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EU OSH Legal Framework & Psychosocial Risks

The Dynamic Scope of the Framework Directive 89/391/EEC & PSR

Initially (1989) the Scope of the Framework Directive was meant to apply to quantifiable risks. 

Now there are no doubts that workers’ health and safety covers mental workers’ health. 

• Framework agreement on work related stress (2004), and framework agreement on workplace bullying and
violence at work (2007)

• EU strategic framework on health and safety at work 2021-2027 Occupational safety and health in a changing
world of work: the Commission will Launch an “EU-OSHA healthy workplaces campaign” 2023-2025 on creating a safe and
healthy digital future covering psychosocial and ergonomic risks in particular. In cooperation with Member States and social
partners, prepare a non-legislative EU-level initiative related to mental health at work that assesses emerging issues related to
workers’ mental health and puts forward guidance for action before the end of 2022.

Currently, there is no dedicated legislation to address PSR at the EU Level. 

“The employer shall have a duty to ensure the safety and health of workers in every aspect related to the work” 
(art 5. Dir 89/391/EEC) 



EU OSH Legal Framework & Psychosocial Risks

The Dynamic Scope of the Framework Directive 89/391/EEC & PSR

“The employer shall have a duty to ensure the safety and health of workers in every aspect related to the work” 
(art 5. Dir 89/391/EEC) 

Currently, there is no dedicated legislation to address PSR at the EU Level. 

• The General Principles of prevention: The employer has to assess the risks at the workplace and take appropriate
measures to eliminate or reduce the risks with collective and individual measures.

The employer shall adapt the work to the individual, especially as regards the design or workplaces, the choice of work equipment
and the choice of working production methods, with a view, in particular, to alleviating monotonous work and work at

predetermined work-rate and to reducing their effect on health. (art 6(d))

• The employer should consult the workers and/or their representatives and allow them to take part in discussions on
all questions relating to safety and health at work.

• The employer should inform the workers and their representatives of the risks and the preventive measures.

• The employer shall ensure that each worker receives adequate safety and health training, in particular in the form of
information and instructions specific to his workstation or job.



Directive on working conditions platform workers (COM(2021)762 final)

Article 7(2)

“Without prejudice to Council Directive 89/391/EEC and related directives in the field of safety and health at 
work, digital labour platforms shall: 

(a) evaluate the risks of automated monitoring and decision-making systems to the safety and health of platform 
workers, in particular as regards possible risks of work-related accidents, psychosocial and ergonomic risks; 

(b) assess whether the safeguards of those systems are appropriate for the risks identified in view of the specific 
characteristics of the work environment; 

(c) introduce appropriate preventive and protective measures. They shall not use automated monitoring and 
decision-making systems in any manner that puts undue pressure on platform workers or otherwise puts at risk 
the physical and mental health of platform workers”
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EU OSH Legal Framework & Psychosocial Risks

Possibility of the adoption of a European Directive of Psychosocial Risks? 
• Are the general principles of prevention from the Framework Directive appropriate to 

adequately address psychosocial risks at work? 
• Is it possible to have legal provisions addressing adequately psychosocial risks at work? 

Mapping in 26 Member States:
• Legislation: Does the Member State regulate specific obligations on Psychosocial Risks at work? Please

specify what aspects of PSR are being regulated, in what (kind of) legal act(s,) and how.

Disclaimer: Legislation on Discrimination is excluded from this study.

• Personal scope of the Legislation: In some countries (e.g., United-Kingdom and Germany), there are (legal)

differences between: self-employed, workers and employees. If your country makes a similar distinction,

do the rules on Psychosocial Risks make a distinction between employee and workers (or does it apply to

both)? If there is a distinction, can you explain (briefly) the differences. Additionally, is there any exception

of the scope of application of these legislation (e.g., domestic workers)?

• Collective Agreements: Are there any collective agreements (sectorial, inter-sectorial or at company level)

covering specifically PSR (or part of it)? If yes, please give an example and brief details for each level (inter-

sectorial, sectorial, company level).

• Jurisprudence and case law: Are work-related PSR-cases being brought to court in your country? If so,

please specify what kind of cases, what kind of courts (labor court, civil court, criminal court, but also:

levels of appeal).
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Psychosocial 
Risk Factors

Negative 
Worker 

Outcomes

Examples
Workload

Work-life balance
Workplace support

Organizational justice

Examples
Stress
Anxiety
Burnout
Self-esteem

Good practices

Reduction 
or 

elimination

Psychosocial risk factors concern aspects of the design and management of work, and its social and organizational contexts that have the 
potential for causing psychological or physical harm.

Distinction between Psychosocial risks factors and their impact on workers’ health 



Is there a legislation on 
Psychosocial Risks? 

YESNO Does it cover or mention the following risks? 
(can be cumulative)

NO

Psychosocial Risks Factors 
(ex: workload, no support from management, 

tension at work etc) 

YES

Stress

NOYES

Workplace Bullying 
(and Violence)

NOYES

Is there any 
official Guides or 
Guidelines 
specifying that it 
should be covers 
in practice even if 
not explicitly  
mentioned in the 
legislation? If yes, 
brief details 
(100words max).  

• Details of main 
measures. 

• Does it apply 
to employees 
and workers? 
Any exclusion 
of the scope of 
application? 

(150-300words)

Any idea why? 
Brief answer 
(250-500 words 
max)

Is there any 
official Guides or 
Guidelines 
specifying that it 
should be covers 
in practice even if 
not explicitly  
mentioned in the 
legislation? If yes, 
brief details.  Is there any 

official Guides or 
Guidelines 
specifying that it 
should be covers 
in practice even if 
not explicitly  
mentioned in the 
legislation? If yes, 
brief details 
(100words max).  

• Details of main 
measures. 

• Does it apply 
to employees 
and workers? 
Any exclusion 
of the scope of 
application? 

(150-300words)

Is there any 
official Guides or 
Guidelines 
specifying that it 
should be covers 
in practice even if 
not explicitly  
mentioned in the 
legislation? If yes, 
brief details 
(100words max).  

• Details of main 
measures. 

• Does it apply 
to employees 
and workers? 
Any exclusion 
of the scope of 
application? 

(150-300words)
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Is there any 
Jurisprudence or Case 

law on Psychosocial 
Risks? 

YES

NO
Any idea why? 
Brief answer 

(250-500 words 
max)

Does it cover or mention the following risks? 
(can be cumulative)

NO
YES

What Court? 

Stress

NO

Workplace Bullying 
(and Violence)

NOYES
What Court? 

YES
What Court? 

Employment 
Court/Tribunal

Details max 150w

Civil/ Tort 
Courts

Details max 150w

Criminal 
Court/Tribunal

Details max 150w

Employment 
Court/Tribunal

Details max 150w

Civil/ Tort 
Courts

Details max 150w

Criminal 
Court/Tribunal

Details max 150w

Employment 
Court/Tribunal

Details max 150w

Civil/ Tort 
Courts

Details max 150w

Criminal 
Court/Tribunal

Details max 150w

Psychosocial Risks Factors 
(ex: workload, no support from management, 

tension at work etc) 
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Is there a Collective 
bargaining on 

Psychosocial Risks? 

YES

NO
Any idea why? 
Brief answer 

(250-500 words 
max)

Does it cover or mention the following risks? 
(can be cumulative)

NO
YES

What level? 

Stress

NO

Workplace Bullying 
(and Violence)

NOYES
What level? 

YES
What level? 

Inter-sectorial/ National Level 
Provide example and details 

Max 200 words

Sectorial Level
Provide example and details 

Max 200 words

Company Level (Optional)
Provide example and details 

Max 200 words

Inter-sectorial/ National Level 
Provide example and details 

Max 200 words

Sectorial Level
Provide example and details 

Max 200 words

Company Level (Optional)
Provide example and details 

Max 200 words

Inter-sectorial/ National Level 
Provide example and details 

Max 200 words

Sectorial Level
Provide example and details 

Max 200 words

Company Level (Optional)
Provide example and details 

Max 200 words

Psychosocial Risks Factors 
(ex: workload, no support from management, 

tension at work etc) 
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Legislations



Legislations: Mention of mental or psychological health

Member States Mention (in OSH legislation) Definition

Austria (AT) Psychological well-being No

Belgium (BE) “Charge mental ou physique”

État physique ou mental

No

Cyprus (CY) Mental health No

Denmark (DK) Mental health No

Estonia (EE) Mental health No

Finland (FI) Mental health No

France (FR) Mental health No

Croatia (HR) Psychophysical exertions Loadings that appear due to the 

exposure to psychosocial risks at the 

workplace.

Italy (IT) Moral personality of the worker No (?)

Luxembourg (LU) Mental health No

Malta (MT) Psychological and social well-being No

Netherlands (NL) Psychosocial pressure Yes

Portugal (PT) Moral working conditions No (?)

Romania (RO) Physical and mental integrity No

Slovenia (SL) (young workers) psychological capacities No

15 Member States

Mapping of Psychosocial Risks  in EU26: Results



Legislations: Psychosocial Risks Factors (19 Member States)

Mention: 14 Countries

Belgium, Germany, Denmark, Estonia,
Greece, Spain, Croatia, Hungary, Italy, Latvia,
Lithuania, the Netherlands, Portugal, Poland

Definition: 8 Countries

Belgium, Denmark, Estonia, Croatia,
Hungary, Latvia, Lithuania, the Netherlands.

Specific obligations: 16 Countries

Belgium, Croatia, Denmark, Estonia,
Greece, Finland, France, Croatia, Hungary,
Italy, Latvia, Lithuania, the Netherlands,
Portugal, Slovenia, Sweden.
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Legislations: Work related stress (14 Member States)

Mention: 12 Countries

Austria, Belgium, Estonia, Finland, Croatia,
Hungary, Italy, Luxembourg, the Netherlands,
Portugal, Romania.

Definition: 0 Countries Specific Obligations: 4 Countries

Austria, Denmark, Croatia, Sweden.
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Legislations: Workplace Bullying (17 Member States)

Mention: 15 Countries

Belgium, Bulgaria, Czechia, Estonia, Greece,
Finland, France, Croatia, Italy, Lithuania, the
Netherlands, Portugal, Poland, Slovenia,
Romania.

Definition: 9 Countries

Belgium, Bulgaria, Denmark, France,
Portugal, Poland, Slovenia, Sweden,
Romania.

Specific Obligations: 13 Countries

Belgium, Bulgaria, Czechia République,
Denmark, Greece, Finland, France,
Lithuania, Portugal, Poland, Slovenia,
Sweden, Romania.
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Mapping of Psychosocial Risks  in EU26: Practices at workplace

Is it possible to have legal provisions addressing adequately psychosocial risks at work? 
What impact does it have?  

Jain, A., Torres, L.D., Teoh, K. and Leka, S., 2022. The impact of national legislation on psychosocial risks on organisational
action plans, psychosocial working conditions, and employee work-related stress in Europe. Social Science &
Medicine, 302

• Aim to explore whether the introduction of specific legislation on PSR and/or work-related stress is related to
organisations implementing action plans to prevent work-related stress, and in turn, better psychosocial working
conditions (job demands and resources), and less reported work-related stress in the workplace.

• Multi-level modelling analysis by linking two representative European-level datasets, the 2014 ESENER and 2015
employee European Working Conditions Survey.

• Results:

• the presence of specific national stress legislation is associated with more enterprises having a work-related
stress action plan.

• Findings lend support to the argument for more specific legislation on psychosocial risks/work-related stress in
the EU.



Mapping of Psychosocial Risks  in EU26: Practices at workplace

Are the general principles of prevention from the Framework Directive appropriate to adequately 
address psychosocial risks at work? 

Reorganization of work to 
reduce job demands and 

work pressure

Confidential counselling for 
employees

Regular OSH Risk 
Assessment

EU27_2020 44,14% 42,78% 76,56%

Bulgaria 34,34% 17,95% 92,99%

Czech Republic 24,07% 18,44% 75,36%

Percentages of workplaces reporting OSH risk assessments and having procedures in place to prevent psychosocial risks, by 
country, 2019
http://visualization.osha.Europa.eu/esener/en
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Is it possible to have legal provisions addressing adequately psychosocial risks at work? 

Reorganization of work to 
reduce job demands and 

work pressure

Confidential counselling for 
employees

Regular OSH Risk 
Assessment

Denmark 58,91% 58,66% 89,82%

Finland 58,32% 75,4% 86,3%

Sweden 51,91% 48,08% 85,68%

Greece 49,31% 52,78% 55,42%

Hungary 49,05% 50,62% 82,24%

Belgium 48,53% 52,68% 70,1%

EU27_2020 44,14% 42,78% 76,56%

Percentages of workplaces reporting OSH risk assessments and having procedures in place to prevent psychosocial risks, by 
country, 2019
http://visualization.osha.Europa.eu/esener/en



Jurisprudence



Jurisprudence

Psychosocial Risks : 15 Countries

Belgium, Germany, Denmark, Greece, Spain,
Finland, France, Croatia, Hungry, Ireland,
Italie, Lithuania, Luxembourg, the
Netherlands, Romania.

Work related stress: 15 Countries

Austria, Belgium, Denmark, Estonia, Spain,
Finland, France, Croatia, Hungry, Ireland,
Italy, Luxembourg, the Netherlands, Portugal,
Romania.

Workplace Bullying: 20 Countries

Austria, Belgium, Germany, Denmark, Estonia,
Greece, Finland, France, Croatia, Ireland, Italy,
Latvia, Lithuania, Luxembourg, the
Netherlands, Portugal, Poland, Slovenia,
Sweden, Romania.
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Germany (2018): The Federal Labour Court recognized the co-decision rights of the work council in risk assessment of psychosocial risks at work. 
The co-decision right includes the decision on the instruments which are used in the risk assessment process. Already in 2004, the Federal Labour 
Court generally recognized the co-decision right of the work councils in the risk assessment process.
Estonia (2020): Recognition of a link between work-related stress (lack of training to face a work situation) and the deterioration of worker’s 
health. 

Greece (2012 – Supreme Court): Constant pressure, the increase of workload, threatening behavior from employer cause psychological and
nervous breakdown of the worker – lead to a work accident.

Spain (2005, 2014 & 2019): if a risk of stress is identified, the employer should adopt preventive measures to avoid, eliminate or reduce the risk. 

Finland (1992 – Supreme court): The Supreme Court (for both civil and criminal cases) identify some of the psychosocial risk factors, such as 
workload, tension at work, and unclear instructions. Employee’s depression, anxiety and pain due to work pressure.

Ireland (2005): psychiatric injuries triggered by overwork, loss of role and workplace stressors. 

Italy (2018):  employers have been deemed responsible of the damages (in some cases the death of the employee) when they did not adapt the 
organization of work or the company's workforce in order to avoid overwork and excessive workload.

(!!) Hungary (2017): Burden of proof & role of the expert - employee w/ a psychological disorder arguably related to the conduct and behaviour of 
his manager, the expert’s opinion stated that although the stress and the mental disorder is connected to the work environment, the employee’s 
individual sensitivity may have also contributed to the development of such condition. Thus, the court ruled that the employer is relieved from 
liability as the circumstances occurred beyond its control. 
(!!) Luxembourg: a worker claimed to have suffered a medical depression subsequent to the overloaded work and overtime hours, she had to do
in order to manage the lack of available staff. Yet, the Court decided that there hasn’t been a fault committed by the employer in relation to the
depression mentioned by the claimant and so the judgment of the first instance was confirmed while the claim was rejected.
(!!) Netherlands: The employee was claiming that he suffered from depression and stress complaints caused by poor working conditions,
including excessive work pressure, bullying and threats. The Hague court ruled that the employer only has a duty of care to prevent psychological
complaints, such as recurrent depression in this case, if the risk of this was or should have been known to him.

Psychosocial Risks Jurisprudence: Examples



Collective Agreements 



Collective agreements

Psychosocial Risks: 12 Countries

Germany, Denmark, Estonia, Spain, Finland,
France, Italy, Lithuania, Luxembourg, the
Netherlands, Portugal, Slovenia.

Work related stress: 12 Countries

Austria, Belgium, Greece, Spain, France,
Croatia, Italy, Malta, the Netherlands,
Portugal, Slovenia, Romania.

Workplace Bullying: 13 Countries

Austria, Denmark, Greece, Spain, Finland,
France, Italy, Lithuania, Luxembourg, Portugal,
Slovenia, Romania.

Mapping of Psychosocial Risks  in EU26: Results



National examples of collective agreements on work-related psychosocial risks in the EU

Spain:
“For the purpose of performing the mandatory risk assessment and the resulting prevention plan, a minimum list of risk factors

to be considered in this evaluation by companies in the sector is established : (…) D) Psychosocial and organizational factors: work
breaks; time between calls of less than 23/35 seconds in automatic redial positions; fatigue and negative effects associated with
physical and mental task demands; knowledge and clarity of work procedures and their supervision; knowledge and clarity of the
guidelines to be followed in the management required by the client; work schedules and shifts that negatively interfere with
family life.”

II Convenio colectivo de ámbito estatal del sector de contact center (formerly telemarketing). BOE, number 165, 12 July 2017. Article 58.

Psychosocial Risks Factors 

Portugal: 
"The employer must ensure, on an ongoing and permanent basis, the exercise of the workers’ activity in safe and health
conditions, taking into account the following general principles of prevention (...) d) Ensure, in the workplace, that exposures to
chemical, physical and biological agents and psychosocial risk factors do not constitute a risk to the safety and health of workers;
e) Adaptation of work to man, especially as regards the design of workplaces, the choice of work equipment and methods of
work and production, specifically for the purpose of alleviating monotonous and repetitive work and reducing psychosocial risks“

Associação Têxtil e Vestuário de Portugal (ATP) and the Federação dos Sindicatos dos Trabalhadores têxteis, lanifícios, vestuário,
calçado e peles de Portugal (FESETE), clause 59(2),d and e.



National examples of collective agreements on work-related psychosocial risks in the EU

France:

An NIA has been adopted on work-related stress on July 2nd 2008 (extended to all sectors April 23rd 2009).

This agreement described the state of stress and suggests the usage of indicators to detect work-related stress; e.g., level of

absenteeism, number of resignations, relational conflicts, occupational injuries, violence-related behaviours, and visits to the

occupational physician.

The agreement also strongly support the implementation of an operational framework to prevent work-related stress.

The agreement focuses on the analysis of various factors such as work organisation and processes, working conditions and

environment communications (e.g., incorrectly defined tasks, difficult interaction) and subjective factors (e.g., emotional

pressure).

It specifies that, as soon as a work-related stress problem is identified, action must be undertaken to prevent and eliminate, or,

at least, reduce it. Some examples of corrective measures are given. The employer has the responsibility for determining the

appropriate measures and implementing them in connection with the workers or their representatives.

Work-related Stress



National examples of collective agreements on work-related psychosocial risks in the EU

Austria:

One collective agreement provides that acts of mobbing constitute formal grounds for dismissal and early termination of the

contract.(Art 13d Annex 2 “Crisis Agreement”, Collective Agreement for the Flying Personnel of Eurowings Europe GmbH)

In another, the employer commit to promote and maintain a climate of cooperation by, amongst other things, prevent bullying

(Art 25.2 Collective Agreement of the Vienna Social Fund).

Some collective agreements also contain provisions to prevent and to manage case of workplace bullying. (E.g., art 4.9

Collective Agreement for university employees)

Workplace Bullying



National examples of collective agreements on work-related psychosocial risks in the EU

Spain:

Collective agreements often provide a definition of workplace bullying as follow: “any conduct having the purpose or objective of producing the

effect or consequence of undermining the dignity of a person by creating an intimidating, humiliating, degrading, or offensive environment for

the affected individual. It is a repeated and repetitive behavior that is capable of damaging the health of the harassed person”. (Protocolo para la

prevención y actuación en los casos de acoso del Convenio colectivo estatal del sector de industrias cárnicas. BOE 28 August 2018, number 208. 4.)

It also provides examples of behaviors constitution workplace bullying: failure to assign a task or assigning useless or degrading tasks with no

productive value, isolation (by separating someone’s work location and ignoring the worker), giving a worker an excessive workload in a

malicious manner. (Protocolo para la prevención y actuación en los casos de acoso del Convenio colectivo estatal del sector de industrias cárnicas. BOE 28 August 2018,

number 208. 4; X Convenio colectivo nacional para las industrias de pastas alimenticias. BOE 12 April 2021, number 87. Anexo II. Protocolo acoso sexual y acoso por razón de

sexo)

Some collective agreement specifies that: “All of the above behaviors can occur between individuals of the same or different sex and in three

ways: i. Descending: when the harasser holds a higher position than the alleged victim. ii. Horizontally: in cases where it occurs between people

at the same hierarchical level. iii. Ascending: when the harasser occupies a lower hierarchical position than that of the alleged victim of

harassment.” (Protocolo para la prevención y actuación en los casos de acoso del Convenio colectivo estatal del sector de industrias cárnicas. BOE 28 August 2018, number

208. 4)

Additionally, some collective agreements establish the employer’s duty to assess psychosocial risks as a preventive measure when moral

harassment is identified in the company. (X Convenio colectivo nacional para las industrias de pastas alimenticias. BOE 12 April 2021, number 87. Section 3.

Harassment prevention measures.)



Conclusion



Mapping of Psychosocial Risks  in EU26: Limits & Conclusions

Limitations (currently):

• Collective Agreement is strongly linked with Trade Union density and national rules.

• This study has not investigated or explore the role of the health and safety representatives. 

• Litigation can strongly vary from one country to another. 

Conclusion:

• Relying only on the OSH general principles of prevention is not enough to address adequately psychosocial risks.

• There are multiple examples in the European Union on legal provisions to address psychosocial risks at work, both PSR
factors (prevent the exposure) and work-related stress/workplace bullying (to reduce the suffering of the workers
exposed). Some countries have had these legal provisions for decades (Sweden & Belgium), other approach are more
recent (Denmark & Estonia).

• Need further understanding on what makes these legal provisions “successful”: need a conceptualization of
psychosocial risks at work and how to address them, and then see how we can translate this legally in minimum
standards with a Directive (in accordance with national law and/or practices). (ETUI on going work)



Thank you ! 

acefaliello@etui.org

@AudeCefaliello

https://www.linkedin.com/in/audecefaliello/
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https://twitter.com/AudeCefaliello
https://www.linkedin.com/in/audecefaliello/
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Psychosocial Risks Legislations: Examples

Limit of the methodology: “mention or cover at least one psychosocial risks factors (e.g., workload, tensions at work etc)”. 
Still 6 countries with no mention, and most of the other legal provisions are incomplete. 

Cyprus: The employer has the obligation to adjust workload to each person’ needs and abilities and should develop an 
integrated and comprehensive policy of protection that covers work organisation and working conditions. However, work-
related stress or mobbing are not mentioned in the law.

Germany: Psychosocial strain at work was introduced and explicitly mentioned as one possible source of workplace risk in §5 
Abs.3 No.6 of the Law on Occupational Safety and Health (read: paragraph 5, [sub-]paragraph 3, no.6) that must be included in 
the risk assessment in every establishment. In existing ordinances on technical and physical risks, references to the prevention of 
psychosocial risks were made.

Spain: the Royal Decree 28/2020, 22nd September 2020 on Remote work (Law 10/2021, 9th July on Remote work), article 16 of

the Law 10/2021 provides that: “The risk assessment and the planning of the preventive activity of remote work must take into

account the risks characteristic of this type of work, paying special attention to the psychosocial, ergonomic, and organizational

factors and the accessibility of the effective work environment.”

Hungary: Definition of ‘psychosocial risk’ (PSR) as “the effects to which a worker can be exposed at work (conflicts, organisation

of work, work schedule, uncertainty of employment), that influence his reactions to such effects, or in consequence of which

stress, occupational accidents may occur, and psychosomatic symptoms (relating to or involving both the mind and body) may

develop.” Section 87 point 1/H of the OSH Act.

Latvia: The law refers to the terms “psycho-emotional” or “psychosocial” risk factors as a set of factors that can harm the

employee psychologically, socially or even physically.



Psychosocial Risks Legislations: Examples

Estonia:
Psychosocial risks are mentioned in section 9 of the OSH Act revised in 2019.
Psychological risks include work that involves a risk of an accident or violence, unequal treatment, bullying and harassment
at work, work not corresponding to the abilities of an employee, working alone for an extended period of time and
monotonous work and other factors related to management, organisation of work and working environment that may affect
the mental or physical health of an employee, including work-related stress.
The same section further states that in order to prevent damage to health arising from a psychosocial risk, the employer
shall take measures, including adapting the organisation of work and workplace to suit the employee, optimizing the
employee’s workload, enabling breaks to be included in the working time for the employee during the working day or shift
and improving the enterprise’s psychosocial working environment.

Greece:
On psychosocial risks in particular, the art 42 of the Law 3850/2010 has been amended in 2021 with the Law 4808/2021 (art
7). This revision added new obligations for the employer: (i) to evaluate psychosocial risks, among which is the risk of
violence and harassment, including sexual harassment, and take measures for the prevention, control and restrictions
thereof. It also amended art 42(e) as follow: “to draw up a programme of preventive action improvement of working
conditions at the enterprise”, adding the sentence “taking into consideration the work organisation, the social relationships,
the environmental and technological factors, as well as psychosocial factors”



Psychosocial Risks Legislations: Examples

Croatia:

OHSA (2014) provides that employer has the duty to prevent work-related stress “caused in particular by factors such as 

content of work, work organization, working environment, poor communication and interpersonal relationships, in order to 

minimize the worker’s need to overcome difficulties of long-term exposure to intense pressure and to eliminate the possibility 

of impairing the worker’s work efficiency and of the deterioration of his condition.”

Additionally, Art. 51(2) OHSA details that in case “there are indications of stress at work or in relation to work, the employer 

shall be obliged to pay special attention to: 

1) the organization of work and of work processes (working hours, level of independence, correspondence between the

skills of the workers and work requirements, workload, etc.)

2) working conditions and the environment (exposure of the workers and the employer to violent behaviour, noise, heat,

cold, hazardous chemicals, etc.)

3) communication (uncertainty about what is expected from work, prospects of work security or upcoming changes,

etc.)

4) subjective factors (emotional and social pressures, feeling of helplessness, feeling there is not enough support, etc.).”



Psychosocial Risks Legislations: Examples

Denmark:

Working Environment Act 1975

The psychological working environment was included in the law, as the law “must aim to ensure a safe and healthy physical
and psychological working environment”, cf. § 1, no. 1. Thus, risks to workers mental health (either direct risks or long-term
influences) which have a direct link to work or the execution of work are covert.

Executive Order nr. 1416 of 26 September 2020 on psychological work environment

• Work must be planned, organized and carried out at all stage with consideration of both short and long-term effects on
the psychological working environment. More detailed version of existing Working Environment Act.

• Definition of work-related psychosocial risks: effects which arise in connection with the way in which the work is planned
and organized, organizational aspects of importance for the work of the employee, content of the work, the way work is
done and the social relations at work.

• Special provisions on “individual risks factors”: large workload and time pressure, unclear and/or conflicting work
requirements, high emotional demands in relation to work with people, offensive acts, work-related violence at work and
outside of work.

• For each of the individual risk factors need to assess: the extent of the exposure to the risk factor, the nature of the
exposure and the preventive measures.

https://at.dk/en/regulations/executive-orders/psychosocial-working-environment-1406/


Psychosocial Risks Legislations: Example

Lithuania:
Order No V-699/A1 -241 regulates in a detailed way how the study of psychosocial risk factors should be conducted. It requires to identify

and investigate the following psychosocial risk factors related to (paragraph 3):

1) working environment conditions that require greater efforts to achieve the same result (work with harmful and dangerous factors, work

with personal protective equipment, etc.);

2) work requirements: workload (too high or too low), high work pace, mismatch between employees’ abilities and ability to perform

tasks, unclear work tasks;

3) the organization of work: duration of working time and its distribution (night, shift work, overtime), type of employment contract (fixed-

term, temporary), over- or under control of work, peculiarities and remuneration.

4) the content of work: too much or too little influence of employee on the planning and execution of work, lack of decision – making

freedom, too much information, big responsibility, emotional tension, low job satisfaction, monotonous work;

5) employee relations and / or employer relations: poor employee relations in the group, mismanagement or (incorrect division of labour

and tasks, unclear and /or constantly changing management position, etc.), inability to improve qualifications, contribute to decision-

making in the company, lack of feedback on work done, intimidation (mobbing) with violence, harassment.

Order No V-699/A1 -241 requires taking the following actions while identifying the psychosocial risk factors (paragraph 5): 1) preparatory

work in order to examine the data necessary available in the company; 2) finding out if there is a problem of stress at work; 3) identification

of potential psychosocial risk factors; 4) making a list of workers who may be exposed to psychosocial risk factors.

Employer approves plan of measures to reduce and / or eliminate psychosocial risks only after its approval by employee representative. The

data of the assessment of psychosocial risk factors and the plan of measures to reduce and/or eliminate psychosocial risk is introduced to

the employees and the employees’ representatives for safety and health committee (paragraphs 16 and 17 of the Order No V-699/A1 -241).


