construc-

tion industry in all five Nordic countries in October 2005 to
February 2006. Respondentswere gathered at their respectivework
sites during working hours, and persons representing the research
team presented the aim of the study as well as practical matters
related to answering the questionnaire. A representative of the
research team was present during the entire procedure and
available for further questions. Written, informed consent to
participate in the study was given by all respondents. Criterion for
selecting the target populations was to achieve as much diversity as
possible concerning size of company and work site, as well as age
and profession, among the targeted construction workers. The
sample comprised both blue collar workers (89%) and first-line
supervisors (11%). A total of 753 workers from a wide variety of
construction trades and sites in the Nordic countries participated in
the study (Denmark ¼ 153, Finland ¼ 147, Iceland ¼ 99,
Norway ¼ 153, Sweden ¼ 201).

Almost all participants were male (97%), and the average age
was 41.1 years (SD ¼ 13.2). The questionnaire covered respondent
background data and 65 items intended to measure seven dimen-
sions of safety climate. Measures were also included for validation
purposes. One criterion measure regarded safety motivation, (13
items, alpha ¼ 0.87 in the present study). The items were derived
from three different sources (Lappalainen et al., 2001/2002;
Larsson et al., 2008; Nielsen and Lyngby Mikkelsen, 2007). The
items covered individual attitudes toward taking personal
responsibility and prioritizing safety. A second criterion measure
was self assessment of the frequency of four specified types of
safety violations during the last two weeks (sample item: I have
violated safety rules). The answers were later coded into three
categories (1: never, 2: 1e9 times, 3: 10 times or more). The four
items were averaged to form a safety violation measure. The reli-
ability in the present sample was good (alpha ¼ 0.77).

Initial analysis revealed a tendency for items with positive and
negative sense to load in two different factors. This is a measure-
ment artifact which has been described previously (e.g. Podsakoff
et al., 2003). Data screening was performed in order to identify
respondents with a stereotype response pattern, i.e. those who
appeared not to have noticed the reversed items. The mean scores
of direct and reversed items and the absolute difference of these
means were calculated for each of the seven pages of the ques-
tionnaire, for each respondent. If the difference of means was
greater than or equal to two score points for any page, the
respondent was considered showing a stereotype response pattern,
and excluded from the study. Ninety-three respondents with such
response patterns were thus excluded, leaving a usable sample of
660 observations.

Management related items and group related items were
analyzed separately for theoretical reasons. Confirmatory factor
analysis (CFA) was performed using AMOS 7, exploratory factor
analysis using SPSS 15, and Rasch analysis using RUMM2020
(rummlab.com). Intra-class correlation (ICC) was calculated based
on mean squares from one-way ANOVA. ICC1 (ICC(1,1)), i.e. the
reliability of a single rating, and ICC2 (ICC(1,k)), the reliability of the
aggregated mean, were calculated according to formulas presented
by Schrout and Fleiss (1979). Site level data were calculated for 34
work sites with at least eight observations, using the AGGREGATE
command in SPPS.

4.1.2. Results study 1
4.1.2.1. Management related items. One dimension with seven fac-
ets (safety priority; safety commitment; follow-through/safety
implementation; safety communication; safety participation and
empowerment; safety justice; trust in safety competence) was
hypothesized regarding assessment of management. A one-factor
CFA model showed acceptable fit to the data (Chi-square ¼ 1112.9,
df ¼ 299, p < 0.001, CFI ¼ 0.88, RMSEA ¼ 0.064). Factor loadings
were significant for all items (0.44e0.71), and with the expected
sign. Thus, one factor could adequately account for the variation
among the safety management items. However, exploratory factor
analysis indicated that the dimensionality could be further elabo-
rated. Scree test indicated one factor, but Kaiser’s criteria indicated
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four factors. Inspection of the varimax rotated four-factor solution
showed that two of the hypothesized facets, management safety
empowerment, and management safety justice, could be distin-
guished, besides a management safety priority, commitment and
competence dimension, comprising two factors representing posi-
tive and negative aspects, respectively. These two were combined,
since the difference could be attributed to the instrument artifact
described by Podsakoff et al. (2003). Subsequently, a three-factor
modelwas tested using CFA (Chi-square¼ 970.2, df¼ 296, p< 0.001,
CFI¼ 0.90, RMSEA¼ 0.059). Chi-square difference test showed that
the three-factor model was to be preferred to the one-factor model
(Chi-square difference¼ 142.6, df¼ 3, p< 0.001), although the three
factors were highly correlated (0.83e0.86). Multi-group CFA and
Rasch analysis were performed to test differential item functioning
(DIF) between the five countries. This revealed the presence of DIF
for some items, butmostly of a lowmagnitude. However, since there
was a surplus of items in the management safety priority, commit-
ment and competence dimension, all nine identified DIF items were
discarded. Reliability was calculated for the three scales as Cron-
bach’s alpha. The resulting scales from the first study considering
management conditions are presented in Table 1. Since empower-
ment and justice had few items, and consequently somewhat low
reliability, five additional items, based on the literature, were
construed for use in the second study (Kivimäki et al., 2003;
Spreitzer, 1995).

4.1.2.2. Group related items. Six dimensions were hypothesized
regarding assessment of the workgroup, namely safety priority;
safety commitment; non risk non-acceptance; trust in co-worker
safety competence; safety communication, learning, continuous
improvement; and trust in the efficacy of safety systems. A six-
factor CFA model showed acceptable fit to the data (Chi-
square ¼ 1911.0, df ¼ 687, p < 0.001, CFI ¼ 0.85, RMSEA ¼ 0.052).
Factor loadings were significant for all items, but two items showed
low loadings (0.13 and 0.20). These two items were discarded.
Remaining items showed sufficiently high loadings (0.35e0.74),
and with the expected sign. Some factors had high inter-
correlations. The factors workers’ safety priority and workers’ risk
non-acceptance (r ¼ 0.91) were therefore collapsed to a common
dimension. The factors trust in co-worker safety competence, and
safety communication, learning and continuous improvement
(r ¼ 0.89) were also collapsed due to high inter-correlation. These
conclusions were also supported by the exploratory factor analysis.
The factor workers’ safety commitment showed high correlation
with several other dimensions, but since it was not clearly indicated
how to deal with this dimension, it was decided to keep it intact for
further testing. Exploratory factor analysis revealed eight items
with severe cross-loadings in other dimensions than hypothesized.
These items were discarded. One item was also discarded due to
Table 1
Development of the Nordic Safety Climate Questionnairee study 1: Content and reliability
each Nordic subsample: Denmark, Finland, Iceland, Norway and Sweden.

Scale Number
of items

Interna
(Cronba

1. Management safety priority,
commitment and competence

9 0.87

2. Management safety empowerment 4 0.73
3. Management safety justice 4 0.71
4. Workers’ safety commitment 6 0.77
5. Workers’ safety priority and risk non-acceptance 7 0.80
6. Safety communication, learning,

and trust in co-worker safety competence
8 0.79

7. Workers’ trust in the efficacy of safety systems 7 0.82
low factor loading, specifically in the Finnish sample. The resulting
four dimensions with 28 items were tested in a CFAmodel, with the
model showing acceptable fit (Chi-square ¼ 1081.4, df ¼ 344,
p < 0.001, CFI ¼ 0.88, RMSEA ¼ 0.057). Factor loadings were
between 0.45 and 0.74. Factor inter-correlations ranged from 0.58
to 0.77, except for workers’ safety commitment, which correlated
0.69 to 0.92 with the other factors. Reliability was calculated for the
four scales as Cronbach’s alpha. The resulting scales from the first
study evaluating conditions within the group are presented in
Table 1.

Multi-group CFA, and Rasch analysis, were performed to test DIF
between the five countries. This revealed the presence of DIF for
some items, but mostly of a low magnitude. Thus, the scales were
not entirely invariant between countries, but to keep a sufficient
number of items in the scales, no items were discarded due to DIF.
Since items were discarded for other reasons, as stated above, the
presence of DIF may still have been diminished. However, the
possible presence of DIF between countries should be kept in mind
when making cross-country comparisons.

4.1.2.3. Validity issues. The CFA reported above supported the
construct validity of the seven safety climate scales. Table 2 shows
the inter-correlations between the scales. Even though the scales
are highly related to each other, suggesting the possibility of
a second order safety climate factor, all but one of the scales had
a unique component. The exception was workers’ safety commit-
ment, which was highly correlated with safety communication,
learning and trust.

An important validity issue for a climate scale is its capacity to
capture the shared perceptions among workers in organizational
units. Based on one-way ANOVA, with construction site as the
independent variable (34 sites), ICC was calculated for the seven
safety climate scales, see Table 2. All scales showed significant F
values (p < 0.05), and thus distinguished between construction
sites. ICC(1) was 0.08e0.19, and ICC(2) was 0.57e0.79. In addition,
ICC(1) for the safety climate scales were several times higher than
that for the variable safety motivation, which is an individual level
construct.

As an indication of the criterion validity with regard to safety
motivation and safety violations, the bivariate correlations between
the seven safety climate variables and the two criterion variables
were calculated (Table 2). All variables were also aggregated to the
site level and the correlations were calculated in level two data as
well. The correlations with safety motivation were all significant
(p < 0.05) and in the range 0.41e0.58 at the individual level, and in
the range 0.50e0.75 at the site level. The correlations with safety
violations at the individual levelwere in the range�0.18 to�0.40 and
all significant, andat the site level the correlations ranged from�0.25
to �0.66, and all but one were significant (p < 0.05), see Table 2.
of the seven safety climate scales. Results are given for the total sample, as well as for

l consistency
ch’s alpha)

Internal consistency in each subsample (alpha)

DK FI IC NO SE

0.84 0.89 0.89 0.85 0.88

0.74 0.79 0.81 0.63 0.67
0.60 0.79 0.74 0.68 0.72
0.80 0.84 0.79 0.71 0.73
0.77 0.81 0.81 0.82 0.77
0.76 0.75 0.85 0.80 0.76

0.80 0.85 0.81 0.79 0.83



Table 2
Development of the Nordic Safety Climate Questionnaire e study 1: descriptive statistics and inter-correlations between the seven safety climate scales (5-step response
format), safety motivation and safety violations, based on individual level data, and data aggregated to the work site level, respectively. Entire sample within the construction
industry.

Variable 1 2 3 4 5 6 7 8 9 ICC1 ICC2

1. Management safety priority,
commitment and competence

0.87 0.88 0.64 0.72 0.63 0.48 0.65 �0.61 0.19 0.79

2. Management safety empowerment 0.65 0.83 0.53 0.62 0.66 0.38 0.69 �0.65 0.11 0.67
3. Management safety justice 0.65 0.59 0.66 0.70 0.65 0.40 0.75 �0.53 0.10 0.63
4. Workers’ safety commitment 0.56 0.46 0.46 0.57 0.69 0.62 0.64 �0.25# 0.09 0.60
5. Workers’ safety priority

and risk non-acceptance
0.54 0.43 0.45 0.56 0.66 0.57 0.60 �0.66 0.08 0.58

6. Safety communication, learning, and trust
in co-worker safety competence

0.58 0.54 0.51 0.70 0.49 0.71 0.62 �0.54 0.08 0.57

7. Workers’ trust in the efficacy
of safety systems

0.47 0.44 0.40 0.62 0.46 0.63 0.50 �0.36 0.10 0.65

8. Safety motivation 0.50 0.41 0.48 0.46 0.58 0.48 0.51 �0.46 0.04 0.37
9. Safety violations �0.31 �0.22 �0.26 �0.18 �0.40 �0.23 �0.19 �0.37 0.05 0.46
Mean 3.62 3.57 3.70 3.67 3.23 3.79 3.88 3.79 1.51
SD 0.63 0.63 0.61 0.55 0.65 0.45 0.52 0.51 0.52

Lower triangle: individual level correlations (n¼ 660), all significant at p< 0.001. Upper triangle: work site level correlations for 34 sites, where all correlations except the one
marked # were significant (p < 0.05). Weighted k rater per target ¼ 15.9. Safety climate scales: scale range 1e5. Safety motivation: scale range 1e5. Safety violations: scale
range 1e3.
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4.1.2.4. Conclusions. The final seven safety climate scales, with 45
items, showed reasonably good reliability and validity. The initially
hypothesized seven dimensions were reorganized, resulting in
seven new dimensions. However, these dimensions followed the
hypothesized facets, or were mergers of á priori hypothesized
dimensions. Furthermore, there was no need to move any items
outside the hypothesized structure, i.e. to another dimension. Thus,
the theoretically proposed structure received strong support.

Several observations were excluded during the initial data
screening, and it is therefore relevant to question whether the
results apply to the total, unrestricted sample. In order to test this,
the models were fitted to the total sample, including the discarded
observations, by means of CFA. It was found that the model fit was
then worse than that reported above, but by introducing a nested
instrument latent variable, representing the specific variation in
the reversed items, the fit improved dramatically. By modeling the
instrument artifact introduced through the reversed items, it could
thus be shown that the final model received support e also in the
total sample.

The Rasch analysis, carried out during the test of DIF, showed the
presence of reversed thresholds in some items. This indicated
a possible problem with the middle response alternative, labeled
“Neither agree nor disagree”. This problem was approached later
(see study 3).

In order to test the validity of NOSACQ in another context than
construction, a second study was performed.

4.2. Study 2

4.2.1. Method and material, study 2
The second study tested the revised NOSACQ prototype in

a sample of Swedish food industry workers (n ¼ 288). The workers
were all blue collar workers, 83% were male, and the mean age was
39.4 years (SD ¼ 13.1). Based on study 1, the questionnaire con-
sisted of seven dimensions, measured by 45 items. To strengthen
the dimensions, three new items were added tomanagement safety
empowerment, and two items were added to management safety
justice. A five-step response format was used in this study. For
validation purposes, two measures were included. The first crite-
rion measure was safety motivation, (13 items, alpha ¼ 0.88 in the
present study), whichwas the same scale as the one used in study 1.
The second criterion measure was self-rated safety behavior
(Pousette et al., 2008), a proximal criterion of safety performance (6
items, alpha ¼ 0.89 in the present study). CFAwas performed using
AMOS 7, and Cronbach’s alpha and bivariate correlations were
calculated using SPSS 15.

4.2.2. Results study 2
The results of study 2 showed that the factor structure could be

fairly well replicated for the three safety management scales (Chi-
square ¼ 591.2, df ¼ 206, p < 0.001, CFI ¼ 0.88, RMSEA ¼ 0.081) as
well as for the four safety climate scale evaluation conditionswithin
the group (Chi-square ¼ 856.3, df ¼ 344, p < 0.001, CFI ¼ 0.88,
RMSEA ¼ 0.072). However, the scales workers’ safety commitment
and safety communication, learning, and trust in co-worker safety
competence were highly related to each other. Standardized factor
loadings ranged from 0.46 to 0.82 and were all highly significant.
The new indicators for management safety empowerment and for
management safety justice showed high factor loadings. Reliability
was calculated and found good for all scales: management safety
priority, commitment and competence: 9 items, alpha ¼ 0.88;
management safety empowerment: 7 items, alpha ¼ 0.88; manage-
ment safety justice: 6 items, alpha ¼ 0.81; workers’ safety commit-
ment: 6 items, alpha ¼ 0.85; workers’ safety priority and risk non-
acceptance: 7 items, alpha ¼ 0.86; safety communication, learning,
and trust in co-worker safety competence: 8 items, alpha ¼ 0.87;
workers’ trust in the efficacy of safety systems: 7 items, alpha ¼ 0.87.
Table 3 shows inter-correlation between the safety climate scales,
and their correlations with criterion variables. All safety climate
scales were significantly associated with safety motivation and self-
rated safety behavior.

As stated above, the Rasch analysis carried out in Study 1 in the
test of DIF, showed the presence of reversed thresholds in some
items, which indicated a possible problem with the middle
response alternative, labeled “Neither agree nor disagree”. A third
study was therefore conducted to address the response format.

4.3. Study 3

4.3.1. Methods and material, study 3
Since the Rasch analysis had shown reversed thresholds

involving the middle response alternative (labeled ‘Neither agree
nor disagree’) in some items, response format was elaborated. In
this third study the questionnaires were divided into two equal lots.
In one lot the original five-step response format was maintained,
and in the other a four-step response format was used (omitting the



Table 3
Development of the Nordic Safety Climate Questionnaire e study 2: descriptive statistics and inter-correlation between the seven safety climate scales (5-step response
format), safety motivation, and safety behavior. Sample: Swedish food industry, n ¼ 288.

Variable 1 2 3 4 5 6 7 8 9

1. Management safety priority,
commitment and competence

2. Management safety empowerment 0.80
3. Management safety justice 0.71 0.74
4. Workers’ safety commitment 0.67 0.65 0.64
5. Workers’ safety priority and risk non-acceptance 0.64 0.56 0.53 0.62
6. Safety communication, learning, and trust

in co-worker safety competence
0.70 0.74 0.72 0.81 0.59

7. Workers’ trust in the efficacy of safety systems 0.50 0.54 0.61 0.68 0.56 0.68
8. Safety motivation 0.50 0.49 0.50 0.59 0.69 0.56 0.63
9. Safety behavior 0.41 0.35 0.36 0.43 0.63 0.43 0.45 0.71
Mean 3.49 3.49 3.91 3.87 3.48 3.84 4.11 4.03 5.35
SD 0.83 0.83 0.74 0.82 0.89 0.74 0.72 0.67 1.08

All correlations are significant at p < 0.001. Safety climate scales: scale range 1e5. Safety motivation: scale range 1e5. Safety behavior: scale range 1e7.

P. Kines et al. / International Journal of Industrial Ergonomics 41 (2011) 634e646642
middle response alternative). The studywas based on a convenience
sample of 139 construction workers from nine different work sites;
one in Denmark (n ¼ 16), and eight in Finland (n ¼ 3, 5, 7, 10, 11, 22,
28 and 37).Most of the respondents (96%)weremale, and 17% of the
respondents were leaders. Average age was 41.6 years (SD ¼ 12.1).
Rasch analysis was performed (using RUMM2020) for each scale in
each response format.

4.3.2. Results study 3
Results from the 14 Rasch models are shown in Table 4. They

showed good model fit (non-significant Chi-square) for all scales
using the four-step response format, as well as for the scales
using the five-step response format. Item residual means were
withinþ/� 0.4 for four of seven scales using the four-step response
format, and five of seven scales using the five-step format. Item
residual standard deviationswere lower than 1.4 for all seven scales
using the four-step response format, and five of seven scales using
the five-step format. Three of seven analyses using the four-step
format showed one item each having reversed thresholds. All
seven analyses using the five-step format showed one or more
items having reversed thresholds, in all 22 items. Separation index,
a reliability index comparable to Cronbach’s alpha, was on average
similar for the response formats, 0.81 for the four-step response
format and 0.83 for the five-step format.

Since reversed thresholds were more frequent for the five-step
format, and the reliability was of the same magnitude for both
formats, this strongly supported the use of the four-step response
format.

4.4. Study 4

4.4.1. Method and material, study 4
In order to test the safety climate scales with the four-step

response format in a larger and diversified sample, a fourth study
was conducted based on a convenience sample (n ¼ 160) from four
Nordic countries The Swedish subsample (n ¼ 80) comprised blue
collar construction workers and supervisors. The Danish subsample
(n ¼ 36) comprised blue collar construction workers. Iceland
contributed two sub-samples, one from nursing (n ¼ 17) and one
composed of occupational safety and health inspectors (n ¼ 15). The
Norwegian subsample (n ¼ 12) were airport staff comprising senior
managers and team leaders (n¼ 4) and blue collar workers (n¼ 8). A
majority, 81%, of the respondents were male, and 31% of the
respondents were leaders. Average age was 44.3 years (SD ¼ 13.7).
The four-step response format was used in all questionnaires, and
positive and negative sense items were randomized within each
dimension. CFAwas performed using AMOS 7, and Cronbach’s alpha
and bivariate correlations were calculated using SPSS 15.
The criterion validity with regard to safety standard was tested
by calculation of the bivariate correlations between the seven
safety climate scales and two outcome variables: safety grade,
a single-item variable validated in health care and the petroleum
sector (Olsen, 2008a), and overall perceptions of safety, captured by
four items and validated in a hospital setting (Cronbach’s alpha:
0.76), (Olsen, 2008b).

4.4.2. Results study 4
Factor structure was confirmed for the three safety management

scales (Chi-square ¼ 399.3, df ¼ 206, p < 0.001, CFI ¼ 0.86,
RMSEA ¼ 0.077), as well as for the four safety climate scales evalu-
ating conditions within the group (Chi-square ¼ 603.4, df ¼ 344,
p < 0.001, CFI ¼ 0.86, RMSEA ¼ 0.069). All factor loadings were
significant. Reliability, calculated as Cronbach’s alpha, was good for
all seven scales: management safety priority, commitment and
competence: 9 items, alpha ¼ 0.85; management safety justice: 6
items, alpha ¼ 0.79; management safety empowerment: 7 items,
alpha ¼ 0.81; workers’ safety commitment: 6 items, alpha ¼ 0.86;
workers’ safety priority and risk non-acceptance: 7 items, alpha¼ 0.81;
safety communication, learning, and trust in co-worker safety compe-
tence: 8 items, alpha ¼ 0.85; workers’ trust in the efficacy of safety
systems: 7 items, alpha ¼ 0.85. Table 5 shows inter-correlations
between the dimensions.

The bivariate correlations between the seven safety climate
scales, and the two outcome variables were all significant, and in
the range 0.46e0.61 for safety grade, and 0.36e0.62 for overall
perceptions of safety (Table 5).

4.5. The final questionnaire

NOSACQ-50 contains seven safety climate dimensions,
comprising 50 items with 22 items evaluating management poli-
cies, procedures and practices, and 28 items evaluating workgroup
ditto. The NOSACQ-50 safety climate dimensions and examples of
items are presented in Table 6. NOSACQ-50 is available in English
and in five Nordic languages (Danish, Finnish, Icelandic, Norwegian,
and Swedish). Through the cooperation with researchers in other
countries it has also been, or is presently being, translated and
tested in several other languages, e.g. Chinese, Czech, Dutch,
French, German, Hungarian, Indonesian, Italian, Japanese, Persian,
Polish, Portuguese, Russian, Slovene, Spanish and Turkish.

5. Discussion

Themain purpose of the present studies was to develop a Nordic
questionnaire for measuring safety climate (NOSACQ). The theo-
retical foundation of NOSACQ-50 is described, and throughout the
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development process validity and reliability concerns have been
highly emphasized. Both these issues are important. Confusion
within scientific areas often relates to a lack of evidence concerning
reliability and validity. Psychometric safety climate instruments are
being used on a large scale to investigate safety in organizations. It
is therefore important to obtain information about the psycho-
metric properties of safety climate instruments. Still, as stated by
Flin et al. (2006), few safety climate questionnaires have evidenced
validity, and attempts to replicate factor structure when using the
same instrument in different contexts have largely failed
(e.g. Brown and Holmes, 1986; Dedobbeleer and Béland, 1991;
Coyle et al., 1995). This has had obvious consequences for the
possibility to perform comparative studies. Glendon (2008b) found,
in a review of 203 refereed articles with a prime focus on safety
climate or culture, published in the period 1980e2008, that less
than 2% of the studies were cross-national. To ensure that survey
instruments are valid and reliable, instruments developed in one
context should be validated before use in a new context (Pronovost
and Sexton, 2005). The presentwork aimed at developingmeasures
of safety climate that were replicable across nations, and the
properties of NOSACQ were explored, with satisfactory validity and
reliability in five different countries, using native languages.
Particularly important were the results supporting criterion validity
in site level aggregated data in study 1, where all safety climate
dimensions were found to be associated with workers’ safety
motivation, and all but one with fewer safety violations. These
associations are less likely to be influences by common method
variance (CMV), which can inflate associations at the individual
level.

Another important result, with regard to validity, was the
satisfactory high intra-class correlations (ICC) found in study 1. This
implies that the safety climate scales have the capacity to suffi-
ciently capture the shared perceptions among workers in organi-
zational units. We think the rigor in operationalization of concepts
and wording of items probably contributed to this. The validity of
NOSACQ was further confirmed by its ability to distinguish
between organizational units through detecting significant differ-
ences in safety climate.

NOSACQ was also successfully tested in two different occupa-
tional contexts. The results support the existence of certain generic,
theoretically grounded features of safety climate. This also opens up
the possibility of coordination of research using the same instru-
ments in comparative studies, potentially increasing the under-
standing of cross-contextual differences and similarities with
regard to safety climate. The results, however, also point at the
challenges of maintaining the meaning of items when translating
a questionnaire into a different language. The procedure of trans-
lation and back-translation is therefore important, and differential
item functioning (DIF) analysis proved to be an important tool to
identify problematic items. In comparative studies any remaining
DIFs can be dealt with through Rasch analysis.

A design criterion applied in the development of NOSACQ-50
was to use a mix of items assessing the phenomena directly or
reversed. The purpose of including reversed items was to minimize
stereotype response patterns. The idea is that the reversed items
would act as “cognitive speed bumps” (Podsakoff et al., 2003, p
884), i.e. that theywouldmake the respondent slow down and read
the text thoroughly. However, it was found that this procedure also
introduced an unwanted side effect, i.e. an instrument factor con-
nected to the reversed items. Some respondents obviously did not
“slow down”, and did not pay attention to the reversed items. This
was revealed by the explorative factor analysis, where reversed and
non-reversed items loaded in different components. This also
affected the model fit in the confirmatory factor analysis (CFA). This
fit was on the limit to be acceptable in several instances. By



Table 5
Development of the Nordic Safety Climate Questionnaire e study 4: descriptive statistics and inter-correlation between the seven safety climate scales (4-step response
format), safety grade and overall perception of safety. Sample: construction, nursing, safety and health inspectors, airport staff, n ¼ 160.

Variable 1 2 3 4 5 6 7 8 9

1. Management safety priority,
commitment and competence

2. Management safety empowerment 0.72
3. Management safety justice 0.70 0.70
4. Workers’ safety commitment 0.54 0.50 0.45
5. Workers’ safety priority and risk non-acceptance 0.59 0.49 0.44 0.58
6. Safety communication, learning, and trust

in co-worker safety competence
0.63 0.66 0.64 0.68 0.59

7. Workers’ trust in the efficacy of safety systems 0.48 0.46 0.47 0.53 0.46 0.66
8. Safety grade 0.61 0.46 0.53 0.58 0.53 0.58 0.47
9. Overall perception of safety 0.62 0.52 0.53 0.62 0.59 0.59 0.36 0.65
Mean 2.96 2.96 3.25 3.17 2.93 3.16 3.43 3.36 2.84
SD 0.52 0.50 0.50 0.56 0.60 0.47 0.48 0.80 0.59

All correlations are significant at p < 0.001. Safety climate scales: scale range 1e4. Safety grade: scale range 1e5. Overall perception of safety: scale range 1e4.
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modeling the instrument factor, it was shown that the common
variation in the reversed items was the main source of misfit. In
conclusion, we maintain that it is advisable to use the procedure
with reversed items. Without the reversed items, the model fit
could have been better, but a stereotype response pattern would
probably have passed unnoticed. With the reversed items, at least
such low quality responses can be identified and dealt with
properly.

Initially it was decided to use a five-step Likert type, response
format. Study 3 showed that this was not an ideal decision. It
was shown that omission of the middle response alternative
Table 6
The Nordic Safety Climate Questionnaire (NOSACQ-50): Safety climate dimensions, facet

Dimension Facets

1) Management safety priority,
commitment and
competence (9 items)

Workers’ perceptions of management
� prioritizing safety
� being active in promoting safety and
� showing competence in handling saf
� communicating safety issues

2) Management safety
empowerment (7 items)

Workers’ perceptions of management em
workers and supporting participation

3) Management safety
justice (6 items)

Workers’ perceptions of management trea
who are involved in accidents fairly

4) Workers’ safety
commitment (6 items)

Workers’ perceptions of how they themse
concerning if they generally:

� show commitment to safety and are
active in promoting safety

� care for each others’ safety
5) Workers’ safety priority and risk

non-acceptance (7 items)
Workers’ perceptions of how they themse
concerning if they generally:

� prioritize safety before production g
� do not resign to hazardous condition
� do not show fearlessness

6) Safety communication, learning,
and trust in co-worker safety
competence (8 items)

Workers’ perceptions of how they themse
at work concerning if they generally:

� discuss safety whenever such issues
� help each other to work safely
� treat safety suggestions from each o
and try to work out solutions

� trust each others’ ability to ensure sa
7) Workers’ trust in the efficacy

of safety systems (7 items)
Workers’ perceptions of how they themse
concerning if they in general:

� consider formal safety systems as ef
e.g. safety officers, safety representa
safety committees, safety rounds

� see benefit in early planning
� see benefit in safety training
� see benefit in clear safety goals and

a Reverse scored items.
reduced the problem with reversed thresholds substantially. It is
an important quality of a response scale that the response
alternatives are ordered. The middle response alternative
seemed to introduce more confusion than information, and our
interpretation was that some respondents used “Neither agree
nor disagree” as “I don’t know”. So, it was decided to use a four-
step response format in the final version of NOSACQ-50. A
possible negative effect of using an even numbered format is
that some respondents may be forced to make a positive or
negative choice, although this does not mirror their actual
opinion.
s and exemplifying items.

Example item

reacting to unsafe behavior
ety

Management accepts workers
taking risks when the work
schedule is tighta

We who work here have confidence
in the management’s ability
to deal with safety

powering Management encourages workers
to participate in decisions which
affect their safety

ting workers Management looks for causes,
not guilty persons, when
an accident occurs

lves relate to safety at work We who work here take no
responsibility for each others’ safetya

lves relate to safety at work

oals
s or accept risk-taking

We who work here accept
dangerous behavior as long as
there are no accidentsa

lves relate to safety

emerge and learn from experience

ther seriously

fety in everyday work

We who work here can talk freely
and openly about safety

lves relate to safety at work

fective,
tives,

objectives

We who work here consider that
safety rounds have no effect
on safetya
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In accordance with the definition of safety climate as a shared
phenomenon, the NOSACQ-50 items were phrased so that the
individual respondent is encouraged to report on perceptions
shared within the workgroup, i.e. a referent-shift approach (Glisson
and James, 2002). This is often overlooked in the development of
safety climate instruments. The present results of significantly
higher ICC regarding the safety climate dimensions than regarding
safety motivation, support the ability of NOSACQ-50 to capture the
shared phenomenon safety climate.

This study has some important limitations that should be kept
in mind, and also points to areas for future research. The gender
distribution in all four development studies was skewed, with
women being underrepresented. In addition, the studies reported
in this paper were conducted in a limited number of industries
with rather small samples. This raises the issue of generalizability
to a wider workforce context. The development of NOSACQ started
with the construction industry in mind. In the first study, the
factor structure showed to be robust in the construction industry
in all five Nordic countries. In the second study, NOSACQ was
cross-validated in an industry with very different properties: the
food industry. While the construction industry is characterized by
temporary work organizations and changing work tasks during
projects phases, the food industry is characterized by a more
stable work organization, and highly standardized work. The
factor structure was replicated in this new work context, as well as
in the fourth study, with a diversified sample. Therefore, we
believe that the conceptual structure is stable, and may be
generalized to other industries where workers are exposed to risk
of injury. However, it is important to further test this hypothesis in
samples with other gender distributions, and in a wider range of
industries. It is also well known that translations of questionnaire
instruments to new languages may induce DIF, due to different
understandings of phenomena in different cultural contexts.
Therefore, psychometric properties should be evaluated whenever
NOSACQ-50 is translated into a new language version.

The sample size in the three studies testing the factor structure
(study 1, 2 and 4) was in the range 160e660 observations. This
satisfies the recommendations by Loehlin (1992), of 100e200 cases
for CFA with two to four factors. Regarding study 1, the recom-
mendations by Bentler and Chou (1987), of five cases per estimated
parameter, were also fulfilled in the full CFAmodel, while theywere
not fulfilled in the more complex multi-group CFA. In study 2 and
study 4, the number of cases was somewhat low in relation to the
number of estimated parameters. An issue related to that of the
sample size is the requirement, in climate research, that the data
should be collected from different work units (Shannon and
Norman, 2009), and thus could be expected to have a variation at
the group level. We strived for fulfillment of this requirement in all
studies reported here.

Another issue of concern is the possibility that CMV may have
affected the results due to the cross-sectional design, where all the
data were collected by self-report. In fact, a method factor was
identified in the factor analysis in study 1, but including this
method factor in the CFA model as a nested factor made the model
fit better, and further validated the conceptual structure of the
instrument. Thus we conclude that CMV is not a threat to the
conclusions regarding dimensionality. Concerning the criterion
validity, tested as correlations between the safety climate dimen-
sions and self-reported outcomes, we acknowledge that the asso-
ciations are likely to be inflated by CMV. However, when the
observations were aggregated to the group level, which is less
susceptible to be inflated by CMV, the pattern of associations was
consistent. Still it would be desirable with future studies validating
the scales against external criteria variables, emanating from
another source than the individuals assessing the safety climate.
Rather than being a global measure of safety climate, NOSACQ-
50 offers a multi-level, multi-facetted and thus more in-depth
perspective. It enables evaluation of seven different dimensions
that, in previous research, have shown to be of importance to safety.
Although the dimensions are highly related to each other, each one
contributes some uniqueness. This allows a more specific identifi-
cation of areas for improvement in an organization, once an
adequate reference database has been established. Such a reference
database has been initiated by the present authors through the
cooperation with several international research teams testing and
using NOSACQ-50 in different contexts. NOSACQ-50 results can
thus be used in cross-sectional studies for benchmarking within
and between countries, multi-national organizations, companies,
departments and groups, as well as in longitudinal studies such as
in evaluating the effects of safety climate interventions.
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Vragenlijst: 
Veiligheidsklimaat op de werkvloer 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Deze vragenlijst heeft als doel meer te weten te komen over uw mening over de veiligheid 

bij u op de werkplek. De antwoorden worden met een computer verwerkt en zullen 
vertrouwelijk behandeld worden. Individuele resultaten worden nooit apart naar buiten 

gebracht. Graag hadden we uw antwoord op elke vraag, maar natuurlijk heeft u het recht 
een vraag of een groep van vragen over te slaan of de gehele vragenlijst niet in te vullen. 

 
 

Ik heb de inleiding gelezen en ik ga ermee akkoord de vragenlijst in te 
vullen onder de beschreven voorwaarden         Ja 

 
 

De vragenlijst is ontwikkeld door een werkgroep van Scandinavische experten, 
gespecialiseerd in veiligheid en gezondheid op het werk, met de financiële steun van de 

Scandinavische overheden. 
De vragenlijst is vertaald door Prevent, Instituut voor Preventi 

 
 
 
  

NOSACQ-50-
Belgian Dutch  
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Voorbeelden van hoe u moet antwoorden 
 
  Helemaal niet 

akkoord 
Niet akkoord Akkoord Helemaal 

akkoord  
  Plaats slechts één kruisje voor elke 

vraag 
 

I De leiding moedigt werknemers hier aan 
om te werken volgens de 
veiligheidsregels - zelfs bij tijdsdruk 

     Op de juiste 
manier 
aangekruist 

       
ii Wij, werknemers, overtreden 

veiligheidsregels om het werk op tijd af 
krijgen 

    Het verbeteren 
van een 
vergissing 

  Wanneer u een fout antwoord 
aangekruist hebt, kleurt u het 

ganse vakje en kruist u daarna 
het correcte antwoord aan 

 

 
 
 
 
 
 
 
 
 
 
 

A Geboortejaar? 19 |___|___|  
  
  

B Bent u een  Man  Vrouw 
    
  

C Heeft u een leidinggevende functie zoals bv. manager, 
direct leidinggevende, ploegbaas, meestergast?  Neen  Ja. Welke? 

    
 
  

Achtergrondinformatie 
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 In dit deel van de vragenlijst wordt nagegaan hoe de leiding (zowel het 
management als de direct leidinggevenden) volgens u veiligheid op deze 

werkplek aanpakt. Hoewel sommige vragen op elkaar kunnen lijken, vragen wij u 
toch elke vraag te beantwoorden. 

 
 

 
Helemaal 

niet 
akkoord 

Niet 
akkoord 

Akkoord Helemaal 
akkoord 

  Plaats slechts één kruisje voor elke 
vraag 

1. De leiding moedigt werknemers hier aan 
om te werken volgens de veiligheidsregels 
- zelfs bij tijdsdruk 

    
      

2. De leiding zorgt ervoor dat iedereen de 
nodige informatie rond veiligheid ontvangt     

      
3. De leiding kijkt de andere kant op wanneer 

iemand onveilig bezig is     
      

4. De leiding plaatst veiligheid boven 
productie     

      
5. De leiding aanvaardt dat werknemers hier 

risico's nemen in geval van tijdsdruk     
      

6. Wij, werknemers, hebben vertrouwen in 
het vermogen van de leiding om met 
veiligheid om te gaan 

    
      

7. De leiding zorgt ervoor dat 
veiligheidsproblemen die tijdens 
veiligheidsrondgangen ontdekt worden 
onmiddellijk aangepast worden 

    

      
8. Wanneer een risico wordt ontdekt, negeert 

de leiding dit en wordt geen actie 
ondernomen 

    
      

9. De leiding is niet in staat om correct om te 
gaan met veiligheid     
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 Hoewel sommige vragen op elkaar kunnen lijken, vragen wij u toch elke vraag te 
beantwoorden 

 
 

 
Helemaal 

niet 
akkoord 

Niet akkoord Akkoord Helemaal 
akkoord 

  Plaats slechts één kruisje voor elke 
vraag 

10. De leiding spant zich in om zinvolle en 
bruikbare veiligheidsregels en -
procedures op te stellen 

    
      

11. De leiding zorgt ervoor dat iedereen de 
veiligheid in zijn werk kan beïnvloeden     

      
12. De leiding moedigt werknemers hier aan 

om mee beslissingen te nemen die hun 
veiligheid beïnvloeden 

    
      
13. De leiding neemt nooit suggesties van 

werknemers over veiligheid in overweging     
      
14. De leiding streeft ernaar dat iedereen op 

de werkplek goed opgeleid en op de 
hoogte is voor wat betreft veiligheid en 
risico's 

    

      
15. De leiding vraagt werknemers nooit om 

hun mening voordat zij beslissingen 
nemen over veiligheid 

    
      
16. De leiding betrekt werknemers bij 

beslissingen over veiligheid     
      
      
17. De leiding verzamelt juiste informatie 

tijdens ongevalsonderzoeken     
      
18. Werknemers worden hier ontmoedigd om 

bijna-ongevallen te rapporteren uit schrik 
voor sancties (negatieve gevolgen) door 
de leiding 

    

      
19. De leiding luistert aandachtig naar 

iedereen die betrokken was bij een 
ongeval 
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Hoewel sommige vragen op elkaar kunnen lijken, vragen wij u toch elke vraag te 
beantwoorden 

 
 

 
Helemaal 

niet 
akkoord 

Niet akkoord Akkoord Helemaal 
akkoord 

  Plaats slechts één kruisje voor elke 
vraag 

20. 
 

Bij een ongeval zoekt de leiding naar 
oorzaken en niet naar schuldigen     

      
21. De leiding geeft werknemers altijd de 

schuld van ongevallen     
      
22. De leiding behandelt werknemers die bij 

een ongeval betrokken zijn op een 
rechtvaardige manier 

    
      
      
      

 
In dit deel van de vragenlijst wordt nagegaan hoe werknemers op deze werkplek 

volgens u omgaan met veiligheid 
 

23. Wij, werknemers, doen samen ons best 
om een hoog veiligheidsniveau te 
bereiken 

    
      
24. Wij, werknemers, zorgen er samen voor 

dat de werkplek altijd opgeruimd en 
netjes is. 

    
      
25. Wij, werknemers, geven niets om 

elkaars veiligheid     
      
26. Wij, werknemers, vermijden om 

vastgestelde risico's aan te pakken     
      
27. Wij, werknemers, helpen elkaar om veilig 

te werken     
      
28. Wij, werknemers, nemen geen 

verantwoordelijkheid voor elkaars 
veiligheid 
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Hoewel sommige vragen op elkaar kunnen lijken, vragen wij u toch elke vraag te 
beantwoorden 

 
 

 
Helemaal 

niet 
akkoord 

Niet akkoord Akkoord Helemaal 
akkoord 

  Plaats slechts één kruisje voor elke 
vraag 

29. Wij, werknemers, beschouwen risico's als 
onvermijdelijk     

      
30. Wij, werknemers, beschouwen kleine 

ongevallen als een normaal onderdeel 
van ons dagelijks werk 

    
      
31. Wij, werknemers, aanvaarden gevaarlijk 

gedrag zolang er zich geen ongevallen 
voordoen 

    
      
32. Wij, werknemers, overtreden 

veiligheidsregels om het werk op tijd af 
krijgen 

    
      
33. Wij, werknemers, aanvaarden het nemen 

van risico's nooit - zelfs niet in het geval 
van tijdsdruk 

    
      
34. Wij, werknemers, vinden ons werk 

ongeschikt voor bangeriken     
      
35. Wij, werknemers, aanvaarden dat er 

risico's worden genomen op het werk     
      
      
      
      
36. Wij, werknemers, proberen een oplossing 

te vinden als iemand ons wijst op een 
veiligheidsprobleem 

    

      
37. Wij, werknemers, voelen ons veilig als we 

samen aan het werk zijn     
      
38. Wij, werknemers, hebben veel 

vertrouwen in elkaars vermogen om 
veiligheid te garanderen 

    
  



________________________________________________________________________________ 
Pagina 7/8 

 
 

Hoewel sommige vragen op elkaar kunnen lijken, vragen wij u toch elke vraag te 
beantwoorden 

  Helemaal 
niet akkoord 

Niet akkoord Akkoord Helemaal 
akkoord 

  Plaats slechts één kruisje voor elke vraag 
39. Wij, werknemers, leren uit onze ervaringen 

om ongevallen te voorkomen     
      
40. Wij, werknemers, nemen elkaars 

meningen en voorstellen over veiligheid 
ernstig 

    
      
41. Wij, werknemers, praten zelden over 

veiligheid     
      
42. Wij, werknemers, bespreken altijd 

veiligheidskwesties als die zich voordoen     
      
43. Wij, werknemers, kunnen hier vrij en open 

over veiligheid praten     
      
      
44. Wij, werknemers, vinden dat een goede 

afgevaardigde (van het Comité voor 
Preventie en Bescherming op het Werk) 
een belangrijke rol speelt in het 
voorkomen van ongevallen 

    

      
45. Wij, werknemers, vinden dat 

veiligheidsrondgangen geen effect hebben 
op veiligheid 

    

      
46. Wij, werknemers, vinden dat 

veiligheidstraining goed zijn om 
ongevallen te voorkomen 

    

      
47. Wij, werknemers, vinden tijdig plannen 

met het oog op veiligheid nutteloos     
      
48. Wij, werknemers, vinden dat 

veiligheidsrondgangen helpen om ernstige 
gevaren op te sporen 

    

      
49. Wij, werknemers, vinden dat 

veiligheidstraining zinloos is     
      
50. Wij, werknemers, vinden het belangrijk dat 

er duidelijke doelen voor veiligheid zijn     
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Als u toelichting wilt geven bij sommige van uw antwoorden, of u heeft commentaar op deze 
studie, dan kunt u deze hier schrijven. 
 
Opmerkingen: 
 
_______________________________________________________________________________ 
 
 
 
_______________________________________________________________________________ 
 
 
 
_______________________________________________________________________________ 
 
 
 
 
 
 
☺ Hartelijk dank voor het invullen van de vragenlijst. Kijkt u nog even na of u 

op de eerste pagina het vakje heeft aangekruist waarmee u aangeeft in te 
stemmen met deelname aan deze studie ☺ 
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NOSACQ‐50 (Nordic Occupational Safety Climate Questionnaire)
De NOSACQ is een vragenlijst waarmee kan worden gemeten hoe werknemers naar
veiligheid op de werkvloer kijken, hoe ze het gevoerde veiligheidsbeleid ervaren, en in
welke mate ze bestaande veiligheidsregels en ‐procedures in acht nemen. Men spreekt
in dit verband ook van het veiligheidsklimaat ('safety climate') binnen een organisatie.
Veiligheidsklimaat geeft dus de perceptie van werknemers weer over de echte waarde
van veiligheid in een organisatie. In een organisatie heerst meestal niet één
veiligheidsklimaat. Deze kan verschillen tussen hiërarchische niveaus, departementen,
afdelingen of zelfs teams. De NOSACQ peilt dus naar de gedeelde percepties van
groepen werknemers.

Internationale vragenlijst
NOSACQ staat voor 'Nordic Occupational Safety Climate Questionnaire', en werd
ontwikkeld door een groep Scandinavische onderzoekers (uit Denemarken, Zweden,
Finland, Noorwegen en IJsland). De vragenlijst werd initieel getest en gevalideerd in
Scandinavië, en dit in verschillende industriële sectoren (bouw‐ en transportsector,
productiebedrijven, gezondheidszorg, etc.). Daarna werd de NOSACQ ook vertaald in
verschillende andere talen. De NOSACQ is momenteel beschikbaar in de volgende talen:
Chinees (eenvoudig), Deens, Duits, Engels, Fins, Frans (België), Hongaars, IJslands,
Italiaans, Nederlands (België en Nederland), Noors, Perzisch, Pools, Portugees, Russisch,
Sloveens, Spaans, Tsjechisch en Zweeds.

De beschikbaarheid van de vragenlijst in verschillende talen laat toe om
veiligheidsklimaatstudies uit te voeren in internationale settings (multinationals). De
resultaten die over de hele wereld worden verkregen, worden (anoniem) verzameld in
een internationale database. Dit moet op termijn een betrouwbare benchmark toelaten.

Lees hier verdere toelichting bij Nosacq

NOSACQ ‐ Prevent
Prevent vertaalde de NOSACQ in het Nederlands (Vlaams) en Frans. In 2010 werden deze
vertaalde versies van de vragenlijst gevalideerd aan de hand van een bevraging van
meer dan 1300 werknemers uit 16 verschillende Belgische ondernemingen.
Prevent fungeert als internationale contactpersoon voor de NOSACQ‐onderzoeken in
België, en onderhoudt hierbij nauwe contacten met de NOSACQ‐hoofdcoördinator in
Denemarken (NRCWE, National Research Centre for the Working Environment).
De NOSACQ‐vragenlijst wordt door Prevent gebruikt als een diagnostische tool in het
kader van begeleiding en verbetertrajecten op vlak van preventie en welzijn in
bedrijven.

Praktische stappen bij een NOSACQ‐bevraging
Prevent ondersteunt bedrijven bij het uitvoeren van een NOSACQ‐bevraging. De
resultaten kunnen dan gebruikt worden als beginpunt van een verbetertraject op vlak
van veiligheidsbeleid en ‐cultuur.

Bij een bevraging onder begeleiding van Prevent, worden de volgende stappen genomen:

Tijdens een onderhoud met de contactpersoon van het betrokken bedrijf, wordt
getoetst wat de verwachtingen zijn en wordt duidelijk gemaakt waarvoor een
NOSACQ‐enquête kan dienen en waarvoor niet. Er wordt nagegaan hoe de
werknemers voor de bevraging het best worden opgedeeld in functionele groepen
(units, afdelingen).
De vragenlijst wordt aangepast aan de wensen van het betrokken bedrijf (vragen
rond geslacht, leeftijd, anciënniteit, etc. kunnen worden toegevoegd of
weggelaten).
De vragenlijsten worden door het betrokken bedrijf verdeeld onder haar
werknemers, en later worden de ingevulde vragenlijsten weer verzameld. Hierbij
moet de anonimiteit van de deelnemers steeds worden gegarandeerd.
Voor de input van de verzamelde gegevens, zijn er twee mogelijkheden: Prevent
doet deze data‐input, of het betrokken bedrijf doet dit zelf via een weblink
(online, SurveyMonkey).
Eenmaal alle vragenlijsten zijn ingegeven, doet Prevent een verwerking en
statistische analyse van de gegevens.
De resultaten worden in een rapport gezet. Standaard bevat een dergelijk rapport
een overzicht van de steekproefpopulatie (aantal respondenten en opdeling per
afdeling/unit, functie, geslacht, leeftijd, anciënniteit). Verder worden de
NOSACQ‐scores (voor de zeven dimensies) weergegeven ‐ voor de ganse
organisatie, voor de leidinggevenden versus werknemers, en per afdeling/unit.
(Het veiligheidsklimaat binnen een groep is enkel betrouwbaar vanaf minimum
12 respondenten per groep (unit/afdeling)!) Al deze resultaten worden
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geïnterpreteerd en afgezet tegen een referentiegroep (benchmark). Op basis
hiervan worden dan concrete verbetervoorstellen gedaan, op maat van de klant.
De bevindingen en het rapport worden voorgesteld aan de directie van het
betrokken bedrijf.

Geïnteresseerd in de begeleiding van Prevent om Nosacq te organiseren? Contacteer ons
op 016/910 910, prevent@prevent.be, contactformulier.

Toelichting bij Nosacq
Waarom?
Uit onderzoek blijkt het veiligheidsklimaat binnen een groep werknemers een goede
voorspeller te zijn van (on)veilig gedrag, incidenten en ongevallen. In plaats van enkel
te kijken naar het aantal incidenten en ongevallen, kan veiligheid op de werkvloer via
de NOSACQ op een meer positieve en proactieve manier benaderd worden.
Een hoge NOSACQ‐score wijst op een aangepaste, sterke cultuur waarin de mensen in
een organisatie bepaalde waarden en overtuigingen rond veiligheid en preventie delen
en hier ook naar handelen. Het gaat hier dus om de ongeschreven regels die bepalen
hoe werknemers met elkaar omgaan, samenwerken en communiceren, en welke invloed
dit heeft op het risico‐ en veiligheidsniveau in een bedrijf.

Wat is het niet?
De NOSACQ geeft een idee over hoe een groep werknemers veiligheid in hun bedrijf
percipieert en ervaart, maar zegt niet waarom dit zo is. De NOSACQ laat dus enkel toe
een eerste diagnose te stellen. Dit kan vergeleken worden met een huisarts die een
eerste beeld vormt van de gezondheid van zijn/haar patiënt. Om de dieperliggende
oorzaken van een bepaald medisch probleem te achterhalen, moet er echter een beroep
worden gedaan op verdere onderzoeken en specialisten.

Hoe?
De NOSACQ is een vragenlijst die moet worden verdeeld onder de werknemers van een
organisatie, en schriftelijk en anoniem door hen wordt ingevuld. Hierbij wordt de
organisatie best opgedeeld in functionele groepen (teams, units, afdelingen). De
individuele werknemer wordt hierbij beschouwd als een soort observator en rapporteur
van gedeelde percepties binnen de groep.
De NOSACQ bestaat 50 vragen, vandaar dat men ook van de 'NOSACQ‐50' spreekt. Elke
vraag heeft vier antwoordmogelijkheden (Likert‐schaal), gaande van 'Helemaal oneens'
(1), 'Oneens' (2), 'Eens' (3), 'Helemaal eens' (4). 22 van de 50 vragen gaan over het
preventiebeleid van het management en de leidinggevenden; de andere 28 vragen
hebben betrekking op hoe de werknemers zelf tegenover veiligheid staan.
Voor wat betreft de vragen met betrekking tot het management en de leidinggevenden,
wordt geen onderscheid gemaakt tussen het hoger management (directie) en de direct
leidinggevenden (hiërarchische lijn). De NOSACQ tracht dus te achterhalen wat de
perceptie is van een groep werknemers over de ganse hiërarchische lijn en hun beleid en
praktijken inzake veiligheid (hoewel dit voor sommige werknemers redelijk abstract
kan zijn). Op die manier wil de NOSACQ zoveel mogelijk voorkomen dat de bevraging
een beoordeling wordt van een individuele, directe chefs.

Zeven dimensies
De scores van de 50 vragen geven inzicht in zeven dimensies van het veiligheidsklimaat
binnen een organisatie. Op basis van de scores op deze dimensies, kunnen prioriteiten
worden gesteld voor het versterken van het veiligheidsbeleid en de veiligheidscultuur.

Dimensie Voorbeeldvraag

Gedeelde percepties over leidinggevenden (management en direct
leidinggevenden)

1) Belang (prioriteit) die aan veiligheid
wordt gegeven (t.o.v. productie),
toewijding, bekwaamheid (9 items)

"De leiding aanvaardt dat werknemers in
deze organisatie risico's nemen in geval
van tijdsdruk"
 

2) Ondersteuning en stimulering tot
participatie (7 items)

"De leiding moedigt werknemers aan om
mee beslissingen te nemen die
betrekking hebben op hun veiligheid"

3) Rechtvaardigheid (6 items) "De leiding zoekt bij een arbeidsongeval
enkel naar de oorzaken ervan, niet naar
de schuldigen"

Gedeelde percepties over zichzelf (werknemers over zichzelf)

4) Toewijding (6 items)
 

"Wij, werknemers, voelen ons niet
verantwoordelijkheid voor elkaars
veiligheid"

5) Belang van veiligheid en het niet‐
aanvaarden van risico's (7 items)
 

"Wij, werknemers, aanvaarden gevaarlijk
gedrag zolang er zich geen ongevallen
voordoen"

6) Communicatie, leren en vertrouwen
in bekwaamheid van collega's (8 items)
 

"Wij, werknemers, kunnen hier open over
veiligheid praten"

7) Vertrouwen in het preventiebeleid (7
items)
 

"Wij, werknemers, vinden dat
veiligheidsrondgangen of audits geen
effect hebben op onze veiligheid"

 

mailto:prevent%40prevent.be
https://www.prevent.be/contacteer-ons
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