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III Abstract 

From 2019 to 2020, 11,245 UK-manufacturing workers were injured at work. It has been 

reported that health and safety (H&S) behaviour and compliance are positive outcomes of 

increased work engagement (WE), suggesting that research on WE and H&S engagement is 

warranted in relation to production-line workers. WE, which is often defined as a worker’s 

psychological state of vigour, dedication and absorption, is beneficial for workers and em-

ployers as it motivates them to ‘go the extra mile’ to ensure H&S for all. This is recognised 

within the concept of Safety-II which views humans as clever, proactive, flexible resources 

in safety management, showing resilience and, through their performance variability, pre-

vent adverse events. The research presented in this thesis integrates the concepts of WE and 

Safety-II and generates a novel intervention framework that aims to increase both, WE and 

Safety-II principles.  

Based in a Welsh production plant, this research was designed to: 1) explore the crucial 

factors that promote ‘engagement with H&S’, and 2) develop a practical intervention to be 

applied within production environments to enhance WE towards H&S.  

After critically evaluating the literature on WE and Safety-II, the workers’ drivers of H&S 

engagement were analysed. Then, critical literature reviews identified best practice in en-

gagement interventions for production environments. An intervention framework was then 

designed utilising a structural change in the organisation by implementing co-design struc-

tures, that were qualitatively evaluated with regard to feasibility and transferability on hy-

pothetical grounds. 

This is the first study that integrates the concepts of WE and Safety-II in production-line 

workers. Additionally, it offers a practical intervention framework for companies to incor-

porate Safety-II principles and increase WE to improve H&S climate and behaviour. Fur-

thermore, the research adds to the limited body of qualitative insights into production-line 

workers’ perceptions of WE in the context of H&S practice, and engagement intervention 

research, developing assessable guidelines for practitioners. 
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Chapter 1 - Introduction and Background of the Research 

1.1 Introduction 

Workers’ health and safety (H&S) is of paramount importance to companies. Yet often, es-

pecially in environments with a well-implemented safety management system (SMS), ad-

verse incidents and events still occur with varying frequency, and effort to achieve continual 

performance of the field with H&S performance often reaching a plateau, while low-impact 

incidents still occur regularly and the occasional surprising high-impact accident seems to 

be unrelated to the risks monitored (Townsend, 2016). This phenomenon has been described 

by Dekker and Pitzer (2016) who postulated that some safety practices and structures fo-

cused on control and compliance may be counterproductive as they restrict workers’ auton-

omy and prevent taking responsibility and developing flexible problem-solving skills. Oc-

cupational health and safety (OSH) refers to the employers’ duty to ensure an employee’s 

safety, health and welfare at work (Health and Safety at Work etc. Act 1974 Chapter 37, 

2019). Despite the UK having one of the lowest rates of work-related accidents in Europe, 

there were still 111 fatalities in 2019/2020 in the UK, 15 of which were in the manufacturing 

(MF) industry, while 11,245 MF workers were injured at work (Health and Safety Executive, 

2020). The Health and Safety Executive (2017) found that human behaviour contributed to 

70-90% of work-related incidents in the UK. Therefore, UK legislation called for workers 

to be part of the risk assessment process, as well as workers being represented and included 

in active consultation in safety committees in statutes like the HSG65 (Health and Safety 

Executive, 2013). From an empirical perspective, this notion has been supported by evidence 

which shows an association between worker involvement and improved safety outcomes; 

Worker involvement was presented as one of the major factors to the low incident rate in the 

2012 London Olympic games (Geldart et al., 2010; Lucy et al., 2011; Zanko and Dawson, 

2012). Therefore, the current evidence suggests that for a company to promote continuous 

improvement in safety and resilience, more than just rules, procedures and compliance are 

needed, rather an environment is required where workers are not only involved superficially, 

but engaged with their work and, therefore their safety. 
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Engagement is defined as a positive psychological state in its own right, further defined by 

a worker’s “positive, fulfilling, work-related state of mind that is characterized by vigor, 

dedication, and absorption” (Schaufeli et al., 2002, p. 74), hence showing traits of, (among 

others) psychological presence and extra-role-behaviour, such as ‘being fully there’ and ‘go-

ing the extra mile’ (Schaufeli et al., 2002). The tangible outputs of engagement are hard to 

measure and have not been readily reported in the literature, though it has been shown that 

improved safety behaviour and compliance are positive outcomes of increased engagement 

(Hansez and Chmiel, 2010; Wachter and Yorio, 2014; Huang et al., 2016).  

Workers’ perception of safety culture has been found to be closely linked with their engage-

ment (Nahrgang, Morgeson and Hofmann, 2011). Nahrgang et al. (2011) showed that in 

order to overcome the safety performance plateau in a company, work engagement (WE) is 

beneficial for workers as well as the company, as workers must be motivated to ‘go the extra 

mile’ when it comes to their own and their peers’ H&S (Griffin and Neal, 2000; Prussia, 

Brown and Willis, 2003). This was also supported by a hierarchical regression analysis of 

421 railway-maintenance workers by Morrow et al. (2010) who uncovered that safety cli-

mate measures (such as management safety, co-worker safety, work-safety tension) were 

majorly responsible for behaviour in hazardous actions. The importance of workers’ active 

involvement and engagement was recognised within the concept of Safety-II (Hollnagel, 

2014b; Hollnagel, Wears and Braithwaite, 2015). This concept views humans as clever, pro-

active, flexible resources in safety management, who show their resilience through their per-

formance variability and are considered the reason that things ‘go right’. Nevertheless, as 

research around this topic is mostly focused on processual and system-based factors rather 

than the psychological implications, and it indicates that H&S engaged workers are a crucial, 

cooperating part of a Safety-II approach. However, very few practical guidelines for com-

panies have been published that take the psychological, affective state of workers into ac-

count and give guidance on how to foster an engaging environment and support workers to 

adopt a Safety-II mindset. 

From a corporate perspective, the link between a positive climate and engagement was high-

lighted in the Molson Coors beverage company which reportedly saved $1.7 million in safety 

expenses by increasing employee engagement (Vance, 2006; Raines, 2011). Within the same 
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publication, engaged workers were found to be five times less likely than non-engaged work-

ers to be involved in hazardous incidents and seven times less likely to have to stay at home 

due to injuries. Not surprisingly, that meant a reduction of costs associated with safety inci-

dents by an average of $329 through employee engagement (Vance, 2006; Raines, 2011). 

While these reported outcomes cannot be clearly attributed to engagement alone, they show 

that large multi-national companies see the value in worker engagement, considering the 

number of incidents in MF settings alone in the UK, which could be avoided if workers were 

more engaged in safety issues. However, a brief exploratory literature search in Scopus 

brought to light that engagement in the context of safety (behaviour) and focusing on pro-

duction-line (PL) workers was still rare: 

Search terms: 

▪ PL context: manufac* OR production OR "shop floor" OR "blue collar" OR auto-

motive OR car OR assembly (all fields) 

▪ Engagement (abstract, title, and keywords search) 

▪ And to make sure that researcher retrieves publications on the psychological state of 

engagement, consideration of work by the following authors must have been in-

cluded in the references: schaufeli OR harter OR saks OR kahn OR maslach OR 

macey (references) 

▪ And consideration of safety context through the key words: "Safety different*" OR 

"safety-ii" OR "safety performance" OR "safety compliance" OR "safety behaviour" 

OR "health and safety" OR "safety culture" OR "safety climate" (abstract, title, and 

keywords search) 

The literature search (from May 2021) revealed only thirty-one publication. Notably, most 

of the identified research did not focus on manual PL workers but on mixed samples of 

unclear proportions, only managers or had no incorporation of either safety or PL workers. 

After having reviewed the papers, only three1 publications were found to have a focus on 

                                                 
 

1 This number does not include Homann et al. (2021) which is a result of this research (see Chapter 5) 
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manual workers’ experiences of engagement in the context of safety (performance), though 

none of them was solely focused on the PL worker’s experience, instead two were focused 

on construction workers (Lee et al., 2020; Ni et al., 2020), one on mining workers (Yuan, 

Li and Tetrick, 2015). In addition, none of the papers considered qualitative research meth-

ods or interventions. Therefore, the combined lack of qualitative research on workers’ sense 

making of their level of safety engagement as well as the lack of consequent empirical in-

tervention recommendations revealed a clear gap in WE research within a safety context. 

1.2 Emergence of the Research 

To this date, there is limited evidence of WE insights and evidence-based interventions in 

samples of PL workers within the context of safety. Even research on engagement interven-

tion overall is scarce and there is no clear agreement on guidelines on how to increase en-

gagement in organisations, with tested interventions varying including mindfulness exer-

cises, job redesign approaches or trainings on soft skills (Knight, Patterson and Dawson, 

2019). This research project broadly aimed to synthesise the findings from primary and sec-

ondary research into a proposal for an intervention framework in a production plant for PL 

workers.  

This research was a project sponsored by the Knowledge Economy Skills Scholarships 

(KESS 2), a scholarship fund that is focused on bringing together Higher Education and 

Welsh companies supported by European Social Funds (ESF) financed through the Welsh 

Government. This project was conducted in cooperation with the Ford Engine Plant (BEP) 

in Bridgend, Wales. The Partner Company sponsored this research as they perceived ele-

vated levels of accidents and of non-compliance with safety rules and procedures, which 

raised concerns. The BEP initiated this research project to help them increase what they 

referred to as ‘engagement with H&S’, beginning with an in-depth examination of their 

‘safety engagement climate’.  

It should be noted that this research was impacted by two events: The announcement and 

consequent closure of the BEP plant and the COVID-19 pandemic. This means that an adap-

tive and flexible approach were needed in order to be able to proceed with the project, while 

ensuring academic rigour. In June 2019, one year after starting the project, it was announced 
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that the plant would close in 2020. Therefore, the scope of this research project had to be 

adapted. The research originally planned to include safety climate considerations into the 

project and derive a safety engagement climate questionnaire from the research, as well as 

pilot a final intervention proposal in the plant. However, negotiations and discussions about 

the future of this research project in terms of company involvement lasted for more than a 

year, and during this time the outcome was very uncertain. Finally, an agreement was 

reached to keep on working with the original plant which meant having to adapt and working 

with a limited and potentially polarised sample during the de-commissioning phase. Further-

more, the focus of the research project was shifted from taking the climate consideration into 

account to solemnly and thoroughly focusing on engagement. Also, planned field work had 

to be refocused. While not having a concrete pilot to test the intervention in its target envi-

ronmental setting might be seen as limitation, this approach has been recommended to first 

explore the practicability and acceptability on a draft level before looking at the effectiveness 

of a full pilot (Hallingberg et al., 2018). This may allow a more detached look of the partic-

ipants undergoing the intervention to identify possible improvements. Furthermore, the pro-

spect of the plant closing allowed for the opportunity to consider a wider, more transferable 

research approach.  

Having adapted the research plan in the light of the plant’s circumstances, the global 

COVID-19 pandemic hit in the beginning of 2020, again requiring adaptability and flexibil-

ity to quickly amend the research plan. Focus groups were planned with the remaining BEP 

workers to create a primary intervention proposal using co-design workshops. Despite the 

COVID-19 lockdown of unknown duration bringing the research to a halt again, it was de-

cided to bridge the time by developing a first draft for the proposal of an intervention frame-

work based on the research and the supervisor team as a sounding board. This was then 

evaluated by the BEP workers in individual interviews to ascertain their perception on its 

practicability and possible improvements to still admit a level of co-design and ensure fit to 

the environment. This approach added strength to the research since individual interviews 

allow for deeper insights into the subject than focus groups (Sullivan and Forrester, 2019). 

As can be seen, despite these two events massively impacting the original research plan, 

through a pragmatic approach, flexibility and reflectivity within each step of the project, the 

quality of the research and its output was ensured.  
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1.3 Introduction to the Partner Company2 

The research (June 2018 - September 2021) was set in the BEP, an automotive MF facility 

of the Ford Motor Company, located in Bridgend, Wales (see Figure 1). While the Ford 

Motor Company heritage goes back as far as 1903, first founded by Henry Ford in Detroit 

(Dearborn), in the US, the Welsh plant first started its production of petrol engines in 1980 

and during the period of this study it was operating three production-lines (i.e. Sigma, 

AJ133/126 and Dragon) with about 1,700 employees on site, 1,350 of which were working 

in shop floor-vicinity jobs (such as assembly and machining lines). The total site covers over 

59 acres, and the plant floor covered over 1,500,000 ft2. The site produced engines for a 

variety of Ford vehicles (including Fiesta, B-Max, C-Max) as well as for Jaguar and Land 

Rover (Ford Bridgend Engine Plant, 2019). 

In 2018, the plant produced over 535,000 engines, equating to almost two engines every 

working minute, which were distributed worldwide (Germany, Spain, Russia, USA, Vi-

etnam, Thailand, Mexico, UK, Slovakia, etc.) (Ford Bridgend Engine Plant, 2019). 

 

                                                 
 

2 The information about the plant was gathered from talks with the then vice plant manager and an internal 
induction document, as no official documentation could have been provided. 
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Figure 1: Ford Bridgend Engine Plant (Aerial View) 

 

The employees were represented by a trade union and the plant had a SMS. The plant used 

both corporate and legislative (e.g. HSE) documents and guidance. In-house safety standards 

and policies detail how the plant seeks to manage H&S with respect to standards, reporting, 

responsibilities, and practices. H&S is documented as the number one company value and 

forms the core principles of an extensive body of safety communication measures (including 

regular H&S management meetings with H&S professionals, plant department heads and 

union representatives). 

An internal H&S culture questionnaire study was conducted in 2015 by the plant’s H&S 

department. The safety culture survey consisted of a questionnaire that had been developed 

for Ford by the Health and Safety Laboratory (HSL) and included two demographic ques-

tions (i.e. hierarchy level, working area [e.g. PL]), 25 statements with a 4-point Likert-Scale 

focusing on culture, including: “The company's concern for H&S is at least equal to its con-

cern for productivity and profit”, “At this location, management is taking H&S issues seri-

ously”, “At this location, overall attitudes to H&S are improving”, and one open-ended ques-

tion asking for respondents’ suggestions for improvements (“Please add your own Top 3 

improvement actions which you feel would best improve the overall safety within your area 

of work”).  

From the 373 surveys issued, responses were received from 182 people (i.e. 48.8%). In hind-

sight, the responsible safety engineer admits that this low participation rate was possibly due 

to a lack of promotion of the study within the plant. While no in-depth statistical analysis 

was conducted, the overall results show an almost balanced perception on all questions with 

neither positive nor negative weight. Specifically, 3,088 questions were answered positively 

and 1,462 negatively. The BEP communicated the following findings from the 2015 survey: 

▪ 96% of employees confirmed that they would follow an issued safety rule/procedure; 

▪ 93% of employees wanted to be more involved in safety walks or risk assessments; 

▪ 91% of employees confirmed that safety was their number one priority; 

▪ 87% maintained that they ensured that safe work practices were followed; 
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▪ 53% suggested that improvements are required on how we feedback on raised safety 

concerns/near misses; 

▪ 51% said that they wanted a better understanding of risk assessments. 

While these results sound rather positive, they need to be interpreted with caution, consid-

ering that only 373 surveys were issued in a plant of about 1,700 employees and only half 

of the distributed surveys were answered. It is possible that workers who felt disengaged 

might have refused to take part in such an initiative (de la Rocha, 2015). 

Within the plant, the documented safety reports indicated occasional severe safety events, 

with managers and internal H&S professionals also indicating an observed elevated level of 

non-compliant worker behaviour, e.g. minor incidents and accidents as well as a generally 

negative perceptions of H&S topics.  

In an e-mail from 26/01/2021, the vice-plant manager explained the following: 

“The trend in performance from 2013 to last year is very good in terms of first-time 

occupational visits [(FTOVs; see Figure 2)] but [2020] is not a representative year 

and this still means that up until 2018 we were still having 100 accidents per year. 

When you take into account a workforce that diminished from 2175 in 2013 to around 

1500 in 2018 (these are not exact figures) we have not improved as much as it ap-

pears.”(Davis, 2021) 

He then continued: 

“If you look at our lost-time case rate [(LTCR; see Figure 3)], which is a measure 

of how many accidents that cause people to be off work we have per 100,000 hours 

(a measure that takes into account our diminishing workforce), we have a much shal-

lower trend albeit slightly improving. I think we felt that there was very limited op-

portunity to improve the statistics without making the people change and that is why 

we attempted a cultural approach.”(Davis, 2021) 
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Figure 2: First-Time Occupational Visits in BEP 2013 – 2020 (Davis, 2021) 
 

 

Figure 3: Lost-Time Case Rate in BEP 2013 – 2020 (Davis, 2021) 

Therefore, the plant management in correspondence with the H&S department decided to 

take a more in-depth look into the safety culture of the plant and develop an intervention that 

increased the workers’ engagement with H&S. Consequently, discussions with the H&S ac-

ademic team at Cardiff Metropolitan University took place and the scope of the project was 

developed. Hence, this research project was initiated based on the perception of the plant 

manager and the H&S department that the workers do not show the safety engagement that 
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management would hope for, despite the company’s efforts to provide a safe environment 

through adequate personal protective equipment (PPE), standardised procedures and H&S 

awareness initiatives. 

1.4 Research Aim and Objectives 

The aim of this research project was to develop a proposal for an intervention framework 

which could be applied to increase engagement levels with H&S amongst the PL workers’ 

and potentially provide a framework which could be transferred to other MF organisations. 

In order to achieve this aim, the research met the following objectives: 

▪ Objective 1: Identify and synthesise the current literature to assert empirical evidence 

that links WE with H&S behaviour and mindset, and its connection to the Safety-II 

principle through a literature review. 

▪ Objective 2: Evaluate the existing body of research on WE interventions in a pro-

duction environment to derive measures of good practice and impact on increasing 

WE by conducting a narrative literature review. 

▪ Objective 3: Utilise a qualitative approach to identify factors influencing H&S en-

gagement in the plant through semi-structured interviews. 

▪ Objective 4: Synthesise the findings from the interviews and the narrative literature 

review to design a template intervention framework specific to the target group to 

improve workers’ H&S engagement in the production plant. 

▪ Objective 5: Collect and analyse qualitative perceptions on the template intervention 

framework proposal via a preliminary/exploratory feasibility study involving semi-

structured interviews: a) with the target group to assess and critically evaluate the fit, 

feasibility and practicability, and b) with external practitioners to assess and critically 

evaluate external validity and the transferability of the framework as well as to iden-

tify possible improvements. 

▪ Objective 6: Synthesize the findings of previous studies in the development of a pro-

posal for an intervention framework and guidelines improving H&S engagement in 

PL workers within the Safety-II mindset. 
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1.5 Philosophical Underpinning 

In order to understand the design of the research and the personal subjectivity and bias that 

influenced this research, this section provides a reflection of the researcher’s motivation to 

conduct the research, her experience, perceptions and beliefs. This will later build the base 

for the research’s underlying ontological and epistemological assumptions, the philosophical 

research approach that guided the research methodology and design. 

1.5.1 Personal Background and Motivation 

In the following section, the researcher describes what motivated her to get involved with 

this research project and the experiences she has experienced so far in similar settings. Since 

these are anecdotal and personal information, this section is written in the first person. Ad-

ditionally, this personal piece is supported by ‘anecdotal side notes’ reporting the re-

searcher’s first impressions in BEP which were recorded at the time, supporting the re-

searcher’s story. It should be noted that these anecdotal notes were merely the researcher’s 

observations and first impressions and are not based on scientific evidence. However, they 

were identified as potential sources of researcher bias and therefore, the researcher, through-

out her research, put particular care into being aware of these potential biases and not allow-

ing them to mitigate the research. The following is a personal statement from the researcher: 

Throughout my academic and professional career, I have been excited to understand why 

people behave as they do, and how and what different cues influence their behaviour. 

In my earlier role as a business consultant in the automotive industry but also already as a 

Bachelor student working in different production environments, I had the opportunity to 

have a look into most departments of a variety of global car manufacturers as well as differ-

ent production companies, from the production department via quality to aftersales, and I 

was always fascinated by the differences that existed in culture, mentality and processes of 

standardisation and execution not only across departments but also between companies. 

However, one thing that was the same in all departments, companies and industries was that 

when talking about H&S, people from management as well as shop floor level started to 

cringe or became sarcastic.  
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To me, when first visiting BEP, I had similar experiences, such as described in the following 

anecdotal side note: 

Anecdotal side note: 

During my first days at the plant, I was introduced as a PhD student to 

many different employees across all hierarchy levels. When explaining 

what the project was about the response by the interlocutor was almost 

the same every time: A “Good luck!” with a (smirk) grin and an under-

tone which I interpreted as being somewhere along the line of ironic, 

amused and/or patronising. This could be interpreted as an indication 

that firstly, employees have a personal aversion to H&S related topics, 

which leads to them not taking attempts to change the current climate 

and procedures seriously. Secondly, it could indicate that employees are 

aware of strong barriers between the H&S practices as driven by BEP 

management and the respective department and the workers on the shop 

floor. This interpretation can be supported by something, the senior 

safety engineer said to me: “There seems to be a clear divide between 

staff and management when it comes to H&S.”.  

More often than not, the workers I have met communicated that they perceived most safety 

policies or rules as inconvenient, simply useless or as being treated like children who cannot 

apply common sense and therefore, they tried to use short cuts or made it their personal 

challenge to avoid those procedures without being caught. 

Again, on my first visit to the plant, I came across a similar example of a worker neglecting 

safety rules due to a lack of perceived practicality: 

Anecdotal side note: 
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When I first visited the plant, me and my supervisor were taken on a 

safety walk with one of the safety engineers. We came across a forklift 

truck whose driver had the seat belt closed behind him, so the alarm was 

not set off, but it was not securing him either. When approached by the 

safety engineer and asked if he was aware that there is a rule that seat 

belts must be closed when operating the vehicle, the worker confirmed 

that he is aware of this rule. However, he added that closing the seat belt 

is impractical since he must move in and out of the seat regularly to do 

his job and he cannot do that fast enough, if he must lock and unlock his 

seat belt every time. That is why he chooses to use a short-cut.  

This encounter can be seen as an example that employees at the plant 

are aware of the policies yet choose to outmanoeuvre them because they 

feel they are inconvenient or hinder them to achieve other goals they 

must achieve. Additionally, it may indicate a general lack of communica-

tion between the creators of the rules and the people who must work with 

them on the shop floor. 

This applies to shop floor workers who, for example, were not wearing proper PPE because 

it was inconvenient or uncomfortable, as well as to supervisors, who, for example neglected 

safety walks or communicating safety information because they ‘had other things to do’.  

Even though I could relate to those views to a certain degree, I was always a bit puzzled by 

them: Were those measures, policies and procedures not designed to avoid harm for the em-

ployees and therefore every single one of them should very much care for them, since no 

one wants to be harmed at work or wants one of their co-workers to experience harm? Should 

it not be in the interest of each employee, no matter the hierarchical level or role description, 

to create an environment of wellbeing with ‘no one gets harmed’ as the minimum goal? And 

considering the number of policies, procedures and directions that usually existed around 

H&S despite the reactions towards the topic that I encountered, should there not be a more 

efficient way to transfer H&S (and consequently wellbeing) awareness and sensitivity onto 

workers’ behaviour and ultimately mind-set? 
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In an Austrian magazine it was once stated the following leadership advice: 

“What is thought is not yet said, 

what is said is not properly heard, 

what is heard is not properly understood, 

what is understood is not always accepted, 

what is accepted is not always applied, 

what is applied is not always kept.” 

(translated from German; Salfenauer, 1986) 

I am often reminded of this quote when talking to people not only about H&S but generally 

when it comes to policies and procedures. In most companies, many resources are occupied 

by designing, agreeing on and writing up pages and pages of policies, directions and similar 

documents. I have met employees, who were passionate about their ideas and output. How-

ever, due to a lack of communication (quality, quantity or simply penetration or focus), those 

ideas and output never really reached the target group or were not properly implemented. 

This is the same impression I got from BEP. The whole H&S team seems to me passionate 

about their work and genuinely cares for the BEP workers’ wellbeing.  

Anecdotal side note: 

When asking the H&S team why they are doing the job and what moti-

vates them, they all replied that they want to make sure that their col-

leagues are safe and that no harm happens to them. Plus, they show cre-

ativity and willingness to listen to the workers as well as taking the 

workers’ opinions seriously. They offer special campaigns to raise 

awareness (e.g. hand safety awareness week), offer different channels of 

conversation (e.g. an idea /comment box where (anonymous) notes can 

be sent to the team) and their general openness towards the researcher is 

an indication of them being open for change and outside feedback. 
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The safety team assured me that BEP has an impressive number of H&S documents, the 

team were diligent and thorough when it comes to safety walks and audits and were open to 

try new approaches. Yet, this passion it appears, is not perceivable by those working on the 

shop floor. 

 

 

Anecdotal side note: 

On one of the safety walks with a safety engineer, a situation was ap-

proached where two workers were on a cherry picker, while the supervi-

sor on the floor was not wearing appropriate PPE (i.e. he neglected to 

wear his safety helmet). While the safety engineer approached the super-

visor to discuss the situation, the two employees on the platform were 

smirking about their supervisor ‘being told off’ and were rolling their 

eyes about the situation. This reaction and behaviour can be interpreted 

as an indicator for an absence of respect towards the safety team and 

their agenda and/or a lack of ‘taking the safety rules seriously’. 

Scenes like this could be seen as an indication that the workers do not look out for themselves 

or for each other, yet others show a strong community spirit between the workers, as can be 

shown by the next anecdote: 

Anecdotal side note: 

A safety engineer, some workers and managers told me individually from 

each other that in order to warn each other that one of the safety engi-

neers or managers is walking the shop floor and might be monitoring 

them, the workers developed ‘secret calls’ that are transported via 

walkie-talkie or simple yelling. For example, a Tarzan-like yell means 
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that one of the safety engineers is on the floor, while the call ‘The eagle 

is landed.’ or ‘The duck is in the pond.’ means that a certain manager is 

around. Every manager and safety engineer has its own individual call 

or yell. When the workers hear this alarm, they adapt their behaviour ac-

cordingly. 

This behaviour can be seen as an indicator for a few different situations: 

1. An aversion to being monitored and controlled, so by being warned 

the workers know when to change their behaviour so they do not get 

caught. This may also relate to a great sense of community and ‘having 

each other’s back’: the workers are looking out for each other and trying 

to keep each other safe from negative feedback, thus showing social sup-

port which might be linked to engagement (Crawford et al., 2010). 

2. A divide between the management as well as H&S department and the 

workers: The workers see them as their ’enemies’ and try to outsmart 

them. Thus, this might be negative reciprocal behaviour based on the so-

cial-exchange-theory (Cropanzano and Mitchell, 2005; Agarwal, 2014) 

3. It may give them a sense of being in control and having power - which 

is recognised as paramount to employee motivation and wellbeing in the 

literature wellbeing (Eatough and Spector, 2014). 

 

Indications for a great community spirit can also found all around the 

plant. The researcher was told that poker tables, table tennis tables, and 

other equipment for group activities are being hidden on the premises by 

the workers. Yet, those group events are not official events that the com-

pany officially knows about or supports. They are unofficially organised 

and secretly conducted by the workers. 

Even though these anecdotal side notes were just individual snap-shot views of the plant, 

there were clear issues with H&S. On a positive note, the workers also showed a sense of 

unity and appeared to look out for each other. This encouraged me to pursue this project, as 
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there was a strong sense that the aim of the research could be met, to create a climate where 

the workers do not see management or the H&S team as the enemy, rather they can all work 

together to keep each other safe and contribute to each other’s wellbeing. The H&S chal-

lenge present called for further investigation before proposing any interventional recommen-

dations.  

In my previous role as a business consultant, I was responsible for running change manage-

ment projects including the design and implementation of effective training, communication, 

and involvement concepts. Therefore, I have a deep understanding of the challenges that 

come with successfully realising behavioural and mind-set changes by engaging employees 

in the change as the drivers for the development. After working for years in the corporate 

world, I appreciated using my knowledge, experience and capabilities to change the situation 

regarding H&S engagement levels of the workers in the plant and apply my skills to some-

thing meaningful for people’s well-being. Therefore, my goal has been to make not only a 

meaningful contribution to the current body of research, but also to develop recommenda-

tions on how to build interventions that would contribute to everyday well-being and safety 

in the workplace. Also, based on my own experience, I understand that in this kind of envi-

ronments, prior to designing an intervention it is of supreme importance to acknowledge the 

complexity of the organisation and focus on identifying and analysing the underlying drivers 

and factors first. In this research project with BEP, I saw an opportunity to achieve this goal 

and I felt that offering a ‘fresh pair of eyes’ to challenge Ford’s H&S culture would be ben-

eficial for the project and consequently, the company.  

The anecdotal notes give a clear indication of the importance of understanding the workers’ 

behaviour and mindset as well as the factors driving these. However, as mentioned before, 

the anecdotes as well as the initial motivational statement also served as a reflection on po-

tential initial bias. Hence, I was aware that this research could not be completely isolated 

from my own personal experiences, values and beliefs, which would always have had an 

impact on the interpretation and perception of the information consumed as well as the data 

analysed, also noted by Mays and Pope (2000). Therefore, it is important for a researcher to 

be aware and reflective about their underlying presuppositions, which could influence the 

view and interpretation of all aspects – input and output – translated through the researcher. 
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This view is supported by Weber (2004), who claims that there is no such a thing as objective 

research since all social research is fundamentally biased. 

Personally, I am a very driven and motivated person. I always enjoy learning new things as 

well as facing and overcoming challenges and am always looking for ways to improve the 

environment for myself and my peers. In my time as a business consultant, and previously 

during my undergraduate projects, I often came across people who strongly differed from 

me in that respect, who saw work as a means to an end to earn money, who either did not 

enjoy what they did and/or had no interest in improving their situation. Especially when I 

was younger, that was hard for me to understand and come to terms with. During my coach-

ing qualification training I reflected a lot on the fact that every individual has their own 

‘map’ of the world and their own belief system, and while they may not always share my 

motivation and view, individuals usually have a positive intention. I learned that in order to 

achieve a mindset or behaviour change, it is important to understand what motivates and 

drives the individual and what their ‘map’ looks like. Being aware of what my ethnograph-

ical vignette means to my research, I am particularly interested in the qualitative input of 

workers, yet need to be careful to not judge my participants’ input by my own standards or 

have my own value system manipulate my research. While the impact and limitations arising 

from the researcher as an instrument of the research, especially in qualitative research (Starks 

and Trinidad, 2007), is acknowledged, using reflective methods can help in taking the re-

spective precautions to be sensitive to the effect and consequence on my research (Gearing 

2004). This was done by keeping a research diary in which I reflected upon my progress and 

experiences on a regular basis (Houghton et al., 2013). Furthermore, the use of a structured 

and transparent process (e.g. using a structured question guide in the interviews) was used 

to add to the rigour of my research (Hiles, 2008). 

1.5.2 The Research Paradigm: Ontology and Epistemology 

Doing research always involves striving to reveal a new piece of truth and knowledge. There-

fore, it is important for a researcher to reflect on their own philosophical beliefs, at the outset, 

in order to explain the methodological approach. Lacey (2018) referred to this as the ‘re-

search paradigm’, a set of beliefs and practices that guide the research, consisting of the 

ontology, the epistemology and the methodology. Those beliefs also have an influence on 
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the researcher’s way of interpreting the observations and studied data (Matthews and Ross, 

2010).  

The way that individuals make sense of the world, how they perceive and what they believe 

about the world, reality and nature, is called ontology (Creswell and Poth, 2018). Should the 

social entities be considered as objective reality, or are they formed by social constructs such 

as beliefs and experiences, or by external factors? Simply put, the ontological stance is con-

cerned with the characteristic of reality and how reality is defined. 

Within the present research a critical realist view has been applied from an ontologist’s per-

spective, it is believed that there is a truth and reality, though it is accepted that it is impos-

sible (or at least exceedingly difficult) to observe or to measure it. A realism approach pos-

tulates that a reality exists, though there are dimensions that are hidden from senses and 

therefore not measurable. However, the impact those dimensions have is observable. There-

fore, hidden mechanisms and implications can be identified by theorising based on observ-

able outputs. Conjoining this with critical realism, it implies that power dynamics and hidden 

structures as well as mechanisms might be uncovered through the measuring of their out-

comes by using qualitative and quantitative research methods (Matthews and Ross, 2010). 

Critical realists argue that while there is a reality, humans can only perceive an image or 

sensation of such reality not the actual reality, thus individual mental processing of the sen-

sations are added onto the image perceived (Saunders, Lewis and Thornhill, 2009). How-

ever, within this stance it has been recognised, that the researcher’s own experiences may 

influence the researcher’s interpretations as well as the positions within the research. Hence, 

close to constructivism (Madill, Jordan and Shirley, 2000), it is further acknowledged that 

the truth or reality that is believed to be perceived, is an individual construction of interpre-

tations, interactions and perceptions. Each participant of the research will have an individual 

view on how to make sense of the world. 

Engagement is defined as “a positive, fulfilling, work-related state of mind that is character-

ized by vigour, dedication, and absorption” by Schaufeli et al. (2002, p. 74), it is assumed 

that beliefs, values, state of mind as well as emotions (i.e. vigour, dedication, and absorption) 

are highly subjective, internal and unconscious. However, the output that those subjective 
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elements in an interaction create might be an observable construction of reality and people’s 

behaviour can be assumed to be influenced by the individual’s perceptions of reality. 

Closely linked to the discussion about the researcher’s ontological stance, lies epistemology 

as the theory of knowledge: it defines the view of what knowledge is and how humans can 

gain knowledge as well as what can be seen as acceptable knowledge (Blaikie, 2007). Con-

sidering that psychological states, such as WE, attitudes towards H&S or topics, such as an 

organisational culture, are not tangible ‘things’ but are subjective constructs of individual 

views that only the individual can help understand and vice versa (Sunstein and Chiseri-

Strater, 2012), a social constructivist’s view was adapted for this research. It is acknowl-

edged that the truth or reality that is perceived, is an individual construction of interpreta-

tions, interactions and perceptions, and each participant of the research will have an individ-

ual view on how to make sense of the world and throughout those different realities. The 

researcher aimed to establish meaning relative to the subject under study (Creswell and Poth, 

2018). Therefore, the research can only aim to capture a combined reconstruction of multiple 

perceptions of truth which will also be tainted by the researcher’s interpretation of the data, 

since the researcher will co-construct the perceptions formulated by the participant (Guba 

and Lincoln, 2013). However, considering the subjective construction of reality, people’s 

behaviour can be assumed to be influenced by the individual’s perceptions of reality. 

Therefore, prior to designing the intervention recommendation, it is important to understand 

how the workers in the plant perceive their safety engagement levels, the relationship dy-

namics surrounding that topic with co-workers and attitudes towards those relationships, and 

what resources and demands support or hinder their safety performance and engagement as 

well as how those dimensions influence their behaviour. Through those insights, the goal is 

to identify driving factors, such as promoters and hindering factors, such as barriers, and 

thus, design interventions that address those perceptions and dynamics leading to an in-

creased H&S performance, engagement, and consequently, engagement in safety culture. 

Even though it has been argued that reality is difficult to measure due to the (co-)construction 

of knowledge and reality, the resulting complexity can only be assessed and aimed to be 

understood through personal interactions (e.g. a qualitative approach). Furthermore, a prag-

matic approach has to be adopted to derive recommendations for enhancing the perceived 

shared H&S engagement culture and climate in either one or several areas in the plant. 
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1.6 Research Methods 

Since the aim of the research was to explore and understand the BEP workers’ H&S engage-

ment drivers and then design a tailored intervention for these workers, the research can be 

considered a case study setting, in which the BEP served as the case. A ‘case’ is defined as 

a particular and defined phenomenon that is selected to be studied and the focus in such 

studies is on the ‘how’ and ‘why’, instead of ‘how much’ and ‘how many’ (Schwandt, 1997). 

In a case study design the expectation is on gathering information about the singular subject 

of study (i.e. case) at hand and exploring its complexity and specification (Stake, 1995). 

In research, three different kinds of case studies have been identified (Stake, 1995): 

1. The intrinsic case study, in which the focus is on exploring a particular case. 

2. The instrumental case study, in which the study of one case is conducted to derive 

solutions for a general problem and to follow an external interest. 

3. The collective/multiple case study, in which an instrumental case study is enhanced 

into several cases that are being studied to gain a deeper understanding. 

As this research focused entirely on the BEP and aimed to consequently develop recommen-

dations to enhance the plant workers’ H&S engagement, this research could be defined as 

an intrinsic case study. A common misconception of case study research is that one single 

case cannot provide generalisable knowledge (Flyvbjerg, 2006). While not formally gener-

alisable, research from case studies may still offer the potential of additionally adding valu-

able insights to the body of knowledge and contribute to scientific progress (Flyvbjerg, 

2006). In this case specifically, by adding insight into drivers for safety engagement among 

PL workers, as well as potentially transferable intervention guidance for other production 

plants to consider. Case studies are known to support multiple methods to provide insight 

into the specific social world (Coffey and Atkinson, 1996). Indeed, generalisability is a con-

cept often used in qualitative research that is deemed by many qualitative researchers a point-

less goal since qualitative research aims for a deeper understanding of a particular sample 

and the context-bound knowledge generated (Johnson, 1997). However, if the context of the 

research is described in great enough detail, readers can make an educated decision as to 
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how far the presented research can be transferred to their own context (Lincoln and Guba, 

1985), hence a flexible generalisability can be assumed (Braun and Clarke, 2013). 

Considering the complexity of developing H&S interventions, the Medical Research Coun-

cil’s (MRC) guidelines3 were used to guide the design of the intervention in this research 

(Craig et al., 2019; O’Cathain et al., 2019) (see Figure 4). The present research first focused 

on identifying an evidence base rooted in the research, as well as relevant theories  (“Devel-

opment” Step 1; Chapter 2 to 5). Throughout the process of identifying and analysing the 

evidence base, theory was developed as a base for the intervention design (“Development” 

Step 2; Chapter 2 to 5 and Chapter 6.2) Then based on the synthesise of the previous find-

ings, the first draft of an intervention proposal was designed (“Development” Step 3; Chap-

ter 6). Next, the research tested and evaluated the intervention proposal for feasibility and 

potential effectiveness under consideration of recruitment as well as the change process 

(“Feasibility/ Piloting” Step 1; Chapter 7). Hence, it can be seen, that within the four key 

elements of the MRC, only “Development” and “Feasibility/ Piloting” were addressed in 

this research project (see Figure 4), while the other two elements could not be tackled within 

this project, due to the limited scope (i.e. closure of the plant; for details refer to Section 

1.2). 

                                                 
 

3 Following, when referring to the Medical Research Council’s (MRC) guidelines and framework, the acronym 
‘MRC’ will be used. 
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Figure 4: Key Elements of the MRC (Reproduced From Craig et al. (2019) 

 

As H&S engagement can be considered a complex psychological construct, it is important 

to understand the underlying perceptions and mindset, as well as the significance of the fac-

tors that impact workers’ behaviour and meaning-making. This will aid in designing inter-

ventions that increase the workers’ H&S performance and engagement. While a mixed 

method design was considered, for practicality reasons and due to the nature of the investi-

gation, it was decided that the aim of the research could best be met using a qualitative 

research approach (Hughes et al., 2016; Sullivan and Forrester, 2019), with semi-structured 

interviews offering the right level of flexibility; adapting to the flow of conversation and 

meeting the participants’ needs whilst also addressing the specific areas of investigation 

through an in-depth qualitative approach (Turner, 2010). However, it should be acknowl-

edged that several researchers have stressed that information gathered in interviews can only 

be recalls and observations of experiences and understanding, not a reproduction of the real 

world (Mason, 2002; Charmaz, 2006). This is supported by the philosophical consideration 

of constructivism, which needs to be taken into account when interpreting the data. However, 

interviews met the right level of pragmatism such as fitting into the busy environment of a 

running plant (Braun and Clarke, 2013). Based on the findings of the interviews, and evi-

dence from a narrative literature review on engagement interventions and their effectiveness, 

a proposal regarding an intervention framework to enhance the BEP workers’ H&S engage-

ment was designed. The acceptability and workability of the draft intervention proposal were 

then evaluated using semi-structured interviews with the BEP employees. Furthermore, in 
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order to test for external validity and transferability of the intervention proposal interviews 

with external practitioners were conducted as well. The following diagram summarises and 

outlines the research process under consideration of the research objectives as well as the 

presented research theory and gives an indication of the structure of the thesis (see  

Table 1). 

Table 1: Research Outline 

Research Aim: 
Develop a proposal for an intervention framework which could be applied to increase engagement levels 
with H&S amongst the PL workers’ and potentially provide a framework which could be transferred to 
other manufacturing organisations. 
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Objective 1: 
Identify and synthesise the current litera-
ture to assert empirical evidence that links 
WE with H&S behaviour and mindset, and 
its connection to the Safety-II principle 
through a literature review. 

Method: Literature 
review 

Initial literature 
background on WE 
and with a focus on 
H&S (Chapter 2) 
WE with a focus 
on PL workers 
(Chapter 3) 

Objective 2: 
Evaluate the existing body of research on 
WE interventions in a production environ-
ment to derive measures of good practice 
and impact on increasing WE by conduct-
ing a narrative literature review. 

Method: Narrative 
literature review 

Literature Review: 
Engagement Inter-
ventions in a PL 
Worker Context 
(Chapter 4) 

Objective 3: 
Utilise a qualitative approach to identify 
factors influencing H&S engagement in 
the plant through semi-structured inter-
views. 

Method: Semi-
structured inter-
views 
Participants: BEP 
employees 

Interviews on en-
gagement level and 
drivers in the con-
text of safety in 
BEP  
(Chapter 5) 
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Synthesise the findings from the inter-
views and the narrative literature review to 
de-sign a template intervention framework 
specific to the target group to improve 
workers’ H&S engagement in the produc-
tion plant. 

 
First Draft of a pro-
posal for an evi-
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vention framework 
(Chapter 6) 
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Collect and analyse qualitative perceptions 
on the template intervention framework 
proposal via a preliminary/exploratory fea-
sibility study involving semi-structured in-
terviews: a) with the target group to assess 
and critically evaluate the fit, feasibility 

Method: Semi-
structured inter-
views 
Participants: a) 
BEP employees, b) 
External practition-
ers 

Exploratory feasi-
bility study evalu-
ating the interven-
tion framework 
(Chapter 7) 
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MRC stage Objective Approach Output 

and practicability, and b) with external 
practitioners to assess and critically evalu-
ate external validity and the transferability 
of the framework as well as to identify 
possible improvements. 

Objective 6: 
Synthesize the findings of previous studies 
in the development of a proposal for an in-
tervention framework and guidelines im-
proving H&S engagement in PL workers 
within the Safety-II mindset. 

 
Considerations for 
improvement on 
the proposal for an 
intervention frame-
work (Chapter 7) 
Development of 
the ‘9-Point Plan 
for H&S Engage-
ment in PL Work-
ers’ (Chapter 8) 
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Chapter 2 - Literature Background: 

An Initial Review of the Literature 

2.1 Introduction 

Over the past 50 years there have been a number of global catastrophic industrial incidents 

that have captured the concern and attention of society, such as the Three Mile Island inci-

dent in 1979 in the USA, the reactor accident in Chernobyl (Ukraine) in 1986 or the Conti-

nental Express Flight 2574 crash (Texas, USA) in 1991. These events have drawn the pub-

lic’s attention to safety (Meshkati, 1997; Cox and Flin, 1998; Jin and Chen, 2013). The in-

vestigations of those events have highlighted the role of human behaviour as an underlying 

cause of incidents (Mason, 2004; Griffith, Livesey and Clayton, 2010). However, public 

inquiry reports have also proposed that these behaviours reflect or are a manifestation of the 

‘safety culture’ of the organisation.  

2.1.1 A Brief History of Safety Management Approaches 

Within the first half of the twentieth century, the focus of safety was on technological prob-

lems and the cause-effect approach, whereas in later years, the focus has switched to human-

based problems and safety culture, as well as resilience engineering (e.g. Hollnagel, Woods 

and Leveson, 2007). This observation is supported by Nazaruk (2011), who identified four 

evolutionary stages of safety (Zohar, 2014): 

(1) From 1940 to 1960 machinery malfunction was the main contributor to accidents, 

therefore the focus was on hardware improvements (Cooter and Luckin, 1997). 

(2) From 1960 and 1980 human error was considered to be the link to most accidents 

and humans were seen as the frailest linkage in the system (Gordon et al., 1996).  

(3) The focus then shifted to the interoperation of human and technical factors (Cooter 

and Luckin, 1997). 

(4) Taking safety culture into account is the current stage of safety (Wiegmann et al., 

2004; Health and Safety Executive, 2005).  
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Recently, a fifth stage can be included: Safety-II, focusing on workers as valuable sources 

of resilience and safe working (Hollnagel, 2014b). 

In support of this historical development, Hollnagel (2004) stated that human error accounts 

only as a tenuous link to accidents since a series of events connected to individual human 

error is usually accountable for a negative event. Thus, only focusing on the error and the 

direct cause-related dimensions may not show the whole picture and important underlying 

factors might be missed. Hollnagel and his colleagues (2007) argued that safety is not some-

thing that the organisation has due to safety-proof systems and processes but more as a result 

of what the system does. In addition, H&S definitions neglect to explicitly consider the psy-

chological wellbeing of individuals, and one could argue that psychological safety is an as-

pect of an individual’s physical health and welfare. 

2.1.2 Safety Culture and Climate 

While the Chernobyl International Nuclear Safety Group’s (INSAG) Summary Report did 

not reference any academic investigations, they were the first to coin the term ‘safety culture’ 

(Choudhry, Fang and Mohamed, 2007), defined as: 

“the product of individual and group values, attitudes, perceptions, competencies, 

and patterns of behaviour that determine the commitment to, and the style and pro-

ficiency of, an organisation’s health and safety management” (Advisory Committee 

on the Safety of Nuclear Installations, 1993, p. 23).  

From an academic perspective, the term ‘safety climate’ was derived from the study of or-

ganisational climate by Schneider (1975), later described by Zohar (1980, p. 96) as the sum 

of staff’s shared perceptions on their work environment that guide their behaviour. Most 

renown is the definition of organisational culture by Schein (1985, p. 19): 

“A pattern of shared basic assumptions that was learned by a group as it solved its 

problems. The group found these assumptions to work well enough to be considered 

valid and, therefore, to be taught to new members as the correct way to perceive, 

think, and feel in relation to those problems.” 

Culture and climate are often used synonymously and within the literature researchers strug-

gle to agree on a clear distinctive definitions (Wiegmann and Von Thaden, 2002; Wiegmann 
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et al., 2004; Nazaruk, 2011). Safety culture is often associated with a focus on values and 

beliefs that guide behaviour and represents a stable construct, based on the concept of or-

ganisational culture by Guldenmund (2000). Safety climate is often described as a surface 

portrait of the culture and, therefore, a more fluid construct (Cox and Flin, 1998). Cox and 

Flin (1998) described culture as the personality of an organisation while the climate is the 

current mood. This perception is supported by Wiegmann et al. (2002) who defined safety 

culture as ‘enduring’ and safety climate as ‘situational’. However, until now, the academic 

world has not settled on a clear and unambiguous definition for either. In accordance with 

the previous definition, in this research project, the term ‘safety climate’ will be used because 

of its relevance in assessing the current ‘state of mind’ and feelings towards H&S. 

In spite of the different attempts to define and distinguish the two concepts, no collective 

understanding could be found (Jeffcott, Pidgeon, Weyman, & Walls, 2006). 

Several studies have been undertaken in order to understand, what factors influence safety 

culture and consequently how to measure the state of safety culture (among others: Clarke, 

2000; Flin et al., 2000; Wiegmann et al., 2004). Nazaruk (2011) prepared an overview that 

compares six meta-analyses of factors influencing safety culture identified in all studies . He 

coded the similar topics in similar colours and found that some factors are mentioned in 

almost all analysed studies, such as leadership and employee involvement\ empowerment, 

others are more rarely mentioned, such as communication, competence, and management 

system. He concluded that the variety of factors means that there is still an incongruence in 

definitions and in regard to indicators. Further, he drew the conclusion that leadership and 

management involvement in H&S topics, as it is mentioned in six out of six meta-analysis, 

is the most important influencer of safety culture. 

While much research has been conducted to understand the factors that promote a successful 

safety climate, there is a lack of a single clear solution (Mearns, Whitaker and Flin, 2003). 

However, a systematic literature review by Shannon and colleagues (1997), including ten 

papers that offered comparisons between at least twenty organisations, showed that a com-

bination of safety management and cultural/social contributors influenced safety perfor-

mance. One could argue the result may be skewed since synthesising these various study 

findings could prove problematic due to the differences in definitions of the term climate 
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and its underlying factors, as well as issues due to different research designs (e.g. the assess-

ment tools) and the lack of quantitative pooling. However, the overall conclusions of the 

literature review were still in line with other findings, which linked safety climate scales and 

safety management practices with lower accident and incident rates (Mearns, Whitaker and 

Flin, 2003). 

Further research suggests that a combination of safety management and cultural/ social con-

tributors influence safety performance (Shannon, Mayr and Haines, 1997; Mearns, Whitaker 

and Flin, 2003). While safety management factors are important, the social aspect in terms 

of empowering leadership and building a trusting relationship between supervisors/ manage-

ment and workers is believed to be a strong contributor of safety performance (Shannon, 

Mayr and Haines, 1997; Pidgeon and O’Leary, 2000; Mearns, Whitaker and Flin, 2003). 

Ultimately, workers have their own individual beliefs and values which in-fluence their mo-

tivation and behaviour (Griffin and Neal, 2000). To enhance safety performance those be-

liefs and values toned to be fulfilled for workers to engage in health and safety at work 

(Wachter and Yorio, 2014). Supporting this, Nahrgang, Morgeson and Hofmann (2011) 

found that there is a positive relationship between the perception of safety culture and safety 

engagement of workers.  

This has manifested itself in more practical H&S guidance by the HSE in the UK, such as 

HSG65. It should be noted that in the HSE report, worker engagement was defined as em-

ployees “have[ing] the opportunity to influence both management and other workers’ deci-

sions” (Cameron et al., 2006, p. ix), indicating a more participatory or involvement-based 

understanding of the term engagement. 

2.1.3 Initial Observations of the Link between Safety Culture/Climate and Engagement 

Focusing on the social cultural factors, when defining safety culture, Cooper (2016) 

acknowledged the importance of employee engagement in safety culture, a major contributor 

to what he called a ‘Safety Partnership’, a cooperation construct between workers, leaders 

and managers to work together on safety. However, that study made no clear reference to 

how they specifically considered engagement to be defined. Similarly, Lawani et al. (2017b) 

proposed a worker engagement maturity model for the construction industry, having used 

Cameron et al.’s (2006) HSE report on worker engagement as a basis. Thus, while these 
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models incorporate the notion of WE, they may have an alternative, more behavioural view 

of the term WE (see more on the subject of synonymous use of the term WE in Section 

2.3.3). 

Furthermore, as already briefly mentioned in the introduction (see Section 1.1), it has been 

previously shown that engaged employees are found to be more likely to work safely 

(Nahrgang, Morgeson and Hofmann, 2011). 

2.1.4 Objective of the Literature Review 

As it shows potential to improve safety climate and performance, the literature review in this 

chapter aims to analyse and determine whether H&S outcomes in the MF industry could be 

enhanced by improving workers’ engagement. In order to achieve this aim, the literature 

review had the following objectives:  

(1) to examine and define worker engagement;  

(2) to identify factors that are associated with worker engagement; 

(3) to identify literature investigating the role of engagement in relation to H&S 

outcomes; and  

(4) to categorise specific topics that should be explored through surveys or interviews in 

a PL context to identify whether the antecedents for a positive H&S engagement are 

present, or take a unique form in the automotive context. 

By meeting these specific study objectives, the overall Research Objective 1 will be 

achieved: 

Objective 1: Identify and synthesise the current literature to assert empirical evidence that 

links WE with H&S behaviour and mindset and its connection to the Safety-II principle 

through a literature review. 

2.2 Change in Approach Regarding H&S 

Responding to research findings and following the lessons learned from the negative safety 

events which have been reported in the media, practical approaches need to be developed 

for organisations to adopt as part of their H&S approach. Building on from their previous 
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work on resilience engineering, Hollnagel et al. (2004; 2015) went on to consider the devel-

opment and mindset shift within safety that has to be reached in order to achieve an increased 

safety performance and robustness to changeable circumstances. This publication distin-

guished between two concepts, which they called ‘Safety-I’ and ‘Safety-II’ (Hollnagel, 

Wears and Braithwaite, 2015). 

2.2.1 Safety-I 

Safety-I describes a safety culture in which humans are perceived as a liability whereby 

things go wrong because of failures in or due to technology, procedures, organisation or 

workers. Safety is presumed to be the absence of accidents or failure and risk assessments 

determine the likelihood of their occurrence. From a Safety-I perspective, safety investiga-

tions focus on finding causes and contributory factors of a specific event. Consequently, 

occupational safety is seen from a ratio-logic perspective with linear cause-effect relations 

(i.e. the ‘causality credo’), whereby systems are presumed to be bimodal: they either function 

or they do not. Therefore, in Safety-I, safety management starts when a negative event occurs 

or a risk has been identified and, hence, the effectiveness is dependent on the level to which 

safety risks are known, predictable and manageable (Hollnagel, 2008b, 2008a). However, 

even though humans are seen as one of the major error sources, positive aspects, such as 

their flexibility or resourcefulness are not considered in this concept. 

The mindset of Safety-I is reflected in sequential accident models, such as Heinrich’s ‘Dom-

ino theory’ or his ‘Accident triangle’ (Heinrich, 1954), building on the assumptions that 

accidents arise sequentially and therefore can be prevented by removing the faulty unit, nurs-

ing a linear accident causality while ignoring the complexity of systems.  

2.2.2 Safety-II 

Contrary to the Safety-I concept, Safety-II assumes that humans are clever, proactive, flexi-

ble resources, who show their resilience through their performance variability, for example, 

being able to match their behaviour and change their routines depending on the individual 

circumstances. Furthermore, they are considered the reason that ‘things go right’. Aside from 

this major difference, Safety-II cannot be seen as the opposite to Safety-I, rather it is an 

evolution of it that still incorporates certain aspects of Safety-I but adds additional elements 

and broader views (see Table 2 to compare the two approaches). The focus of Safety-II is on 
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things that go right and appreciating these, instead of only focusing on the negative events, 

however, risk assessments and the analysis of negative events is still part of safety manage-

ment. Consequently, the aim is to understand how a generally safe working state (i.e. ‘things 

going right’) is achieved and what benefits it, instead of focusing on events or things that 

could occasionally ‘go wrong’. In terms of assessing risks, attention should be focused on 

where performance flexibility can be challenging or difficult to monitor and where necessary 

resources are missing. Proactive anticipation of events and situations should be developed 

in order to drive a Safety-II culture.  

Table 2: A Comparison of Safety-I and Safety-II (Reproduced From Hollnagel (2014b, p. 145)) 

 Safety-I Safety-II 

Definition of safety As few things as possible go wrong. As many things as possible go 
right. 

Safety management principle Reactive, respond when something 
happens, was categorised as an un-
acceptable risk. 

Proactive, continuously trying to 
anticipate developments and 
events.  

Explanation of accidents Accidents are caused by failures 
and malfunctions. The purpose of 
an investigation is to identify cause 
and contributory factors. 

Things basically happen in the 
same way, regardless of the out-
come. The purpose of an investi-
gation is to understand how 
things usually go right as a basis 
for explaining how things occa-
sionally go wrong. 

Attitude to the human factor Humans are predominantly seen as 
a liability or a hazard. 

Humans are seen as a resource 
necessary for system flexibility 
and resilience. 

Role of performance 
variability 

Harmful, should be prevented as far 
as possible. 

Inevitably but also useful. Should 
be monitored and managed. 

Note: Table reproduced with permission of the author 

In summary, Safety-II advocates safety through establishing robustness as it is acknowl-

edged that systems frequently change and are complicated and thus, can never be fully un-

derstood. Therefore, the organisation, as well as the individuals, must be able to adapt their 

performance to meet the ever-changing requirements and demands. However, this system 

may propose some challenges in terms of practicality as the consideration of (all) systemic 

factors impacting work safety may prove difficult, sometimes to a certain extent impossible. 
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2.2.3 Concepts Similar to Safety-II 

Safety-II is not a new or unique concept, it is based on resilience engineering, fragility en-

gineering and is similar in many ways to what Dekker (2015) called ‘Safety Differently’ or 

Sharman (2018) called ‘Naked Safety’. All definitions have set their focus on the same prob-

lem, they have a system approach, though their approaches may differ slightly when looking 

into the details (Hollnagel, Wears and Braithwaite, 2015; Salmon et al., 2017; Thoroman, 

Goode and Salmon, 2018; Martinetti et al., 2019). All forms of Safety-II approaches empha-

size the need to de-bureaucratise safety and trust the workers in their ability to understand 

their job and make educated decisions, while additionally focusing more on the resilience of 

processes through human behaviour (i.e. why do things usually go right), allowing workers 

more flexibility to react to the ever-changing work environment. Furthermore, safety resili-

ence is considered to be impacted by multiple factors, as well as influenced by performance 

inconsistency (Thoroman, Goode and Salmon, 2018). The lean towards involving workers 

more in business development and decisions can be seen as similar and linked to the evolu-

tion in HR practices, beginning in the 1980s (Lawler, 1986; Lawler, Mohrman and 

McMahan, 1995; McMahan, Bell and Virick, 1998).  

For the purpose of this research project, ‘Safety-II’ will be the term that will be used to refer 

to the summarised principles of Safety-II, Safety Differently and similar concepts. It is 

acknowledged that the researcher condensed characteristics that may not be necessarily part 

of Hollnagel et al.’s (2015) Safety-II definition, some characteristics are concepts by Dekker 

(2015) or others. Consequently, in this research project, the term ‘Safety-II’ refers to a blend 

of the different concepts discussed above. 

2.2.4 Application of Safety-II in the Business World 

In the everyday business world, practitioners often use a mixture of the Safety-I and Safety-

II approaches, depending on certain factors: the experience of the people, nature of work and 

tasks, management (Hollnagel, 2014b; Hollnagel, Wears and Braithwaite, 2015). In his mas-

ter’s thesis investigating the application of Safety-II measures, Turner (2017) found that to 

implement Safety-II procedures into cognitive work analysis in order to understand the work 

done, risk analysis for measuring resources and giving workers authority and recognition 

were most often utilised. However, most specialists reported that they were also still using 
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traditional methods due to the management’s fear of change and their trust in the established 

methods (Turner, 2017). These findings are supported by a critical literature review by 

Thoroman and colleagues (2018), who analysed 155 papers on twenty near-miss incident 

reporting systems and identified a gap in the implementation of analyses focusing on sys-

temic rather than linear factors in the study of near miss incidents. 

2.2.5 A Discourse: A Scoping Literature Review on Safety-II Interventions 

A scoping literature review on Safety-II intervention recommendations was conducted. The 

literature review aimed to draw from the findings made in Safety-II intervention studies and 

explore what intervention designs have been used so far to promote Safety-II.  

Study Design 

The search was conducted in April 2020, within Scopus, for interventions applied in the 

context of a Safety-II approach. An overview of the process can be found in Table 3.  

Results 

After an in-depth search, nineteen papers were found to be relevant to the scope of the liter-

ature review, presenting an intervention with the aim to promote or in the context of Safety-

II.  

Most papers focused on the assessment of the procedural landscape and only mentioned 

derived intervention recommendations on the side without offering further details. Fifteen 

papers aimed to assess ‘work-as-done’ to derive recommendations for interventions, and of 

these seven used Functional Resonance Analysis Method (FRAM) (details see Table 4).  

Only two papers offered designated interventions: a training programme for reflection skills 

regarding actions and behaviour (Chain et al., 2018), and an intervention that increased mo-

rale, balanced feedback and possibly performance (Wahl, Kongsvik and Antonsen, 2020). 

Two papers offered recommendations on how to improve safety behaviour, through changes 

in the supervisor role (based on a literature review) (Provan et al., 2020) and through the 

introduction of an Individual Latent Error Detection method (development described in the 

paper) (Saward and Stanton, 2018). 

An overview of all relevant studies as well as their focus can be found in Table 4. 
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Table 3: Process Scoping Review Safety-II Interventions 
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Table 4: Safety-II Intervention Literature Review: Included Publications (n=19) 
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Discussion 

The review revealed that most published papers described attempts that only focused on the 

analysis of the system, not the psychological factors associated with the workers. Hereby, 

the Functional Resonance Analysis Method (FRAM) created by Hollnagel (2012) was 

mostly used to identify and analyse ‘work-as-done’ (as opposed to ‘work-as-planned’) to 

consequently define improvements that can be implemented to increase resilience. 

FRAM is an analysis tool that facilitates understanding of how variability is distributed 

within a socio-technical system, designed by Hollnagel (2012, 2014). It aims to understand 

how work is being done (including the understanding of systemic functions and their de-

pendencies), thereby the function variability, and how to increase adaptability to unforeseen 

situations. The presented review shows that most of the previous approaches focus only on 

the identification and analysis of ‘work-as-done’ versus ‘work-as-planned’ and the proce-

dural aspects of resilience and safety and, to a lesser extent, the psychological factors that 

support function variability and safety resilience. The essentially quantitative tools identify 

and analyse the structure and behaviour of a system. However, the review showed that very 

little research suggested practical advice beyond the assessment of an organisation. Under-

standing the resilience produced by the workers’ unofficial work (‘work-as-done’) is a vital 

component of Safety-II that should not be neglected, and offers valuable learning regarding 

process improvements but also risk assessments. Despite this, to date, publications have of-

fered few insights beyond the analysis of work behaviour and process adaptions.  

The publications focusing on assessments, as well as some intervention papers, have high-

lighted the importance of reflection on decision-making and behaviour. Wahl et al. (2020) 

suggested that part of their intervention success with their simulator-based training was due 

to the joint reflection of participants on events. Similarly, in their research comparing dif-

ferent Individual Latent Error Detection techniques, Saward et al. (2018) found ‘Stop, look, 

listen’ to be the most efficient and effective approach for identifying system-induced errors 

through identification of system cues. Hence, implementing designated processes and times 

to reflect on past and present safety (positive and negative) events, how they have been han-

dled and what could be improved, might be beneficial to enhance resilience and, therefore, 

safe behaviour. 
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Provan et al. (2020) recommended, based on their own synthesis of the literature, that in 

order to support organisations and workers in a Safety-II approach the understanding of their 

own role needs to adapt. Thus, they coined the term ‘Guided Adaptability’ which describes 

the approach that safety professionals need to support their workers, through a guiding and 

coaching role concerning the workers and supporting them in their work in becoming more 

adaptable and autonomous (Provan et al., 2020). In the paper, the authors held the view that 

Safety-I is characterised through ‘centralised control’ which utilises the SMS, behavioural 

safety and safety culture to align and control the individuals’ behaviour with respect to the 

occupational safety regulations and procedures. In contrast, ‘Guided Adaptability’ through 

the enablement of the individuals and the organisational structures was described to be the 

aim of Safety-II. In this system, it is acknowledged that fixed plans and procedures are fun-

damentally flawed and therefore not able to provide for the complexity and disruptions in 

the world today. This underpins the capability of the workers in the system to react and adapt 

flexibly based on their own personal expertise and synchronise tasks with other workers and 

units to achieve common goals and resolve conflicts. This results in a changed role for safety 

management and, thereby, the safety professional. Instead of controlling and monitoring, the 

main activity now lies within guidance and facilitation of resources. For an organisation to 

implement ‘guided adaptability’ the four main characteristics of Hollnagel’s (2014) Resili-

ence Analysis Grid (RAG) must consider the efforts provided by the organisation: anticipa-

tion, readiness to respond, synchronisation and proactive learning. To incorporate these main 

principles, a ‘Just Culture’ (Dekker, 2012) needs to be created, in which employees can make 

their own decisions without fearing repercussions. However, safety professionals need to 

adapt their understanding of their role and activities to support safe adaptation at work. While 

this view by Provan et al. (2020) entirely focuses on the role of safety professionals and 

neglects the influence of other safety leading roles, such as leaders and supervisors, it high-

lights the importance of adapting role understanding in these safety relevant roles in order 

to guide and support workers.  

The research surrounding the ‘Yaytix’ programme by Chain et al. (2018) in a hospital setting 

displayed how balanced feedback through the implementation of a positive feedback mech-

anism can impact morale, as well as safety behaviour positively. Through the implementa-

tion of a tool to which employees can nominate someone in the organisation who showed 
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‘excellent’ performance, the morale within the team was improved and development poten-

tial was identified. The perceived increase in morale might be explained by an increase in 

meaningfulness for the individual workers via the positive feedback and therefore the ac-

knowledgment of their work – one key antecedent of WE (Kahn, 1990). While the study’s 

generalisability is limited through the small sample-size and potentially through the bias that 

was being introduced through the subjective measurement techniques, indications can be 

drawn to the importance of balanced feedback, which is in line with this research’s findings 

from the interviews. Interestingly, the authors reported that not only were outstanding per-

formances nominated, they also appreciated meeting the expected standard of behaviour un-

der higher pressure or workload. The researchers theorised that the acknowledgement of 

‘even’ standard behaviour, including under challenging circumstances should not just be 

taken for granted but acknowledged through the organisation (Chain et al., 2018). 

Summary of the Findings of the Review on Safety-II Interventions 

In summary, this review revealed that most studies in the context of Safety-II approaches 

focused on understanding the factors that provide resilience and analysing what ‘work-as-

done’ looks like within the organisation while utilising frameworks to aid the identification 

of relevant factors (e.g. FRAM, RAG). Furthermore, while actual interventions aiming for 

changed behaviour/mindset were rare, the importance was highlighted for interventions to 

focus on: 

▪ reflective practices to learn from past events and present cues; 

▪ designing support for workers to create resilience, through role adjustments for safety 

professionals, leaders and supervisors; and  

▪ a balanced feedback culture and a ‘just’ culture in which positive behaviour and per-

formance is being acknowledged. 

2.2.6 Human Error in Safety Management Systems 

As mentioned before, and opposed to the development in safety culture, human factors are 

not majorly considered in the commonly used SMS approaches aligned with the standards, 

e.g. ISO 45001 (International Organization for Standardization, 2018), ANSI/AIHA Z10-

2012 (American National Standards Institute, 2012), and the OSHA’s Voluntary Protection 
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Program (VPP) (Occupational Safety and Health Administration, 2011) (Wachter and Yorio, 

2014). Yet SMS alone cannot prevent negative events and errors considering that they are 

bound to policies and procedures that are not easily amended and not all potential situations 

can be planned and controlled for. Therefore, it is important in order to achieve the needed 

flexibility, sustainability and, consequently, resilience, to take behaviour-based system com-

ponents into account and place the worker in the centre of all safety efforts (Fisher, 2012; 

Wachter and Yorio, 2014).  

To account for human factor, engaged workers in H&S appear to be a crucial part of coop-

erating in a Safety-II approach. It was presumed by Wachter and Yorio (2014), based on 

their research outputs, that engaged workers are more prone to proactively adapting their 

performance and interpretation of procedures in order to meet demands, making things go 

right. They recommend that the nurturing of employee engagement should be embedded in 

the SMS (Wachter and Yorio, 2014). Thus, while the evidence presented from the safety 

literature indicates that the concept of engagement has potential for impacting safety out-

comes within a Safety-II mindset, so far little research has considered the psychological 

implications of a Safety-II mindset on the workforce. 

2.2.7 Derivation of Safety-II Mindset Principles 

In conclusion, taking together the principles of Hollnagel (2014b), Dekker (2018b) and other 

resilience researcher (among others: Hollnagel, Woods and Leveson, 2007; Madni and 

Jackson, 2011; Righi, Saurin and Wachs, 2015), for an organisation applying a Safety-II 

mindset the following principles have to be taken into account: 

▪ Safety as an integral part of decision-making and conversations: Safety is a natural 

part of everyday conversations and discussion regarding all areas of the business (e.g. 

production, time planning, quality, health, wellbeing) among workers and between 

managers and workers. Workers' health and wellbeing is an incremental part of man-

agement's conversations, discussions and decision-making. 

▪ Focus on and learning from the ‘work-as-done’ and the ‘good’ in daily work: Check 

the procedures that usually go right because potentially there will be a difference 

between ‘work-as-planned’ and ‘work-as-done’, because work requires variability. 

Plans are usually either too specific (i.e. they provide no variability) or they are too 
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general (i.e. they do not really describe the work). The organisation needs to under-

stand what is happening within their work, because success and failure emerge from 

the same conditions: How people adjust performance to deal with complexity is the 

reason things work and the reason they sometimes fail. Thus, organisations need to 

understand how things work to understand how they sometimes do not work. 

▪ Frequency over severity in events: Resources should be spent on understanding eve-

ryday events that add barriers to work and prevent people from getting the resources 

they require to do their jobs properly and safely in order to understand how the sys-

tem in the organisation works and improve on it.  

▪ Sensitivity to the possibility of failure and acknowledging the unpredictability of 

events: Failure as well as success should be accepted as a usual occurrence which 

should be reviewed, and lessons learned should be shared for betterment and im-

provement. Plus, the organisation should be aware that not all events and circum-

stances can be planned and instructed on. Deviations from the plan should be seen as 

a learning opportunity. Due to the complexity of modern work environments, it is 

impossible to predict and plan for all possible events through strict procedures. 

Hence, an organisation needs to be resilient to those disruptions. 

▪ Workers as flexible resources: Workers’ ability to react flexibly to make decisions 

based on experience and knowledge to ensure safety (i.e. adaptive capability), have 

to be acknowledged and fostered through empowering training and learning (e.g. risk 

assessments, learning about the work environment, transactive memory systems 

(who knows what), learning additional skills), effective leadership and communica-

tion as well as organisational structures (e.g. allowing autonomy). 

2.3 Definition of Engagement 

While the previous section already touched upon the positive impact of engaged workers on 

safety performance and climate, in the following section a deeper look into the concept of 

engagement is given. 
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2.3.1 Growing Interest in Engagement 

The positive outcomes of WE are particularly interesting for the practical world: The Euro-

pean Agency for Safety and Health at Work (2012) claims that WE in relation to H&S per-

formance can be considered a frequently reoccurring theme in the UK. After the first men-

tioning of ‘engagement’ in academia in 1990 by Kahn (1990), much interest has been paid 

to the topic by academics and practitioners (Shuck and Wollard, 2010). While describing the 

evolution and birth of interest in engagement, Crawford and colleagues (2014) referred to 

similar factors as those previously mentioned that were said to be responsible for the mindset 

change from Safety-I to Safety-II. They claimed, that the ‘psychologization’ of work led to 

the need of employees acquiring psychological capabilities and that workers are expected to 

“bring their entire person to the workplace” (Schaufeli, 2014, p. 16). These comments were 

in line with the mindset change in Safety-II, in which the employee is considered a valuable 

asset and their contribution through proactivity and commitment valued (Hollnagel, Wears 

and Braithwaite, 2015). This section of the chapter aims to examine the term ‘engagement’.  

2.3.2 Confusion Surrounding the Definition of Engagement 

As stated by Macleod and Clarke (2009) there are over fifty different definitions of engage-

ment in use, and some researchers (e.g Macey and Schneider, 2008; Christian et al., 2011) 

criticized the concept’s inconsistency in terms of definition and operationalisation. Within 

those debates and the variety of definitions, even the label of the term itself provides a con-

fusion. Looking up ‘engagement’ a reader comes across a variety of terms including ‘work 

engagement’, ‘personal engagement’, ‘job engagement’, ‘staff engagement’, ‘employee en-

gagement’ and ‘engagement’ which in turn at times also lead to slightly different definitions 

each, mostly distinct through the encompassing of the psychological state (i.e. WE is focused 

on the work itself, while employee engagement is considered wider) (Truss et al., 2014). 

The divide in term and characteristic definition is also represented in a gap between academ-

ics, seeing engagement as a psychological state, and practitioners who describe it as a work-

force strategy (Truss et al., 2014).  

2.3.3 Synonymous Use of the Term ’Engagement’ 

While four major engagement definition approaches have been identified (Shuck, 2010) 

(presented in Section 2.3.4), there is still considerable confusion about the concept and its 
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definition. Especially in a practical setting, engagement is often used synonymously with 

terms like job satisfaction, job involvement, participation and organisational commitment 

and in the H&S context particularly with safety citizenship behaviour (SCB), hence several 

researchers have set out to explore the relationship between those concepts. While sounding 

similar at first sight, commitment (i.e. being captivated and devoted to one’s work), involve-

ment (i.e. being dedicated, passionate, and stimulated by one’s work) and WE were found 

to be empirically distinct concepts (Hallberg and Schaufeli, 2006) and, accordingly, deserve 

careful distinction.  

Synonymous Use of Engagement With Safety Citizenship Behaviour 

In the context of H&S (engagement), the term SCB, first introduced by Hofmann and col-

leagues (2003), is often used, sometimes synonymously with engagement, but was also 

found to be mediated by WE (Chmiel, Laurent and Hansez, 2017). However, Saks (2006) 

separates the two by pointing out that  

“engagement is not an attitude; it is the degree to which an individual is attentive 

and absorbed in the performance of their roles. And while OCB [that is organisa-

tional citizenship behaviour, the superordinate of safety citizenship behaviour. F.H.] 

involves voluntary and informal behaviours that can help co-workers and the organ-

ization, the focus of engagement is one’s formal role performance rather than extra-

role and voluntary behaviour“ (p. 602).  

Hofmann and colleagues (2003) structured SCB into six elements: 1) helping, 2) having/us-

ing a voice, 3) stewardship, 4) whistleblowing, 5) civic virtue and 6) initiating safety-related 

change. They found that if employees see participating in safety activities as part of their job 

they also act on them. Hence, adding ‘Safety Citizenship Role Definitions’ to the job de-

scription makes it more likely for them to comply with safety regulations (Hofmann, 

Morgeson and Gerras, 2003). Saks (2006), as well as other researchers, confirms that en-

gaged workers are more likely to show organisational citizenship behaviour and improved 

task performance (Schaufeli, Bakker and van Rhenen, 2009; Alfes et al., 2013). Supporting 

this, Liang and colleagues (2017) found that if workers are engaged and show SCB they use 

their voice and identify safety concerns as well as ideas for improvement. Additionally, they 
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were found to show personal initiative in terms of H&S outside their usual role description 

(Rich, Lepine and Crawford, 2010).  

Empirical research has suggested that engagement leads to citizenship behaviour moderated 

by positive organisational support and supervisor relationship (Alfes et al., 2013; Reader et 

al., 2017) but truly engaged workers will surpass SCB by also performing their own duties 

to a higher quality (Saks, 2006; Soane et al., 2012). Research identified a mediating influ-

ence of WE between safety qualification and safety leadership (i.e. transformational, pas-

sive) and social citizenship behaviour (Vignoli, 2018). Hence, workers follow the rules but 

have flexibility in their actions and thinking, through which they can react appropriately in 

challenging situations and questioning the status quo in order to develop H&S improvements 

(Dekker and Pitzer, 2016). Therefore, the potential improvement of PL workers’ safety be-

haviour and mindset in line with a Safety-II concept might be due to a higher SCB level. 

Synonymous Use of Engagement With Involvement and Participation 

Equally, while an individual concept, ‘involvement’ (i.e. measures to promote communica-

tion top-down and bottom-up (Morrow et al., 2010)) is often used synonymously with en-

gagement, it was found to advance safety performance (Geldart et al., 2010; Zanko and 

Dawson, 2012), thus, the inclusion of workers in decision-making processes and infor-

mation, which can be achieved by various measures, such as including workers in reporting, 

assessing risks as well as joint task briefings (Shearn, 2004; Cameron et al., 2006). Similarly, 

the distinct concept of safety participation (i.e. behaviours that “may not directly contribute 

to workplace safety but they do help to develop environments that support safety” (Griffin 

and Neal, 2000, p. 349)), often used synonymously with engagement, was found to be an 

antecedent of safety violations, which may result from the workers’ influence on safety de-

cisions through participation (e.g. safety meetings), and thus, development in future safety-

relevant implementations that may have provoked safety violations otherwise (Neal, Griffin 

and Hart, 2000; Chmiel, Laurent and Hansez, 2017). However, to build an environment and 

relationship with the employees, in which the employees feel they and their work is valued, 

which encourages them to interact in H&S measures, managers need the respective skills 

which include following up and keeping a continuous dialogue about the actions undertaken 
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following risk (Shearn, 2004; Lekka and Healey, 2012). Not surprisingly, employee engage-

ment has been associated with the level of involvement that workers have in their work pro-

cesses (Lockwood, 2007). Mechanisms to promote workers’ involvement include a contin-

uous dialogue with the workers through which managers can learn from the workers’ in-

sights and make joint decisions (Wachter and Yorio, 2014). Further, research suggests that 

this may change workers’ behaviour into acting more proactively and by improving their 

H&S awareness, the workers are therefore more willing to comply (Wachter and Yorio, 

2014). Hence, even more involved with H&S are workers when they are not only involved 

with the topic but truly ‘engaged’. 

Reflections on the Synonymous Use of Terms 

The synonymous use of the presented terms may reflect the existing debate on what engage-

ment actually is: motivational (Harter, Schmidt and Hayes, 2002), behavioural (e.g. 

Halbesleben, Harvey and Bolino, 2009) or an affective-cognitive state (Maslach, Schaufeli 

and Leiter, 2001), and consequently, a behaviour or a state (Bakker, Albrecht and Leiter, 

2011; Parker and Griffin, 2011). Thus, this indicates that SCB, safety participation and in-

volvement may simply be behavioural reflections of the state of engagement (Halbesleben, 

Harvey and Bolino, 2009). In addition, several meta-analyses explored the differences and 

similarities of the different concepts and their links to engagement (Crawford et al., 2010; 

Newman, Joseph and Hulin, 2010; Christian et al., 2011): While one meta-analysis consist-

ing of 23 studies, 25 independent samples, and a total sample size of 18,039 participants 

provided evidence that what they termed the ‘the A(ttitude)-factor’ (i.e. a combination of 

job satisfaction, job involvement, and affective organizational commitment) is closely con-

nected with behavioural engagement (Newman, Joseph and Hulin, 2010). Others disagreed 

and showed that in-role and extra-role performance (after checking for job satisfaction, work 

involvement, and commitment to the company and even offsetting those factors) predicted 

engagement (Crawford et al., 2010; Christian et al., 2011). Schaufeli (2014) therefore as-

sumed that the energetic component of engagement relates it more to job performance rather 

than satisfactory experiences.  
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2.3.4 The Four Main Definitions of Engagement 

Shuck (2010) identified four major definition approaches in a systematic review of engage-

ment definitions:  

(1) The needs-satisfying approach by Kahn (1990), which stressed the relationship be-

tween engagement and role performance. Kahn (1990) was the first to describe ‘per-

sonal engagement’ as “the behaviours by which people bring in or leave out their 

personal selves during work role performance” (p. 694) and expressing themselves 

on a cognitive, physical and emotional level during work. However, this approach is 

only occasionally used in in the academic world (May, Gilson and Harter, 2004). 

(2) The burnout-antithesis approach based on work by Maslach and colleagues (1997; 

2001) which focused on engagement’s influence on employee’s wellbeing and stress 

levels. Under this category falls also the most widely used definition of worker en-

gagement which was formulated by Schaufeli et al. (2002, p. 74) who stated that 

engagement is a positive extensive affective-cognitive psychological state and fur-

ther is defined by vigour, dedication, and absorption. Many researchers consider vig-

our and dedication as direct counterparts of enervation and cynicism, –essentially, 

the two main indicators of burnout (González-Romá et al., 2006; Schaufeli and 

Salanova, 2011) and thus, some researchers suggested that engagement can be per-

ceived as negatively associated with burnout (Maslach, Schaufeli and Leiter, 2001). 

Grounded in this definition, the Utrecht Work Engagement Scale (UWES) was de-

signed. Absorption was later added to the concept to build a contrast to the two com-

ponents vigour and dedication. Researchers have not yet reached an agreement on 

whether or not engagement and burnout are opposite poles of the same concepts. 

While Schaufeli (2012) first suggested that they are related, he later claimed that they 

are two distinct concepts that have different promoting factors (Schaufeli et al., 

2014).  

(3) The satisfaction-engagement approach derived from the Gallup Organisation 

(Harter, Schmidt and Hayes, 2002), was named ‘employee engagement’. It is defined 

as “the individual’s involvement and satisfaction as well as enthusiasm for work” 

(Harter, Schmidt and Hayes, 2002, p. 269) based on their emotional connectedness 



Literature Background: 
An Initial Review of the Literature 
 

70 
 

and their level of alertness (‘cognitive vigilance‘). Yet, an overlap can be detected 

between the concepts of involvement and satisfaction with engagement encapsulated 

in this definition, which is also illustrated in the measurement tool developed as the 

basis of this definition, the Q12. Acknowledging this, the authors claim that the Q12 

focuses on the antecedents of engagement rather than measuring engagement itself 

and thus, provides organisations with insights and action points on how to design a 

satisfactory working environment (Harter, Schmidt and Hayes, 2002). 

Further, Schaufeli (2014) made a distinction between ‘WE’ as a person’s engagement 

with his or her work and the broader term ‘employee engagement’ which includes 

the person’s engagement with his or her company. 

(4) The Multidimensional approach is based on Saks’ (2006) definition of employee en-

gagement and its distinction between organisational and job engagement. It brings 

together the idea of engagement as a concept entailing cognitive, emotional, and be-

havioural elements which are linked to role performance, yet this definition distin-

guishes between job and organizational engagement. 

In an attempt to merge all elements of engagement found in the literature, Macey and Schnei-

der (2008) conceptualised employee engagement into three components: (1) ‘psychological 

state engagement’ (e.g. empowerment, satisfaction, involvement); (2) ‘behavioural engage-

ment’ (e.g. extra-role behaviour) and (3) ‘trait engagement’ (e.g. proactive personality, con-

scientiousness, trait positive effect).  

2.3.5 Engagement as a Fluid State 

A number of recent studies have concentrated on other dimensions of engagement and 

pointed out that engagement varies across time, place and context, thus it is not a fixed state 

but situationally dependent (Bakker and Albrecht, 2018), e.g. workers being more engaged 

during workdays when they are well rested or are provided with sufficient resources 

(Sonnentag, 2003; Bakker, 2014). In addition, empirical evidence suggested that engage-

ment is a volatile concept and engagement levels shift throughout the day (i.e. ‘affective 

shift model’) (Sonnentag, Dormann and Demerouti, 2010; Bledow et al., 2011). As such it 

may be that engagement needs to be assessed both on individual (Schaufeli et al., 2002) and 

collective levels (Kulikowski, 2017). Further, is differentiation between the overall ‘habitual 
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work engagement’, ‘day-level work engagement’, i.e. engagement levels according to the 

day, and ‘task engagement’, i.e. the engagement level towards a specific task (Schaufeli and 

Salanova, 2011).  

2.3.6 Engagement as a Personal Disposition or Trait 

Additionally, engagement has also been considered partly a personality trait and personal 

disposition (Macey and Schneider, 2008; Schaufeli, 2014). Indeed, while to date the number 

of studies on personal disposition’s association with engagement are limited, some studies 

found that conscientiousness in particular relates to engagement and shows considerable 

similarities (showing a 15% overlap) (Macey and Schneider, 2008; Kim, Shin and Swanger, 

2009). Further, a study found that engagement was negatively associated to neuroticism (i.e. 

a disposition to feel distressing emotions like frustration and anxiety) and positively to ex-

traversion (i.e. a disposition to feel joyfulness and outgoing), however, the effect size was 

small for both. However, the relationship with neuroticism could not be confirmed in a study 

by Kim, Shin and Swanger (2009). However, some studies investigated the role of disposi-

tion as an antecedent of engagement as shown in Section 2.5.5). 

2.3.7 Identified Limitations in Engagement Definition Research 

While the disagreement of definitions of engagement can be confusing, it should be noted 

that defining engagement only as a psychological concept neglects its behavioural implica-

tions, yet a broadening of the definition may carry the risk of blurring the line to comparable 

concepts (Schaufeli, 2014). Practitioners, in particular, in consultancy firms, often were 

found to intertwine or use WE as a synonym for the terms job satisfaction, commitment and 

extra-role behaviour (Schaufeli, 2014). In addition, although much research has been con-

ducted on the nature as well as the consequences of engagement, Bakker and Albrecht (2018) 

pointed out, that there is still only a limited body of studies on successful interventions pro-

moting engagement.  

2.3.8 Summary Definitions of Engagement 

In summary, the overview of definitions shows the disjointed nature of engagement research. 

Empirical evidence suggested that engagement is a separate concept describing a psycho-

logical state experienced by workers that showed distinctive positive relationships with de-

mands, resources and job performance and a mediating role of engagement in respect to 
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motivational and health processes. Yet, by defining engagement more broadly and taking 

the resulting behaviour into account, the concept threatens to become indistinct from con-

cepts such as commitment and extra-role performance (Schaufeli, 2014). Yet, Shuck and 

Wollard (2010) found that most definitions share the view that engaged workers support 

their company’s values and goals as they have a positive perception of their workplace. 

In consideration of the vast variety of terms and definitions and taking into account particu-

larly the definition presented by Christian, Garza and Slaughter (2011) based on Kahn 

(1990), in respect to this research, the term ‘H&S engagement’ is defined by the researcher 

as follows: 

“a fluid psychological experience affecting social, affective and intellectual facets influ-

enced by personal and environmental/job resources that may result in increased inter and 

extra-role behaviour related to H&S”. 

2.4 Outcome/Effect of Engagement  

Employing and fostering engaged workers should be the ultimate goal for every organisation 

considering that it promotes creativity, task performance and organisational citizenship be-

haviour (Bakker, Demerouti and Sanz-Vergel, 2014). Further, engaged workers are eager 

and able to ‘go the extra mile’, which when compared to non-engaged employees, was illus-

trated in that engaged employees worked more overtime (Beckers et al., 2004). Thus, while 

offering so many positive outcomes, WE is also negatively related with absenteeism (Airila 

et al., 2012; Merrill et al., 2013; Rongen et al., 2014), presenteeism (Admasachew and 

Dawson, 2011). Thus, this section of the review aims to give an overview of the outcomes 

linked to engagement. 

2.4.1 General Outcomes to Engagement 

Several studies gave evidence that links engagement to positive results such as occupational 

citizenship behaviour (Sulea et al., 2012; Alfes et al., 2013), organisational commitment 

(Hakanen, Perhoniemi and Toppinen-Tanner, 2008), less sick leave (Schaufeli, Bakker and 

van Rhenen, 2009) as well as increased job performance (Xanthopoulou et al., 2009; Bakker 

and Bal, 2010; Salanova et al., 2010) and fewer errors (Mark et al., 2007; Prins et al., 2010). 
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In their cross-sectional meta-analysis of 130 studies from the (semi)public (i.e. hybrid com-

panies encompassing private and public components, e.g. health care organizations) and pri-

vate sector, Borst et al.’s (2019) results indicated that (semi-)public organisation results 

showed usually stronger engagement in general as well as more positive outcome effects 

than engaged workers of private companies, which may be due to public workers seeing WE 

more as a personal resource (i.e. impacting meaningfulness and purposefulness), and that 

those workers show different motivations and characteristics due to the nature of (semi-) 

public organisations. It was hypothesised, that, considering that (semi-)public organisations 

include job types such as teachers and nurses, these employees might consider their jobs as 

more purposeful than maybe private company employees do (Borst et al., 2019). However, 

they supported the aforementioned findings in relation to the degree of attitudinal products 

(job satisfaction, behavioural outcomes (in-role performance, extra-role performance, and 

turnover intention)) (Borst et al., 2019). Two meta-analyses prepared by the Gallup group 

also showed a positive association between engaged workers and organisational success, the 

greatest effects were identified relative to employee turnover, customer satisfaction–loyalty, 

and safety (Harter, Schmidt and Hayes, 2002; Harter et al., 2009). However, these results 

should be read carefully, since engagement was measured using the Gallup’s engagement 

measurement tool, the Q12, which rather measures resourceful working environment and 

job satisfaction instead of engagement in the sense of a psychological state.  

2.4.2 Engagement Outcomes related to H&S  

Research by the NHS studied the engagement of medical staff and found that the more en-

gaged the staff, the stronger the outcomes in terms of the organisation and patients, particu-

larly in terms of H&S (Ham and Dickinson, 2008). However, ‘engagement’ in this study 

was perceived as involvement, since the National Health Service UK (NHS) claims that 

engagement is promoted when organisations "engage staff in decisions that affect them and 

the services they provide, individually, through representative organisations and through lo-

cal partnership working arrangements” (Department of Health (NHS), 2015, p. 10).  

While clear outputs of engagement are hard to measure, it was shown that safety behaviour 

and compliance are outcomes of increased engagement (Hansez and Chmiel, 2010; Wachter 

and Yorio, 2014; Huang et al., 2016). Harter and colleagues (2002) found in their meta-
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analysis that engaged workers were involved in fewer accidents at work. Indeed, these find-

ings were supported by a meta-analysis across 179 studies by Nahrgang, Morgeson and Hof-

mann (2011) as well as by Wachter and Yorio (2014). In a similar vein, Hansez and Chmiel 

(2010) found by using confirmatory factor analyses in a sample of 3,506 Belgian employees 

directly concerned with safety problems within an energy company that engaged workers of 

a chemical plant were more committed to safe working performance than non-engaged 

workers.  

2.4.3 Engagement Outcomes Related to Health 

On top of that, WE was found to impact workers’ health. A study by Black and colleagues 

(2017) on 200 employees of the UK’s welfare and service sector found that workers with 

higher WE showed lower systolic blood pressure and heart rate than those with lower WE, 

suggesting a reduced biological stress state. However, it should be considered that due to 

correlation no causality can be established confidently, which may mean that there could 

also be a link between health issues and lower WE levels. 

2.5 Antecedents and Promoting Factors of Engagement 

So how can the organisations support and promote engagement in their workers? The fol-

lowing section will provide an overview of the factors influencing and promoting WE. 

2.5.1 Job Demands-Resource Model 

As much as there is confusion and differences in WE definitions, perhaps not surprisingly, 

there is also a lack of a clear agreement on what impacts WE. Thus, much research has been 

conducted in order to identify antecedents that promote engagement in the working environ-

ment. Based on the burnout-engagement approach, the Job Demands-Resource (JD–R) 

model was designed (Bakker and Demerouti, 2007, 2008; Bakker, Demerouti and Sanz-

Vergel, 2014; Schaufeli et al., 2014) (see Note: Image reproduced with permission of the author 

Figure 5) and has since been supported by a substantial amount of evidence. This framework 

is based on the assumption that resources and demands moderate a worker’s psychological 

state either positively or negatively; thus, leading to engagement when positively influenced 
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(‘motivational process’, i.e. high resources and positively challenging demands), or to burn-

out when a negative imbalance between demands and resources occurs (‘health impairment 

process’, i.e. lack of resources and high draining job demands).  

Research has shown that cognitive job challenges (Bakker, Demerouti and Schaufeli, 2003, 

2005; Lorente Prieto et al., 2008), work responsibility (Rothbard, 2001) and a challenging 

workload (Bakker, Demerouti and Schaufeli, 2003; Britt, Castro and Adler, 2005; 

Xanthopoulou et al., 2008) can also benefit WE. Those findings were supported by two 

meta-analyses, which identified that job responsibility and workload (Crawford et al., 2010), 

in addition to job complexity and problem-solving, were positively associated with engage-

ment (Christian et al., 2011). Those job challenges were perceived as motivational because 

they potentially can provide a sense of achievement, personal development and mastery 

(Lazarus and Folkman, 1984). 

2.5.2 Resources and Demands 

These resources can be distinguished between job resources which fulfil general human 

needs and support in reaching work-related targets resulting in workers facing the challeng-

ing job demands, and can be assets, such as colleague support, flexible work times, settings, 

equipment and involvement in decision-making; and personal resources which include indi-

vidual assets, such as resilience, self-efficacy, positivity, personal beliefs and personal emo-

tional state (Mäkikangas et al., 2013; Bakker, Demerouti and Sanz-Vergel, 2014; Schaufeli, 

2014). While many studies investigate resource and demand factors influencing WE, no 

overall meta-analysis or structural equation modelling study could be found (to the author’s 

knowledge) comparing and thus ultimately defining what factors are resources impacting 

WE. Similarly, the potential similarities, dependencies and overlaps make contrasted evalu-

ation of the factors difficult (e.g. differences between leader-member exchange (LMX), 

leader support and leadership style). 

Longitudinal studies supported the JD-R, with additional empirical evidence of engagement 

being linked to less absenteeism, and organisational commitment and burnout being linked 

to depression and negative future absence predictions (Hakanen, Schaufeli and Ahola, 2008; 

Schaufeli, Bakker and van Rhenen, 2009). In addition, in a later study over a period of eight-

een months, a positive association was found between job and personal resources with WE 
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(Xanthopoulou et al., 2009). On top of that, empirical evidence suggested that a feedback 

loop existed between engagement and resources (Salanova et al., 2010; Weigl et al., 2010). 

That means that an engaged worker who completed a task successfully may nurture his or 

her level of personal resources (e.g. higher self-efficacy, positive feedback by a superior).  

2.5.3 Kahn’s Initial Framework of Engagement 

Looking at the whole body of engagement research to date, most antecedents fit Kahn’s 

(1990) initial framework of engagement based on meaningfulness, i.e. the characteristics of 

the work (i.e. the feeling of getting something in return for the self-invested in role perfor-

mance; e.g. task and role features), psychological safety which is affected by the social en-

vironment (i.e. the sensation of being capable to present one’s self without stress of punish-

ments; e.g. relationships, norms, leadership style), and availability of e.g. personal resources 

(i.e. the feeling of owning the physical and psychological resources to engage one’s self at 

work; e.g. energy) (Crawford et al., 2014). 

 

Note: Image reproduced with permission of the author 

Figure 5: JD–R Model (Reproduced from Bakker and Demerouti (2008), Based on Bakker and Demerouti 
(2007)) 
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Kahn (1990) later broadened his framework by adding the factor of psychological presence 

as a pre-antecedent, which included attentiveness, connectedness, integration and focus, 

which when brought together with feeling safe and experiencing meaning in one's work 

while being provided with all necessary internal and external resources will lead to feeling 

engaged. This model was tested by May and colleagues (2004) who also found evidence for 

a positive relationship between meaningfulness and job enrichment as well as role fit, safety 

being linked to supportive superiors and pleasing colleagues, and personal resources to avail-

ability. This, in conclusion, means that engagement is promoted by a secure and supportive 

working environment, feeling that the job is challenging and purposeful, and a high personal 

energy level. 

2.5.4 Interconnectedness of Kahn’s Dimensions 

However, as Crawford and colleagues (2014) pointed out, it should be considered that some 

of the factors influence and span across two or all three antecedent dimensions (e.g. trans-

formational leadership not only influences the feeling of psychological safety but may also 

support meaningfulness in the work and availability of resources). Thus, this reflects the 

overall confusion with respect to antecedents, as to this date, it is not yet clear and distinct 

how the presented factors influence each other due to overlaying effects and relationships 

and what impact that has on WE. 

2.5.5 Presentation of Engagement Antecedents Based on Kahn’s Framework and Craw-

ford et al.’s Research 

In the following section, the research evidencing the three engagement dimensions and their 

underlying factors will be presented along the structure by Crawford et al. (2014). Consid-

ering this research’s focus is on PL workers and H&S, example studies considering manual 

workers or a safety context where presented.  

Engagement Antecedents: Psychological Meaningfulness 

Psychological meaningfulness refers to an individual’s perceived significance in one’s work 

and the feeling that there is a reward for the investment of the self into the work (Crawford 

et al., 2014). Several studies have identified factors impacting psychological meaningfulness 

such as autonomy, task variety, feedback, personal fit, opportunity for development or train-

ing as well as reward and recognition (see Table 5). 



Literature Background: 
An Initial Review of the Literature 
 

78 
 

Table 5: Antecedents: Psychological Meaningfulness 

Antecedent Definition/Theoretical 
link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to blue-
collar (BC) workers 
and/or H&S 

Autonomy Consistent with self-deter-
mination theory (Ryan and 
Deci, 2000a), individuals 
who had freedom over their 
work schedules and proce-
dures and thus could take 
responsibility and owner-
ship over their performance 
and results, were expected 
to feel more engagement 
and be more proactive 
within their work. 

Hackman, 1980; Kahn, 
1990; Llorens et al., 2007; 
Christian et al., 2009; 
Crawford et al., 2010; 
Nahrgang, Morgeson and 
Hofmann, 2011; Vera, 
Salanova and Lorente, 
2012; Conchie, Moon and 
Duncan, 2013; Inoue et al., 
2013; Siddiqi, 2015 

(Perceived) autonomy and 
higher decision latitude 
were found to have a posi-
tive relationships with WE 
in MF workers (Shin and 
Jeung, 2019).  

Task variety Through task variety, indi-
viduals needed to learn and 
access more skills and thus 
develop wider knowledge 
and abilities within their 
job (Kahn, 1990). 

Kahn, 1990; Hakanen, 
Bakker and Demerouti, 
2005; Defranc et al., 2008; 
Salanova and Schaufeli, 
2008; Crawford et al., 
2010; Christian et al., 2011 

 

Feedback Kahn (1990) argued that 
feedback was linked to 
worker's engagement as the 
performance evaluation by 
others (e.g. supervisors) al-
lowed the worker to appre-
ciate their growth and thus 
feel valued and appreci-
ated. 

Kahn, 1990; Bakker, 
Demerouti and Schaufeli, 
2003; Schaufeli and 
Bakker, 2004; Hakanen, 
Bakker and Schaufeli, 
2006; Hallberg and 
Schaufeli, 2006; Bakker et 
al., 2007; Van Den Broeck 
et al., 2008; Salanova and 
Schaufeli, 2008; Crawford 
et al., 2010; Christian et 
al., 2011; Sexton et al., 
2018 

A positive significant rela-
tionship was found be-
tween safety walks with 
feedback about actions un-
dertaken as a consequence 
of the walk and higher en-
gagement and safety cli-
mate scores (Sexton et al., 
2018). Further, research 
findings revealed that per-
formance feedback medi-
ated the relationship be-
tween Psychological Safety 
Climate (PSC) and job en-
gagement in a multilevel 
study of Malaysian em-
ployees of divers industries 
(Lee and Idris, 2017). 

Personal fit A less studied, but evi-
denced driver of engage-
ment is an individual's per-
sonal fit with the job role, 
based on the self-image, 
pride, status and influence 

Kahn, 1990; May, Gilson 
and Harter, 2004; Crawford 
et al., 2010; Hamid and 
Yahya, 2016 
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Antecedent Definition/Theoretical 
link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to blue-
collar (BC) workers 
and/or H&S 

they perceived about them-
selves and how that 
matched with their job. 
Kahn (1990) suggested that 
if an individual could feel 
important and needed as 
well as being able to influ-
ence one's environment it 
may foster engagement by 
adding to the feeling of 
meaning. 

Opportunity 
for develop-
ment or train-
ing 

Opportunities for develop-
ment or training were 
found to have a positive re-
lationship with engagement 
and be important to the in-
dividual's growth and abil-
ity to tackle challenges and 
job variety, as they provide 
an opportunity for the indi-
vidual to acquire the neces-
sary knowledge and skills 
to grow and find fulfilment 
in one's work (Kahn, 
1990). 

Kahn, 1990; Bakker, Van 
Emmerik and Euwema, 
2006; Salanova and 
Schaufeli, 2008; Bakker 
and Bal, 2010; Crawford et 
al., 2010 

Development opportunities 
and training were found to 
predict WE in several stud-
ies in the BC industry 
(Choo, Mat and Al-Omari, 
2013; Gajdzik, 2013; 
Alzyoud, 2018; Morgan, 
2018; Peláez, Coo and 
Salanova, 2019). Contro-
versially, Johari et al. 
(2013) found that training 
and development to be 
non-significant. 

Reward and 
recognition 

Direct and indirect rewards 
and recognition was con-
sidered associated with 
WE. 

The research findings with 
respect to reward and 
recognition (i.e. direct, 
such as salary and benefits, 
and indirect, such as praise 
and appreciation) are 
mixed. While Bakker et al. 
(2006) stated that monetary 
rewards were negatively 
associated with engage-
ment, other research find-
ings suggested otherwise 
(Jackson, Rothmann and 
Van De Vijver, 2006; Saks, 
2006; Gorter et al., 2008). 

Siegrist, 1996; Bakker, Van 
Emmerik and Euwema, 
2006; Jackson, Rothmann 
and Van De Vijver, 2006; 
Saks, 2006; Bakker et al., 
2007; Gorter et al., 2008; 
Crawford et al., 2010; 
Owen, Bailey and Dollard, 
2016; Nasima and Shalini, 
2018 

Within a BC setting, re-
wards, recognition and per-
formance appraisal were 
significantly related to WE 
(Choo, Mat and Al-Omari, 
2013; Gajdzik, 2013; 
Alzyoud, 2018). Further, 
financial and non-financial 
recognition positively em-
pirical link to employee en-
gagement (Johari et al., 
2013). 
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Antecedent Definition/Theoretical 
link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to blue-
collar (BC) workers 
and/or H&S 

Later, researchers (Bakker 
et al., 2007; Crawford et 
al., 2014) found that non-
monetary recognition was 
positively related to en-
gagement. Thus, research 
showed that extrinsic re-
wards do not necessarily 
enhance an individuals' 
willingness to invest them-
selves in their work. How-
ever, in Owens et al. 
(2016) study on PSC and 
the Effort Reward Imbal-
ance model (ERI; Siegrist, 
1996), they found that in-
vesting work without ade-
quate rewards (thus an im-
balance according to the 
ERI model) led to lower 
engagement levels in work-
ers.  

 

On the practical side, the research summarised in Table 5 means that factors that enhance 

workers' engagement may lay in the job design and social environment and could be imple-

mented with little to no financial effort (such as giving regular feedback, autonomy and va-

riety) (Crawford et al., 2014). 

Engagement Antecedents: Psychological Safety 

Not fearing for negative consequences when emerging and investing oneself into the work 

is the meaning of the key driver of engagement: Psychological safety (Kahn, 1990). Thus, a 

clear understanding of behavioural consequences as well as an honest, protected and stable 

working environment is crucial to create this level of safety (Crawford et al., 2014) and it is 

impacted by the factors: social support, transformational leadership, LMX, workplace cli-

mate, organisational justice and job security (see Table 6).  
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Particularly LMX has hereby shown a relevant impact on workers’ engagement. It focusses 

on the special dynamic between leaders and their subordinates shown to impact outcomes 

on behaviour and mindset, and is based on social exchange theory as well as role theory 

(Breevaart et al., 2013). Elevated levels of LMX are associated with trust and support, and 

promotes psychological safety through those trusting relationship (Dienesch and Liden, 

1986). Positive relationships between LMX and engagement were found in several samples, 

such as call centre agents and teachers (Bakker and Bal, 2010; Bakker et al., 2003), elec-

tronic and fast-food workers (Xanthopoulou et al., 2007; Xanthopoulou, Bakker, Demerouti, 

and Schaufeli, 2009b). Further information on LMX’s relevance on engagement are given 

in the relevant areas throughout the thesis (e.g. 3.3.1). 

Table 6: Antecedents: Psychological Safety 

Antecedent Definition/Theoretical 
link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to BC 
workers and/or H&S 

Social support An environment where an 
individual feels that their 
contributions are being val-
ued and the organisation 
supports their workers and 
cares about their well-be-
ing, so-called social sup-
port, was found to be the 
most empirically re-
searched driver for engage-
ment (Crawford et al., 
2014). This, in conse-
quence, may lead to the in-
dividual feeling more safe 
to take risks and, based on 
social-exchange theory 
(SET), the individual feels 
subliminally obligated to 
care for the company and 
support it in reaching its 
goal as an exchange for the 
trust, support and care the 
individual feels it receives 
from the company (Kahn, 
1990; Saks, 2006). This 
perspective of feeling sup-

Kahn, 1990; Rhoades and 
Eisenberger, 2002; 
Schaufeli and Bakker, 
2004; Nembhard and 
Edmondson, 2006; Saks, 
2006; Crawford et al., 
2010, 2014; Christian et 
al., 2011; Nahrgang, 
Morgeson and Hofmann, 
2011; Brunetto et al., 2013; 
Conchie, Moon and 
Duncan, 2013; Freeney and 
Fellenz, 2013; Siddiqi, 
2015; Huo and Boxall, 
2017; Mitonga-Monga and 
Hlongwane, 2017; Naeem 
et al., 2018; Taylor et al., 
2019 

Nahrgang et al. (2011) 
identified a supportive en-
vironment, whether from 
leadership, social support 
or safety climate, as the 
most reliable job resource 
in terms of explaining vari-
ance in engagement. In ad-
dition, in an extensive 
grounded theory study 
amongst firefighters, Tay-
lor et al. (2019) found that 
supervisor support was 
positively linked to en-
gagement and safety com-
pliance. Moreover, it was 
found in a hospital setting 
that greater support ser-
vices availability was re-
lated to higher levels of 
WE, which in turn pre-
dicted enhanced safety cli-
mate and reduced negative 
safety events (Mark et al., 
2007). The relationship be-
tween support and WE and 
in turn OSH improvement 
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Antecedent Definition/Theoretical 
link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to BC 
workers and/or H&S 

ported and cared for is fos-
tered by interactions with 
representatives of the or-
ganisation (e.g. supervi-
sors, co-workers) (Rhoades 
and Eisenberger, 2002). 
Thus, the degree of social 
capital, as in feeling close 
to and trusting in other 
members of the organisa-
tion and the quality of so-
cial interactions, was found 
to have an impact on WE 
(Brunetto et al., 2013). 

was supported by several 
studies (Benedicto, 2017; 
Laurent, Chmiel and 
Hansez, 2018). 

In a sample of Japanese 
MF workers, Inoue et al. 
(2010) found that worksite 
support significantly medi-
ated between the positive 
relationship of procedural 
justice or interactional jus-
tice and WE. This finding 
was supported in that other 
studies with BC samples 
also reported a positive re-
lationship between social 
(leadership/organisational) 
support and WE (Shantz, 
Alfes and Latham, 2016; 
Morgan, 2018), with one 
finding WE to be a media-
tor between co-worker sup-
port and safety perfor-
mance (i.e. safety compli-
ance and participation) 
(Yuan, Li and Tetrick, 
2015). 

Transforma-
tional leader-
ship 

Transformational leaders 
inspire their employees to 
reflect on their decisions, 
find new solutions and be 
creative (Sosik, 2006) and 
thus, was found to encour-
age workers to take risks 
without fearing negative 
behavioural consequences. 
Supportingly, a transforma-
tional leadership style 
would also allow the em-
ployee to make changes to 
their job and tasks in terms 
of resources, challenges 
and reduction of hin-
drances (i.e. autonomy), 

Whitford and Moss, 2009; 
Christian et al., 2009; 
Tims, Bakker and 
Xanthopoulou, 2011; 
Nazaruk, 2011; Aryee et 
al., 2012; West and 
Dawson, 2012; Schultz and 
Bezuidenhout, 2013; 
Breevaart, Bakker and 
Demerouti, 2014; Mishra 
and Mohanty, 2016; 
Bakker and Van 
Wingerden, 2017; Gordon 
et al., 2017; Moletsane, 
Tefera and Migiro, 2019; 
Naeem et al., 2019 

Cheung and Qinbin (2016) 
developed a framework in 
which leaders’ WE is posi-
tively related to safety-spe-
cific transformational lead-
ership behaviours, which in 
turn then may improve 
workers’ H&S engage-
ment. Further, research 
found that job resources 
such as safety climate, 
leadership and knowledge 
explained the highest 
amounts of variance in en-
gagement in the MF indus-
try (Nahrgang, Morgeson 
and Hofmann, 2011). On a 
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Antecedent Definition/Theoretical 
link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to BC 
workers and/or H&S 

which can also affect the 
individual's engagement 
state (Bakker and Van 
Wingerden, 2017; Gordon 
et al., 2017). 

higher level, several studies 
found that leadership 
(style) influenced WE and 
thus safety behaviour 
(Benedicto, 2017; 
Gyensare et al., 2017; 
Vignoli, 2018; Lawani, 
Hare and Cameron, 2019). 

In a shop floor MF sample 
using a quantitative, de-
scriptive correlational 
study the relationship be-
tween perceived supervisor 
leadership style and WE 
was examined (measured 
by Q12) and a moderate 
positive link between per-
ceived transformational su-
pervisor leadership style 
and employee engagement, 
as well as a moderate nega-
tive relationship between 
perceived laissez-faire su-
pervisor leadership and 
employee engagement was 
identified (Lockwood, 
2008). 

Leader-mem-
ber exchange 
(LMX) 

The general relationship 
between leader and worker 
was found to be positively 
linked to engagement 
though relatively little re-
search has been done on 
this subject so far 
(Crawford et al., 2014). 
This relationship refers to 
the level of trust, interac-
tion and support that is be-
ing established between 
leader and follower and ef-
forts and investments both 
parties make in an effort to 
create/maintain such a rela-
tionship (Nahrgang, 

Nahrgang, Morgeson and 
Ilies, 2009; Xanthopoulou 
et al., 2009; Aryee et al., 
2012; Crawford et al., 
2014; Benedicto, 2017; 
Lawani, Hare and 
Cameron, 2019; Naeem et 
al., 2019 

Lawani and colleagues 
(2019) found that workers 
who perceived the organi-
sation as trustworthy, be-
cause they feel it had in-
vested in them and made 
them feel valued were 
more likely to repay the 
company by becoming 
more engaged with their 
work and involved with 
H&S matters due to reci-
procity/SET. 

Further, Trinchero et al. 
(2019) identified in a study 
of 648 healthcare workers 
that employee engagement 
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link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to BC 
workers and/or H&S 

Morgeson and Ilies, 2009). 
Thus, establishing a trust-
ing and supportive leader-
worker relationship makes 
workers more likely to en-
gage with their job. 

(directly affected by LMX) 
had direct effects on situa-
tional aspects and indirect 
effects on the behavioural 
aspects of safety culture 
(leading to in-role perfor-
mance and safety compli-
ance). Thus, safety behav-
iours of clinical staff are 
associated with the charac-
teristics of the supervisor-
employee relationship, 
their engagement, their per-
ceptions about H&S and 
the quality of organisa-
tional support. 

Workplace cli-
mate 

The factor ‘workplace cli-
mate’ is made up of the so-
cial, organizational, and 
situational components of 
the organisation and pro-
vide the worker with stabil-
ity within the organisation 
as it defines organisational 
behavioural norms and ex-
pectations (Kahn, 1990). 
Through supportive and 
healthy climates, research 
found that organisations 
can promote engagement 
(Crawford et al., 2014). 
From a critical perspective, 
it could be argued that the 
promoting factor ‘work-
place climate’ is merely a 
consequence of several an-
teceding factors, which 
may also have a direct in-
fluence on engagement 
(e.g. leadership style, feed-
back). 

Kahn, 1990; Bakker, 
Denessen and Brus-
Laeven, 2007; Hakanen, 
Perhoniemi and Toppinen-
Tanner, 2008; 
Xanthopoulou et al., 2009; 
Crawford et al., 2010, 2014 

Using an indirect and direct 
path model analysis on a 
sample of 3,371 partici-
pants, Muhonen et al. 
(2014) revealed that social 
organisational climate me-
diates the relationship be-
tween bullying and engage-
ment (as well as health, and 
wellbeing). 

Moreover, Lee and Idris 
(2017) discovered that job 
engagement takes a medi-
ating role on the relation-
ship between psychological 
safety climate and team cli-
mate linked to job perfor-
mance. 

Organisational 
justice 

Organisational justice, as in 
the fairness in respect to 

Saks, 2006; Siltaloppi, 
Kinnunen and Feldt, 2009; 
Agarwal, 2014 

In a study with 243 MF 
workers in the Japanese 
factory, Inoue et al. (2010) 
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processes, decisions, expla-
nations and outcomes, pro-
vides safety and stability 
through perceived equity 
and mis-distribution in re-
spect to power and re-
sources (Kahn, 1990). 

revealed that worksite sup-
port significantly mediated 
between the positive rela-
tionship of procedural jus-
tice or interactional justice 
and WE. 

Job security Job security referred to as a 
worker’s perceived stabil-
ity with respect to the fu-
ture in the organisation and 
role and thus the predicta-
bility and safety of future 
situations (Kahn, 1990). 

Mauno et al., 2005; 
Mauno, Kinnunen and 
Ruokolainen, 2007; Elst et 
al., 2010 

 

 

In summary, as demonstrated in Table 6, most research suggested that psychological safety 

is provided through perceived support by colleagues and superiors and other findings give 

evidence that managers have a considerable influence on their workers’ engagement through 

their relationship and leadership style.  

On the practical side, the findings give hope that slight changes in practice can make a dif-

ference to workers’ engagement levels. A case study by Barling et al. (1996; 2002) showed, 

that organisations can learn from those findings and provide transformational leadership 

training to their managing employees, as it was found to increase engagement. 

Engagement Antecedents: Psychological Availability 

An individual who obtains the personal cognitive, emotional and physical resources, skills 

and confidence from inside as well as outside the organisational context to engage and invest 

in its performance attained so-called ‘psychological availability’, which makes it more likely 

for an individual to invest such resources in its performance (Kahn, 1990). Availability is 

described by the following factors: workload, work-role conflict, family-work conflict, re-

sources, recovery, personal disposition and personal resources (see Table 7). 
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Table 7: Antecedents: Psychological Availability 

Antecedent Definition/Theoretical 
link to engagement 

Studies which propose 
that this antecedent influ-
ences engagement 

Particular links to BC 
workers and/or H&S 

Workload Feeling overwhelmed with 
the workload that has to be 
completed in the available 
amount of time impacted 
the individual’s feelings of 
psychological availability. 
While a challenging work-
load can add to meaning-
fulness, an overwhelming 
abundance of work will 
have the opposite effect 
and was found to be nega-
tively linked to engage-
ment (Crawford et al., 
2010). Several studies 
found similar outcomes 
where workers who felt 
constantly overpowered by 
the amount or complexity 
of work had less energy to 
invest in their work and 
thus their engagement level 
decreased (Lorente Prieto 
et al., 2008; Kulikowski, 
2017). 

Bakker, Van Emmerik and 
Euwema, 2006; Lorente 
Prieto et al., 2008; 
Schaufeli, Taris and Van 
Rhenen, 2008; Korunka et 
al., 2009; Crawford et al., 
2010; Conchie, Moon and 
Duncan, 2013; Van Wyk et 
al., 2016; Kulikowski, 
2017; Frone, Reis and 
Ottenstein, 2018 

In a mixed study of white 
and BC workers, evidence 
was found that work over-
load was negatively related 
to engagement (Korunka et 
al., 2009). These findings 
were supported by research 
within a sample of 1,922 
Belgian steel workers 
(Laurent, Chmiel and 
Hansez, 2018) and 69 con-
struction supervisors 
(Conchie, Moon and 
Duncan, 2013), both link-
ing WE to positive safety 
behaviour, however work 
and role overload to lesser 
WE levels. 

Work-role 
conflict 

Work-role conflicts arise 
when the individual feels 
torn between conflicting 
demands, such as expected 
behaviour and performance 
and as a result, feels like it 
cannot satisfy the expecta-
tions with any amount of 
effort (Kahn, 1990). 

Kahn, 1990; Hakanen, 
Schaufeli and Ahola, 2008; 
Crawford et al., 2010 

Tsuno and colleagues 
(2009) examined the group 
conflict’s effect on stress 
and engagement between 
genders within a sample of 
247 employees of MF fac-
tory in north-central Japan 
and identified that for 
males, intragroup and inter-
group conflict at work may 
enhance psychological dis-
tress; for women, inter-
group conflict may elevate 
both psychological distress 
and WE. 

Family-work 
conflict 

Conflicts that arise due to 
incompatible demands 
from inside and outside 

May, Gilson and Harter, 
2004; Mauno, Kinnunen 
and Ruokolainen, 2007; 
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ences engagement 

Particular links to BC 
workers and/or H&S 

work, thus work interfering 
with private duties (i.e. 
family) may lead to dis-
traction and strained re-
sources (Kahn, 1990). 
However, conflicting re-
sults were found when ex-
ploring the relationship be-
tween family-work con-
flicts and engagement. 

Halbesleben, 2010; Inoue 
et al., 2013; Crawford et 
al., 2014 

Resources Another reason for strain 
and thus reduced engage-
ment is the lack of suffi-
cient resources, such as 
data or physical inventory 
as the effort to correct the 
insufficiency costs the indi-
vidual energy that could 
have been invested differ-
ently (Kahn, 1990; 
Sonnentag, 2003). 

Kahn, 1990; Bakker, 
Demerouti and Schaufeli, 
2003; Sonnentag, 2003; 
Mostert and Rothmann, 
2006; Crawford et al., 2010 

 

Recovery The factor ‘recovery’, thus 
the ability to ‘switch-off’ 
when not at work and re-
charge resources, showed a 
positive link to engagement 
(Sonnentag, 2003; 
Sonnentag, Dormann and 
Demerouti, 2010). 

Totterdell et al., 1995; 
Sonnentag, 2003; Crawford 
et al., 2010; Sonnentag, 
Dormann and Demerouti, 
2010 

Frone et al. (2018) found in 
a study with 489 German 
workers from different 
companies that mental and 
emotional work fatigue 
predict WE. 

Personal dis-
position 

The personal disposition to 
perceive a psychological 
and emotional state was 
found to have an influence 
on engagement (Macey and 
Schneider, 2008). Within 
disposition, certain person-
ality traits (e.g. conscien-
tiousness, positive and neg-
ative affect) were identified 
to be positively and nega-
tively linked to engage-
ment. 

Mostert and Rothmann, 
2006; Macey and 
Schneider, 2008; 
Halbesleben, Harvey and 
Bolino, 2009; Sonnentag, 
Dormann and Demerouti, 
2010; Christian et al., 
2011; Ghorbannejad and 
Esakhani, 2016 

Nakamura and Otsuka 
(2013) found in their study 
that job resources had a 
positive impact on positive 
affect and meaningful 
work, leading to higher 
WE. Support from supervi-
sor was correlated with job 
control, and this in turn had 
a significant effect on posi-
tive affect and meaningful 
work. Furthermore, both 
positive affect and mean-
ingful work had strong ef-
fects on WE. Support from 
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co-workers had a signifi-
cant effect on positive af-
fect, but not for meaningful 
work. 

Personal re-
sources 

It was found that an indi-
vidual’s personal re-
sources, such as self-effi-
cacy and optimism, are 
positively related to en-
gagement. These resource 
types support the individ-
ual’s availability through 
feeling confident and bal-
ancing work’s demands 
and their own performance 
(Kahn, 1990). 

Xanthopoulou and 
Demerouti, 2007; 
Xanthopoulou et al., 2008, 
2009; Stearns, Shoji and 
Benight, 2018 

In a study with 263 tech-
nical experts from the auto-
motive MF industry, it was 
identified that personal 
self-efficacy was the high-
est predictor of WE, fol-
lowed by the conscien-
tiousness trait 
(Ghorbannejad and 
Esakhani, 2016). 

 

As has been shown in Table 7, empirical research has provided confirmation for the connec-

tion between an individual’s psychological availability, thus the level of resources it had 

access to, and engagement. In practice, it may mean that companies could work on their 

organisational system and procedures to ensure recovery and resource (re)generation as well 

as building organisational practices to aid in the acquisition of relevant skills and resources 

(e.g. training). In this regard, personal differences in traits and characteristics in their staffing 

process could also be considered.  

2.5.6 Engagement Antecedents: The Antecedent Wheel of Engagement 

In an attempt to visually summarise the identified antecedents on engagement, the anteced-

ent wheel of engagement was designed by the researcher to present the different antecedents 

and their underlying factors (Figure 6). The content of the wheel was informed by the over-

view by Crawford and colleagues (2014) and respectively by Kahn’s (1990) research as well 

as evidence from two meta-analyses (Christian et al., 2009; Crawford et al., 2010).  

Moving from the inside to the outside, the wheel’s ranks display the following information: 

▪ Rank 1: The three antecedent dimensions by Kahn’s (1990) research  
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▪ Rank 2: Definition of the three antecedent dimension by Kahn’s (1990) research 

▪ Rank 3: The respective antecedents as discussed by research (Christian et al., 2009; 

Crawford et al., 2010, 2014) and presented in Section 2.5.5 

▪ Rank 4: General definitions of the antecedents as discussed by research (Christian et 

al., 2009; Crawford et al., 2010, 2014) and presented in Section 2.5.5 

The wheel aims to provide an easy overview of the identified engagement antecedents as 

presented by research (Christian et al., 2009; Crawford et al., 2010, 2014) and in conse-

quence emphasize the areas that organisations can work on to enhance their engagement 

levels. 

2.5.7 Engagement Antecedents: Final Remarks 

Kahn (1990) theorised that the presented antecedent factors, mutually and individually, pro-

mote engagement. Yet, not much empirical evidence can be found for this hypothesis. Chris-

tian et al. (2011) in their meta-analysis, conducted a path analysis to analyse the influence 

of promoting factors on engagement and discovered that several antecedents from different 

engagement antecedent elements (i.e. safety, meaningfulness and availability) influenced 

engagement uniquely (i.e. task variety, conscientiousness, transformational leadership, sig-

nificance). Indeed, a meta-analyses showed personal traits (such as self-efficacy, proactive 

personality, optimism) are most influential to WE (Peccei, 2013), hence supporting what 

Macey and Schneider (2008) term as 'trait engagement' where some people are just more 

inclined to feel engaged than others (Guest, 2014). The study further suggested strong asso-

ciations of WE with reported feelings of job variety, task significance and work-role fit, 

while job control/autonomy was found slightly less strongly correlated with WE (Peccei, 

2013). 

Interactions Between Antecedent Factors 

Lately, more attention has been paid to the interactions between antecedent factors, thus how 

they influence each other (e.g. nonlinear synergistic influence instead of additive effects) 

(Crawford et al., 2010). Accordingly, only a few studies have so far explored the interactive 

relationship between antecedent factors and found for example that beneficiary contact 

(meaningfulness) and task variety (meaningfulness) reduced the negative influence of work-
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role conflict (availability) (Hakanen, Bakker and Demerouti, 2005) while off-work-recovery 

(availability) reduced the negative impact of job insecurity (safety) (Kinnunen, Mauno and 

Siltaloppi, 2010). 

 

Figure 6: Engagement Antecedent Wheel (Designed Based on Research by Crawford et al. (2014), Kahn 
(1990) and Evidenced by Christian et al. (2009) and Crawford et al. (2010) 

 
Application to Human Resource Management 

It can be derived from the antecedents of engagement that they impact capacities that are 

closely linked to overall Human Resource Management (HRM) responsibilities in most 
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companies (e.g. leadership style, values of the company) (Albrecht, Breidahl and Marty, 

2018). Therefore, in order to improve H&S worker engagement, general practices within the 

company may need to be changed, such as showing workers that they are genuinely cared 

for and that they and their H&S efforts are valued by the company (Bell, Sykes and Powell, 

2014; Bakker and Albrecht, 2018). Further, Bakker and Albrecht (2018) identified a need 

and trend to analyse how HRM practices and policies can support WE by considering “or-

ganizational context factors, job context factors, and individual psychological and motiva-

tional factors” (p. 6). 

Implications of Antecedent Research on Safety-II Principles 

Circling back to safety behaviour, antecedents such as management support, LMX and au-

tonomy were found to be related to higher levels of SCB and safety participation (Hofmann, 

Morgeson and Gerras, 2003; Parker, Lawrie and Hudson, 2006; Laurent, Chmiel and 

Hansez, 2018). Supporting this, Lawani and colleagues (2019) added that in order to support 

engaged workers, “an open and ‘no-blame’ environment in which problems are resolved 

through consultation and the use of shared knowledge and learning” (p. 3) had to be created. 

Laurent and colleagues (2018), as a result of their findings, proposed that when employees 

feel cared for by their organisation they reciprocate that behaviour by considering and acting 

on extra-role behaviours, such as discretionary safety actions. 

Furthermore, taking into account the Safety-II principles summarised in Section 2.2.7, some 

similarities can be drawn between those and the antecedents for engagement (see Table 8). 

Table 8: Antecedents Safety-II and Engagement 

Safety-II principles Possible relation and similarities to engagement antecedent 

Overall Workplace climate: Enabling this principle will mean an amendment 
to the entire climate in the workplace as the norms and expectations 
will be adjusted in parallel with a sensitivity to failure possibility, a 
curiosity for what enables success, the awareness of a complex and 
dynamic work environment and its consequences as well as an under-
standing of the role of expertise, adaptation, and creative problem 
solving. Therefore, this needs to be reflected in overall organisational 
values as well as processes (e.g. training, decision-making, staffing). 

Transformational leadership: Workers should be supported and mo-
tivated as well as taken seriously and appreciated for their expertise in 
their trade by their leaders who actively supports coaches and works 
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Safety-II principles Possible relation and similarities to engagement antecedent 

with the workers to identify what they need to get work done and pro-
vides it, and hence, provokes creativity and proactivity. 

Safety as integral part of deci-
sion-making and conversations 

Safety is a natural part of every-
day conversations and discussion 
regarding all areas of the busi-
ness (e.g. production, time plans, 
quality, health, wellbeing) 
among workers and between 
managers and workers. Workers' 
health and wellbeing is an incre-
mental part of management's 
conversations, discussions and 
decision-making. 

LMX: There is a trusting and open relationship in which workers feel 
cared for by leaders and take a proactive part in H&S discussions and 
exhibit safe and healthy behaviours. 

Feedback: Managers are willing to openly raise or respond to any as-
pects of work performance that are relevant to the scenario. This could 
include giving or requesting feedback on individual, team or organisa-
tional performance to help all parties to understand and explain how 
the system is functioning. 

Focus on and learning from the 
‘work-as-done’ and the ‘good’ 
in daily work 

Check the procedures that usu-
ally go right because potentially 
there will be a difference be-
tween ‘work-as-planned’ and 
‘work-as-done’, because work 
requires variability. Plans are 
usually either too specific (i.e. 
they provide no variability) or 
they are too general (i.e. they do 
not really describe the work).  

The organization needs to under-
stand what is happening within 
their work, because success and 
failure emerge from the same 
conditions: How people adjust 
performance to deal with com-
plexity is the reason things work 
and the reason they sometimes 
fail. Thus, organisations need to 
understand how things work to 
understand how they sometimes 
do not work. 

Reward and recognition: Workers are being recognized for the good 
work they are doing and their expertise and critical thinking they use 
to overcome complexity in resilient ways 

Feedback: Feedback from workers is gathered on their perception of 
work (e.g. how it is going, what are current main challenges, what is 
needed to overcome the challenges). Also, workers get feedback for 
their work’s quality and can learn from constructive feedback that fa-
cilitates learning and further develops strengths. Both kinds of feed-
back (i.e. from and towards workers) should be delivered in different 
forums and with different foci to ensure quality, e.g. one-to-one, col-
lectively and within the team, or as/on the organisation. 

Organisational justice: Restorative justice principles are the base of 
decisions on consequences and feedback. In case of an event, all 
stakeholders (i.e. victim, person responsible as well as the community 
(directly and indirectly) affected by the event) are being considered in 
the analysis and consequential actions. Positive as well as negative 
events are equally seen as learning opportunities.  

LMX: Workers should be provided with balanced feedback from 
leaders that provides learning opportunities, by this the communica-
tion and relationship between leaders and workers is likely to be en-
hanced.  

Social support: Practicing this principle will lead to the fostering of a 
social network based on mutual support between the organisation and 
the individuals in the organisation through e.g. collaborative commu-
nication, perceived appreciation of workers’ input and empowerment. 
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Safety-II principles Possible relation and similarities to engagement antecedent 

Frequency over severity in 
events 

Resources should be spent on un-
derstanding everyday events that 
add barriers to work and prevent 
people from getting the resources 
they need to do their jobs 
properly and safely in order to 
understand how the system in the 
organisation works and improve 
on it.  

Organisational justice: Attention is being paid to minor but frequent 
events in order to enhance safe working. Hence, they are not being ig-
nored in favour of very unlikely or rare big events. Safety is being in-
corporated in general decision-making naturally and it is demonstrated 
that workers on all levels are being valued. 

LMX: Leaders need to highlight and act as an example in valuing the 
frequency over severity in events. This has to be reflected in actions 
as well as direct and indirect communication by showing curiosity in 
understanding how ‘work is done’ and understanding the barriers in 
getting the resources needed. 

Sensitivity to the possibility of 
failure and acknowledging the 
unpredictability of events 

Failure as well as success should 
be accepted as a usual occur-
rence which should be reviewed, 
and lessons learned should be 
shared for betterment and im-
provement. Plus, the organisation 
should be aware that not all 
events and circumstances can be 
planned and instructed on. Devi-
ations from the plan should be 
seen as a learning opportunity. 
Due to the complexity of modern 
work environments, it is impossi-
ble to predict and plan for all 
possible events through strict 
procedures. Hence, an organisa-
tion needs to be resilient to those 
disruptions. 

Organisational justice: Since ‘zero failure’ is an unrealistic goal, 
workers are not measured on unachievable key indicators but sup-
ported in identifying resource limitations and deviations to ‘work-as-
planned’ are seen as valuable learning opportunities on handling com-
plexity. The unpredictability and flexibility of situations and events is 
being acknowledged and therefore, deviations to ‘work-as-planned’ 
are not perceived as ‘human defiance’ and seen as a starting point for 
discussion. In the case of a negative event, the principles of restorative 
justice should be the main guideline to actions and investigations. 

LMX: Leaders should support and even encourage deviations from 
the planned work to create learning opportunities and initiate discus-
sions about and understanding of system and resource limitations in 
order to achieve improvement.  

Workers as flexible resources 

Workers’ ability to react flexibly 
to make decisions based on expe-
rience and knowledge to ensure 
safety (i.e. adaptive capability), 
have to be acknowledged and 
fostered through empowering 
training and learning (e.g. risk 
assessments, learning about the 
work environment, transactive 
memory systems (who knows 
what), learning additional skills), 

Autonomy: As a result, to changing circumstances and dynamic work 
environments, workers communicate changes in circumstances to in-
form about adjustments in procedures and the organisation and the in-
dividual can learn from the adapted routines. Furthermore, manage-
ment trusting workers to make meaningful decisions on their own 
without management involvement or approval. Flexibility within the 
prescribed/instructed/planned procedures and routines are allowed. 

Development opportunities/training: In order to achieve more au-
tonomy, the organisation needs to be changed and supported in ac-
cepting more autonomy. Workers should be supported in their skills 
and decision-making ability through learning on the job, transparent 
systems and sensitivity to outcomes of actions.  
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Safety-II principles Possible relation and similarities to engagement antecedent 

effective leadership and commu-
nication as well as organisational 
structures (e.g. allowing auton-
omy). 

Feedback: Open dialogue about adjustments in processes as a reac-
tion to a dynamic work environment or to increase practicability en-
courages transparent and direct feedback and conversations about per-
formance on equal terms. Workers give and receive feedback 360 de-
grees to support each other and share learnings. 

Reward and recognition: Workers perceive trust in their decisions 
and expertise as recognition of positive work performance and appre-
ciation of workers as valuable resources. 

Personal resources: Workers can use their personal strengths and re-
sources in work. 

LMX: Relationships between leaders and workers is likely to be en-
hanced since part of this principle is to appreciate workers for their in-
put, hence two-way conversations and taking workers’ feedback into 
account is necessary. 

Social support: Practicing this principle will lead to workers perceiv-
ing more support by their organisation and the individuals in the or-
ganisation through e.g. two-way communication, perceived apprecia-
tion of workers’ input and empowerment. Workers share ideas, inno-
vations, and strategies with each other in an environment of mutual re-
spect and with the trust of leadership, and therefore social capital 
within the organisation is build. 

2.6 Engagement in the Context of H&S 

After the previous review on the links between engagement and the Safety-II principles, it 

can be assumed that similar principles apply between the two concepts. In the following 

section, the relationship between engagement and H&S will be further explored. 

2.6.1 Change towards Engagement Focus in Safety Culture Development 

Within the last decade, empirical research within the context of patient care in hospitals, 

engagement and safety climate were explored and it was found, that patient safety culture 

can be predicted by engagement (though they often used Gallup’s definition of engagement). 

Employee engagement may have a positive effect on safety culture and in consequence an 

indirect effect on negative safety events (e.g. injuries) (Mark et al., 2007; Collier et al., 

2016). Mark et al. (2007) stated that in order to reduce negative safety events high levels of 

both, WE and safety climate, are needed. In addition, another study on Italian healthcare 

workers found that employee engagement (directly affected by LMX) had direct effects on 
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situational aspects and indirect effects on the behavioural aspects of safety culture (leading 

to in-role performance and safety compliance) (Trinchero, Farr-Wharton and Brunetto, 

2019). Thus it is not surprising, that practitioners calls for a change from safety culture mod-

els that are characterised by plans, policies and procedures which were defined as top-down 

to models that are sustainable and flexible in a cooperative environment: McElveen (2019) 

discussed the transit strategic safety culture paradigm, which was designed to enhance safety 

culture processes in the US transit industry, and called for establishing a sustainable safety 

culture in the transit industry that focuses on employee engagement through “caring, trust, 

mutual respect, value creation, enterprising spirit [and] open communication” (p.40). Re-

markably, these findings are also in line with the Safety-II principles (presented in Section 

2.2.7). 

2.6.2 Safety as an Outcome of Engagement 

In accordance with the previously presented connections between engagement and safety 

culture, it was found in a hospital context, that initial engagement and its change were the 

soundest independent predictors of patient safety culture and that increased WE also led to 

a reduction in compensation claims (Thorp et al., 2012). Although this research was con-

ducted in a hospital setting with a focus on patient safety instead of a MF setting, and obvi-

ously working patterns are quite different between the two industries as well as differences 

between nurses incompliance impacting others safety and MF workers’ unsafe behaviour 

risking harm to self, similar findings were made in a company context. WE negotiated the 

connection between job characteristics and job resources and safety performance (Yuan, Li 

and Tetrick, 2015). Furthermore, Hansez and Chmiel (2010; 2018) conducted research in an 

energy company context and found a significant relationship between WE and low situa-

tional and routine safety violations which might be explained by motivational theories 

(Bakker and Demerouti, 2007) or by SET (Laurent, Chmiel and Hansez, 2018). These results 

mirror similar findings placing engagement as a mediator between job characteristics and 

other work behaviours (e.g. performance) (Xanthopoulou et al., 2008; Rich, Lepine and 

Crawford, 2010).  



Literature Background: 
An Initial Review of the Literature 
 

96 
 

2.6.3 Trust as an Antecedent of Engagement in a Safety Context 

Collier et al. (2016) found that managers have to build trusting relationships by supporting 

their subordinates and having two-way conversations in order to build WE and H&S perfor-

mance. In line with that, Lawani et al. (2017b, 2019) highlighted the importance of trust in 

order to establish WE. Workers that perceived that they were not trusted (i.e. were monitored 

or felt that managers thought they were incompetent) reacted in retaliation (e.g. taking short-

cuts, risk-taking, etc.) (Lawani, Hare and Cameron, 2019). Based on their qualitative find-

ings, they developed a trust framework of four stages which reflect a company’s trust ma-

turity through the stages: lack of trust, ability, genuine benevolence, and company integrity. 

Integrity, and therefore the highest level of trust, was described as when workers perceived 

that they felt they were employed in a just environment in which they could confidently 

voice concerns and their management genuinely listened and cared for their needs and con-

cerns and respected them as individuals, as well as in which management followed through 

with H&S and wellbeing matters when voiced and their actions fitted with the values they 

communicated (Lawani, Hare and Cameron, 2019). Further, in line with other researchers, 

they hypothesised that workplace trust and OSH may promote WE (Tharaldsen, Mearns and 

Knudsen, 2010; Conchie, Moon and Duncan, 2013; Lawani, Hare and Cameron, 2019). Con-

sequently, the role of trust in an occupational setting grew in recognition within research 

(McAllister, 1995; Colquitt and Rodell, 2011; Bagraim and Hime, 2012; Lawani, Hare and 

Cameron, 2019) and its significance to leadership, communication (Atwater, 2007) and 

within teams (Bews and Martins, 2012) has been studied. Again, looking back at the Safety-

II principles (presented in Section 2.2.7), while not being discussed in detail, having a trust-

ing relationship between leaders and workers appears to be essential in order to implement 

empowerment in workers and more flexible, resilient procedures, as workers need to trust in 

the support and fair treatment of leaders when amending their work patterns to create ro-

bustness in work. 

2.6.4 Leadership Behaviour as an Antecedents of Engagement in a Safety Context 

The crucial role of management as an antecedent of WE was discussed in Section 2.5.5. 

Therefore, it is not surprising, that research shows that an employee’s perception of their 

leaders’ commitment to safety is essential for them to adopt safety behaviour themselves, in 

addition to acting as a predictor for accidents and near-misses (Tappura, Nenonen and 
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Kivistö-Rahnasto, 2017). It was reported that management commitment’s influence on WE 

appeared to be greater than the influence of co-worker support, thus managers have to adapt 

their practices accordingly (Yuan, Li and Tetrick, 2015).  

Conchie et al. (2013) used focus groups with sixty-eight supervisors from the construction 

industry to look at factors that helped and hindered the supervisors’ engagement in H&S. 

They found the following elements to support safety leadership: 

(1) Transformational and participative leadership styles with a focus on communication 

and coaching as opposed to disciplining employees, 

(2) spending time with employees, gaining their trust and coaching them on safety be-

haviour rather than doing administrative tasks and paperwork, 

(3) coaching employees on how to get the job done safely instead of retracting to di-

rective, production-focused behaviour when feeling the pressure of production, and  

(4) social (i.e. management support employees and acknowledge their work) as well as 

organisational support (i.e. safety programmes and training) instead of having no 

resources or capacity. 

This shows that autonomy, in terms of supervisors having the power and capacity to address 

and change a situation, as well as a supportive environment are key factors in promoting 

engagement in safety leadership (Conchie, Moon and Duncan, 2013).  

Again, the findings by Conchie et al. (2013) are in line with the Safety-II principles (pre-

sented in Section 2.2.7) considering that a supportive and transformational leadership style 

that coaches employees was found to be essential for Safety-II as well as for engagement 

(Lockwood, 2008; Tims, Bakker and Xanthopoulou, 2011; Gordon et al., 2017).  

The leaders’ safety commitment as perceived by their workers balanced out the effect that 

work strains have on situational safety violations in a 4,297 mixed-hierarchical sample of 

safety relevant employees of an energy sector company (Hansez and Chmiel, 2010) as well 

as in 1,922 workers of mixed-hierarchical of company within the steel sector (Laurent, 

Chmiel and Hansez, 2018). Further, they found that job resources have a positive link to 

perceived management's commitment, though the researchers presumed that there are dif-

ferences in that relationship depending on employees’ individual resources as well as job 

type. Thus, they argued that management safety behaviour adds variance in safety behaviour. 
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In conclusion, they recommended that interventions should focus on job-related engagement 

and strains as well as safety-specific aspects of work environment in order to (1) balance out 

the impact of job demands and strains and (2) trigger the SET process, and subsequently, 

encourage engagement as well as positive safety behaviour (Hansez and Chmiel, 2010).  

Furthermore, Lawani et al. (2017) composed a worker engagement maturity model through 

a Delphi study for the construction industry suggesting that (1) meaningful discussions, (2) 

empowerment, (3) trust, (4) motivation, and (5) commitment are all factors that are signifi-

cantly impacted by management structures and leadership behaviour. This study mostly fo-

cused on a behavioural perspective on engagement rather than a psychological affective 

state, considering levels of involvement with the OSH system rather than inherent emer-

gence within the work. It would be interesting to test, if the behavioural engagement pro-

moted through this framework would also be mirrored in the engagement levels of employ-

ees. 

2.6.5 Safety Environment as an Antecedents of Engagement in a Safety Context 

On a similar note, it has been identified across industries that the general reduction of risks 

and threats and the implementation of a caring environment increased WE, and conse-

quently, safety (Nahrgang, Morgeson and Hofmann, 2011) as a safe work environment may 

promote workers’ sense of being safe and cared for and thus, psychological safety. With 

respect to the MF industry, Nahrgang et al. (2011) found in their meta-analysis of 203 inde-

pendent samples across 170 studies considering in sum 186,440 participants from different 

industries, that in terms of demands, autonomy, physical demands and complexity made 

sense of the highest percentage of variance with moderate to strong effect sizes, thus being 

the strongest predictors of adverse events. Hence, emphasising the importance for companies 

to analyse the level of complexity, autonomy and exhausting physical demands. Respec-

tively, job resources such as safety climate, leadership and knowledge explained the highest 

amounts of engagement variance across the MF industry (Nahrgang, Morgeson and 

Hofmann, 2011). Thus, highlighting the importance of organisations creating a supportive 

and resource-providing environment for workers to increase engagement. However, it 

should be noted, that these results were obtained through a meta-analysis, and it was not 
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specifically reported what papers were included and if there was consistency between en-

gagement definitions and measurements in the respective papers.  

2.6.6 Practical Recommendations and Implication for This Research Project 

In conclusion, WE research shows potential for the H&S context. The results supporting 

positive H&S performance as an output of WE evidence a need for organisations to imple-

ment WE improvement measures in order to increase H&S engagement. At the same time, 

the findings are in line with the Safety-II principles (presented in Section 2.2.7).  

In particular, trust, leadership behaviour and the safety environment were found to be linked 

to positive safety outcomes. Consequential recommendations for organisations summarising 

the findings from the previous section are presented in Table 11. 

Table 9: Exemplary Practical Recommendations Drawn From the Review on H&S Engagement Literature 

Level Consequential Recommendation 

Organisation Organisational priority: Safety as well as workers’ engagement should be made a prior-
ity for managers through providing resources for leaders to support the workers in both, 
alignment of values and decision-making. 

Develop skill: Supporting workers through respective resources in upskilling and in-
creasing competences may support workers’ confidence in their skill as well as H&S 
engagement in return. 

Supporting environment: Creating an environment in which workers’ needs are satis-
fied through the necessary resources should be created. Specifically, resources to coun-
teract demands resulting from work. Therefore, the organisation needs mechanisms to 
assess demands impacting workers as well as identify resources needed to counterbal-
ance these. 

Leadership 
behaviour 

‘Walk the talk’: To build trust, leaders’ behaviour should be in line with the values they 
communicate to show their honest commitment to the workers’ wellbeing. Hence, re-
flecting on how (corporate or individual) safety values are reflected in day-to-day deci-
sion-making is recommended. 

Resource provision: Leaders should provide workers with the job resources they need 
to act safely. These can be identified through meaningful, open conversation between 
leaders and workers. Hence, leaders and managers need to be enabled to conduct those 
conversations. 

 

Hence, based on the presented literature review a relationship demonstrating Safety-II in-

creasing workers’ engagement with H&S has been established (see Figure 7). 
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Figure 7: Theoretical Assumption Based on Literature Review 

The presented review displayed the current developments in safety approaches towards fo-

cusing on the human factors and how the concept of WE can support safety performance in 

the workplace. Indeed, there seems to be no agreement found yet in what direction WE and 

safety performance and climate affect each other as evidence was demonstrated in both di-

rections. Thus, there appears to be a gap in the academic research investigating WE in the 

context of OSH within a PL/MF worker sample. 

Further, the ambiguity of definitions and influencing factors has been demonstrated by this 

literature review. Yet, there seem to be a general agreement that WE  

(1) can be seen as a fluid psychological state characterised by vigour, dedication, and 

absorption in work which might result in behavioural outcomes, and  

(2) is related to factors impacting an individual’s psychological meaningfulness, safety 

and availability with respect to their work. 

While the presented limitations do not hamper the potential that WE positively impacting 

safety performance and climate, it highlights to practitioners the importance of understand-

ing the specific context-relevant circumstances that impact WE within their populations in 

order to attempt an increase in WE levels. 

Increasing job and personal resources in 
relation to 
§ Psych. Meaningfulness (e.g. autonomy, 

development opportunities/ training, 
reward and recognition, feedback)

§ Psych. Availability (e.g. personal 
resources)

§ Psych. Safety (e.g. leader-member 
exchange, social support, leadership 
style, organisational justice)

Increase in workers’ 
engagement 

Realisation of Safety-II 
principles/ mindset Workers…

- feeling cared for by the company/ 
leaders

- having the freedom to act flexible and 
increase resilience of organisation

Workers show…
- proactive & resilient safety behaviour
- H&S engagement

Increase in Safety-II principles, e.g.
§ Focus on and learning from the ‘work as 

done’ and the ‘good’ in daily work
§ Frequency over severity in events
§ Sensitivity to the possibility of failure 

and acknowledging the unpredictability 
of events

§ Workers as flexible resources
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Chapter 3 - Engagement in the Context of Production-Line Workers: 

A Narrative Literature Review 

3.1 Introduction 

Chapter 2 of this thesis provided an overview of the literature relating to engagement in 

general and only touched on the empirical evidence relating to WE in PL/MF workers. To 

develop effective and successful interventions it is recommended to make sure that the cur-

rent evidence base is analysed and understood (Craig et al., 2008, 2019). Several literature 

reviews and meta-analyses have evaluated the current empirical base of engagement litera-

ture showing a growing body of research on the definitions, antecedents, outcomes and in-

terventions in relation to WE (Attridge, 2009; Crawford et al., 2010; Shuck and Wollard, 

2010; Christian et al., 2011; Kim, Kolb and Kim, 2013; Bailey et al., 2017, 2019; Bakker 

and Demerouti, 2017). These reviews and meta-analyses usually focused on the whole body 

of WE literature with differing populations, yet it was acknowledged that there are differ-

ences in the factors related to WE in different populations and work types, e.g. white-collar 

workers vs PL workers (Schaufeli, Bakker and Salanova, 2006). Hence, to understand and 

evaluate the empirical evidence with respect to WE relevant to this research project, the 

focus should be set on PL workers. 

To this date, no literature review has been conducted that focuses on the identification, eval-

uation and comparison of research on manual workers in a factory environment in relation 

to WE. To overcome this knowledge gap, a systematic search and synthesis of literature and 

narrative review and analysis was conducted, i.e. a narrative literature review, and is pre-

sented in this chapter.  

The review aims to  

▪ identify peer-reviewed literature that focuses on WE and is set in a MF environment 

focusing on PL/MF workers, and 
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▪ synthesise the literature to identify the current state of knowledge in this area. 

3.2 Study Design 

A systematic literature search was conducted between November 14 to November 21, 2018, 

and again between December 01 – December 08, 2020, using Scopus, Ovid (incl. Embase 

and PsychInfo), ProQuest (dissertations and theses within the UK and Ireland) and World of 

Science.  

The search was designed to identify all abstracts and titles that include the word ‘engage-

ment’ (string 1), and anything related to PL/ MF workers (string 2). While the focus was 

initially planned to be only on automotive PL/ MF workers to stay close to the BEP workers, 

first pre-searches showed that these produced almost no publications. Hence, the focus was 

broadened to PL/ MF workers in general, with no specific industry focus. Therefore, to re-

duce the chance of missing publications, wide terms, such as “blue collar” “factory”, “man-

ufac*” and “production” were used, however, relics from the initial search like “car” and 

“automotive” were still included. 

Further, as there is no agreement on the definition of engagement - it is often used as a 

synonym for ‘involvement’ or other terms - and to reduce the risk of missing any relevant 

publications, the researcher used the names of the most published engagement authors that 

appeared in the list of references (string 3). Hence, for the primary search the following 

search terms were used: 

▪ String 1: engagement 

▪ String 2: AND factory OR manufac* OR production OR "shop floor" OR "blue-

collar" OR automotive OR car OR assembly 

▪ String 3: AND schaufeli OR harter OR saks OR kahn OR maslach OR macey 

As each search engine works slightly differently, the search strategy, including search terms 

and Boolean operators, were adapted accordingly. 

For practical reasons as well as to further define the search, publications were included when 

they satisfied the following criteria: 
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▪ Search dates: Publication between 1990 and the date of the search - As the term en-

gagement was first mentioned by Kahn in 1990, this was chosen as the logical start 

date. 

▪ Language: English and German - As the researcher is fluent in both languages, re-

search in both languages could be considered. Publications in other languages were 

excluded. 

▪ Accessibility: Online accessibility - Publications had to be accessible for the re-

searcher online. If there was no access initially, an interlibrary loan was requested, if 

this was not available the respective researchers were contacted once. If there was 

no reply within 10 days, the publication was excluded. 

▪ Type of study: Peer-reviewed – It was assumed from an academic point, that peer-

reviewed publications ensure a certain scientific quality. Only empirical studies were 

included with no limitation to the sample size. 

This first search revealed 537 publications. After removal of ninety-nine duplicates, 438 

publications remained and were then searched by title and abstract for the following inclu-

sion/exclusion criteria: 

▪ Topic of the study: The research is focused on WE or a related concept (i.e. employee 

engagement) in an organisational context. Hence, articles about, for example, learn-

ing engagement of pupils or customer engagement with brands were excluded. 

▪ Sample of research: The research must be primarily in a PL/ MF context. For exam-

ple, research that was focused solely on a university population or hospital staff was 

excluded. If PL/ MF staff was mixed with other populations, these publications were 

further investigated for their focus on PL/MF workers. 

This led to an exclusion of 316 publications, leaving 122 publications for detailed review of 

the whole content in order to determine if PL/MF workers were explicitly included in the 
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research. Due to the limited number of papers focusing solely on BC4 workers, papers that 

clearly involved PL/MF workers with other varying employee types were included. Papers 

that either had no PL/MF workers or where it was not clear what kind of employees the 

sample consisted of or how many were PL/MF exactly were further excluded. After detailed 

evaluation thirty-one papers were deemed relevant. An overview of the screening process 

can be found in the PRISMA flowchart (Figure 8). 

The thirty-one papers identified were then analysed and data was extracted and collated ac-

cording to the following details: 

▪ Author(s) and date, 

▪ Sample size and characteristics 

▪ Country 

▪ Industry details 

▪ PL/MF: partly vs. solely 

▪ Measurement tool for engagement 

▪ Intervention description (if an intervention was presented) 

▪ Study method 

▪ Comparison 

▪ Outcome/Results 

The summary of the included publications can be found in Table 10. 

Due to the mixed nature of publications with regards to their research design as well as to 

satisfy the aim to explore the body of existing research and their findings, a narrative syn-

thesis of the identified publications was conducted. 

                                                 
 

4 Within this study, the term ‘blue-collar workers’ is being used synonymously with production-line/MF/as-
sembly workers 
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Figure 8: PRISMA Flow Diagram Displaying the Results of the Systematic Literature Screening Process (incl. 
Record Exclusion Reasons)  

Studies identified through 
data base searching 

(n=537)

Ovid (n=64) ProQuest (n=35)
Scopus (n=420) Web of Science (n=18)

Total number of studies identified 
(n=537)

Duplicates removed
(n=99)

Total number of abstract reviewed
(n=438)

Total number of studies included in 
synthesis

(n=31)

Articles excluded, with reason
(n=316)

Total number of full-text records reviewed
(n=122)

Studies excluded, with reason
(n=91)

Wrong topic (n=222)
Wrong sample (n=38)
Not peer-reviewed (N=56)

No access (n=5)
No blue-collar sample (n=50)
Unclear, if blue-collar sample (n=32)
Language (n=4)
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Table 10: Summary of Included Publications From Literature Review 'Engagement in the Context of PL/MF 
Workers' 
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3.3 Results 

The literature review encompassed a narrative analysis and synthesis of publications that 

met the inclusion criteria describing research that examined engagement in a BC working 

environment. Thirty-one publications were identified having BC workers in their sample. 

Out of 117 peer reviewed publications focusing on engagement in a MF or blue-colour con-

text, e.g. construction, fifty publications had only white-collar workers, mainly executives 

and managers, as their sample, and thirty-two publications did not clearly outline if BC 

workers were involved. From the thirty-one identified papers clearly studying BC workers, 

only eight were solely focusing on BC workers and twenty-three had a mixed sample with 

BC workers involved. This illustrates the lack of designated research on this particular sam-

ple. 

The studies identified were conducted in eighteen different countries across five continents 

(though one country was not specified and was only described as ‘Europe’), highlighting the 

global interest in the topic. Most studies were conducted in Asia (n=16) and Europe (n=10). 

From a research design perspective, most studies used a simple cross-sectional design 

(n=27), while only four used a more complex design (i.e. two longitudinal study, two diary 

studies). In terms of research method approach, most studies utilised questionnaires (n=29), 

one used data from a prior observational study and one solely relied on interviews. The 

UWES was the preferred measurement tool, with twenty-two studies using some form of it 

to measure WE. Moreover, only four papers used qualitative methods (i.e. interviews or open 

questions), from which only one was solely a qualitative study and the other three were 

mixed-method designs.  

3.3.1 Antecedents 

Twenty-seven studies looked at the antecedents of WE. Adopting the headings proposed by 

Bailey et al. (2017), the identified studies are further synthesised. 
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Individual Psychological States 

Seven studies explored the influence of individual psychological states on WE. Most studies 

focused on the workers’ personal perceptions of the abilities that they bring into work, such 

as resilience, self-efficacy or personal strengths and competences.  

Coomer and Houdmont (2019) demonstrated in a small sample of 311 MF workers from 

different departments that the perceived ability to work was positively associated with WE, 

and regression analysis revealed that changes in WE levels could mostly be explained 

through work ability and core self-evaluation, a psychological concept encompassing self-

esteem, locus of control, self-efficacy and emotional stability traits. Similarly, WE was also 

found to have increased after introducing an intervention improving workers’ personal 

strengths through coaching (Peláez, Coo and Salanova, 2019). Another study evidenced a 

similar effect after implementing an intervention concerning job re-design, a stronger adver-

tisement of training opportunities and through strengthening self-efficacy and perceived 

competence levels (Cifre, Salanova and Rodríguez, 2011). In addition, a study using eight 

items of the Oldenburg Burnout Inventory (Demerouti, Mostert and Bakker, 2010) and ap-

plying a Multi-Group Structural Equation Modelling on 598 workers of which 378 were BC 

workers identified that higher resilience and goal orientation were positively related to work-

ers (Molino, Cortese and Ghislieri, 2020) emphasising the importance of personal resources 

influencing WE levels. 

Emotions and affective states were found to mediate WE in manual workers. Happiness was 

associated with impact WE and mediate the relationship between WE and turnover intention 

and burnout (Santhanam and Srinivas, 2019), while emotional exhaustion was negatively 

associated with WE (Mathisen and Bergh, 2016). Furthermore, intrinsic motivation was 

found to be a mediator for the relationship between line manager support and WE (Huo, 

Boxall and Cheung, 2020). 

Consequently, the body of research included in this review provided evidence of the im-

portance of personal individual resources on WE in PL workers. 
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Individual Perceptions of Organizational and Team Factors 

There were thirteen studies identified that explored the relationship between factors that 

were related to the organisational setup or to the co-worker relationship and WE. 

Four studies explored the impact of the HR or work system on WE. Two studies found that 

HR systems were associated with WE (Chambel, Castanheira and Sobral, 2014; Guan and 

Frenkel, 2018). Chambel et al. (2014) found that permanent workers showed a stronger as-

sociation between HR practices and WE than flex/temp workers, which they presumed was 

due to temporary workers often receiving fewer benefits through HR systems. One study 

gave evidence that cleaner production practices, corporate social responsibility and service 

quality in an organisation was related to higher levels of WE (Farooq and Salam, 2020). 

Closely related, high-performance work systems that were associated with higher investment 

in employees, and industrial relations climate were identified to be positively related to WE 

in 6,921 Chinese MF workers of which 58.7% were frontline workers (Yang et al., 2018). 

With respect to investing in employees, in a cross-sectional study of 306 Malaysian opera-

tional level employees, financial and non-financial recognition, as well as fringe benefits, 

were found to be positively related to employee engagement, while non-financial recogni-

tion was the strongest predictor for WE, while no significant impact could be found on WE 

through training and development (Johari et al., 2013). Contrastingly, no mediating effect 

was found for reward or effort-reward imbalance on the relationship between organisational 

justice and WE (Inoue et al., 2010), but it was found for the effect of development opportu-

nities on WE (Hu, Schaufeli and Taris, 2013), both potentially through a greater perception 

of OCB or personal gain from work. Furthermore, distributional and interactional justice 

were associated with engaged workers (Inoue et al., 2010; Huo, Boxall and Cheung, 2020).  

Moreover, three studies found the importance of two-way communication to be relevant for 

MF workers. On the one hand, research found that in order to be engaged, workers need to 

feel well-informed and communicated to (Govender and Bussin, 2020; Molino, Cortese and 

Ghislieri, 2020), while on the other hand, workers need to have the opportunity to voice their 

concerns (Govender and Bussin, 2020). Being a union member, by role provided with a 

voice, was found to be negatively correlated with WE when analysing bivariate correlation, 
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but in the moderated Hierarchical Regression Analysis, union membership showed a negli-

gible effect on engagement, while also a positive and significant interactive effect of high-

performance work systems and union membership on WE (Yang et al., 2018). Furthermore, 

the existence of a union body was found to moderate the otherwise insignificant relationship 

between high-performance work systems (i.e. where organisations invest in their employees 

and their well-being) and engagement in 6,921 workers of which 58.7% of respondents were 

frontline employees (Yang et al., 2018), highlighting the importance of workers’ opportunity 

to raise their voice. 

From a social interaction perspective, the relationship between workers and co-workers was 

found to influence WE levels in five studies. Industrial relationships were shown to be pos-

itively related to WE (Yang et al., 2018). Supporting, intergroup conflict, however not in-

tragroup conflict, was identified to be negatively linked to WE, and found to be further me-

diated by worksite support in females, but not in males (Tsuno et al., 2009). Remarkably, 

they discovered that females showing high intergroup conflict were also higher in WE levels, 

possible due to increased self-esteem through positive differentiation in their own group 

(Tsuno et al., 2009). The mediating effect of workplace support was further revealed in two 

more studies (Inoue et al., 2010; Shantz, Alfes and Latham, 2016) as well as found to be 

positively related to wellbeing moderated by WE (Węziak-Białowolska, Białowolski and 

McNeely, 2019). 

The findings of these thirteen studies evidence the importance of social and organisational 

factors on workers’ WE level. 

Experienced Job-Design-Related Factors 

Seven studies were found to discuss antecedents that are related to the design of the work. 

Three of the identified studies showed job crafting to be positively related to WE (Cullinane 

et al., 2017; Guan and Frenkel, 2018; Węziak-Białowolska, Białowolski and McNeely, 

2019). A diary study conducted on 64 European MF workers revealed that the relationship 

between daily job crafting and WE is mediated by the day-level of seeking challenge and 

resources (Cullinane et al., 2017). Hence, job crafting's influence on WE may be impacted 

by the opportunities that are presented to workers on a daily basis to seek resources and 

challenges and may show an impact on WE due to the increase in perceived self-efficacy. 
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Five studies explored and confirmed the positive relationship between job resources and WE 

and respectively the negative effect of job demands on WE. Structural job resources, social 

job resources and challenging job demands were positively associated with WE, while hin-

dering job demands was also negatively linked to WE (Sakuraya et al., 2017), specifically 

job control and task clarity (Hu, Schaufeli and Taris, 2013), decision latitude/authority and 

autonomy (Korunka et al., 2009; Węziak-Białowolska, Białowolski and McNeely, 2019). In 

addition, WE worked as a partial mediator between job resources and commitment and re-

spectively, job demands and turnover intention (Hu, Schaufeli and Taris, 2011). The finding 

by Hu et al. (2011) within their cross-sectional study on 2,006 Chinese workers of which 

625 were manual workers confirmed the additional effect of the JD-R model, yet confirma-

tion of their interaction effect was found to be neither robust nor strong which might be due 

to the mixed sample of manual workers and nurses who have different domain-oriented de-

mands. 

In summary, enhancing job resources and limiting job demands through BC workers’ work 

flexibility, e.g. through job crafting or increased autonomy measures, seems to be strongly 

linked to increased WE levels. 

Perceived Leadership and Management 

Six studies explored antecedents related to the manager-worker relationship and the man-

agement style.  

Wang and Hsieh (2013) conducted a Hierarchical Multiple Regression on data of 386 Tai-

wan MF and service workers of which 12.7% worked on the PL and their findings proposed 

that authentic leadership and trust were related to WE and that the relationship between au-

thentic leadership and WE is further mediated by trust. Furthermore, they found that super-

visors' consistency between words and actions was associated with trust and that this can be 

further extended to WE (Wang and Hsieh, 2013). While Wang’s and Hsieh’s (2013) findings 

were from data only consisting of approximately 13% line workers, the importance of trust 

on WE was further supported by Węziak-Białowolska (2019) who’s sample consisted of 

more than 1,100 MF operators. In support, a ten-day diary study of 60 Taiwanese MF front-

line workers showed that abusive supervisor behaviour was negatively related to WE (Huang 

et al., 2019). However, one study could not confirm a significant relationship between the 
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leader member relationship and WE in research using a mere operational level sample 

(Johari et al., 2013), which might be due to a limited need for good relationships due to the 

directive nature of BC jobs.  

The findings of a multi-level longitudinal study in 224 Indonesian BC workers showed that 

at team level, perceived engaging leadership (i.e. a leadership style that fosters WE through 

fulfilment of workers needs for autonomy, competence and relatedness) is associated with 

team learning and innovation (but not performance), mediated by team WE (Rahmadani et 

al., 2020), thus leaders who want to promote team learning and innovation should increase 

team WE through e.g. increased perception of peer-support. Similarly, at team level, engag-

ing leadership at time one is associated with individual job performance (however not em-

ployee learning and innovative work behaviour) at time two, mediated by team-WE at time 

two (Rahmadani et al., 2020). This difference between team and individual perceptions 

might be influenced by the strongly collectivist view in Indonesian culture. Supporting, Gov-

ender and Bussin (2020) found in their qualitative interview study with 20 employees of 

which 9 were shop floor workers that a lack of meaningful feedback and communication 

between workers and managers impacts engagement most strongly. 

While some findings were mixed, the overall research has demonstrated the relationship 

between leaders and workers and an empowering, ‘engaging’ leadership style to be key for 

PL workers’ WE level. This might be due to the impact of leadership style on fulfilment of 

needs as in fostering or hindering reception of personal resources or job resources. 

Non-Work-Related Antecedents 

Two publications found that social support from outside work, i.e. family support, impacts 

WE (Lo Presti, D’Aloisio and Pluviano, 2016; Węziak-Białowolska, Białowolski and 

McNeely, 2019). In their mixed method study consisting of interviews and questionnaires 

on 447 Italian food processing workers which consisted to 88.4% of BC workers, Lo Presti 

et al. (2016) identified that emotional family support, instrumental family support, extra 

household support, and family to work enhancement was positively linked to WE and life 

satisfaction, hence indicating the importance of outer-work factors on engagement in work. 



Engagement in the Context of Production-Line Workers: 
A Narrative Literature Review 
 

128 
 

3.3.2 Consequences of Engagement 

Out of the thirty-one studies considering BC workers, seventeen have explored the outcomes 

of WE. 

From a health-related perspective, while Węziak-Białowolska (2019) found in 2,052 em-

ployees of three Mexican apparel factories of which 50.1% were operators no relationship 

between WE and wellbeing (measured through the Flourish Index), other studies showed 

that WE was negatively related to health complaints (Korunka et al., 2009) and psycholog-

ical distress (Coomer and Houdmont, 2019). One study confirmed a negative relationship 

with burnout, but a positive one with happiness (Santhanam and Srinivas, 2019).  

Considering work-related outcomes, four studies were found to evidence a negative link 

between WE and staff’s turnover intention (Korunka et al., 2009; Hu, Schaufeli and Taris, 

2011; Shantz, Alfes and Latham, 2016; Santhanam and Srinivas, 2019).  

Eight studies supported evidence that WE leads to increased performance (Peláez, Coo and 

Salanova, 2019; Govender and Bussin, 2020; Rahmadani et al., 2020; Zondo, 2020), specif-

ically task performance (Guan and Frenkel, 2019). One study focused on safety perfor-

mance, finding that increased WE led to fewer reports of action errors and violations 

(Mathisen and Bergh, 2016). Closely related, Shantz et al. (2016) found a negative relation-

ship with workers’ deviant behaviour. However, one study could not confirm a correlation 

between WE and task performance (Guan and Frenkel, 2018) which might have been due to 

a lack of moderating resources, such as job crafting or LMX. 

Three studies showed a positive relationship with extra-role behaviour, particularly organi-

sational citizenship behaviour (Guan and Frenkel, 2018, 2019; Huang et al., 2019). In their 

diary study, Huang et al. (2019) found that daily WE had a positive relationship with extra-

role behaviours. In addition, organisational commitment was found to be impacted by WE 

(Hu, Schaufeli and Taris, 2011; Chambel, Castanheira and Sobral, 2014) and personal atti-

tudes were found to be the result of WE in two studies, namely PsyCap (i.e. hope, optimism, 

self-efficacy and resilience) (de Waal and Pienaar, 2013) and the desire to have a significant 

effect through work (Farooq and Salam, 2020). 



Engagement in the Context of Production-Line Workers: 
A Narrative Literature Review 
 

129 
 

3.3.3 Interventions 

Three studies were identified that used non-randomised controlled trials in which the effect 

on WE of implemented interventions was tested. 

Cifre et al. (2011) introduced an Action Research Approach for reducing work stress which 

led to a job re-design and advertised training intervention to T1=108/T2=72 workers within 

a Spanish MF company. After the intervention, employees showed significant higher posi-

tive levels of job resources (i.e. innovation climate), personal resources (i.e. professional 

self-efficacy and perceived competence) and motivational outcomes (i.e. WE: vigour and 

dedication). Though the sample as well as effect size was small and the participant data 

between time one and time two were mixed, the results showed potential for tailored job 

redesign interventions on WE. 

Kmiec (2010) tested the implementation of a 90-day blended-learning programme based on 

five skills defined by Flagello and Dugas (2009) (i.e. goal-setting, self-coaching, individual 

practice, reflection, sharing and self-assessment) in his research project. In the intervention 

group, thirty-two subordinates were tested for their engagement after their managers re-

ceived the training. Significant increases of dedication and WE for workers of managers who 

had the intervention was found in the test group while no effect was found in the control 

group. Later, when the control group received the intervention they showed an increase in 

WE as well. 

A strengths-based and RE-GROW micro coaching programme over a period of five weeks 

was introduced to a Spanish MF business to 56 employees with technical or engineering 

positions with non-supervisory or executive responsibilities (Peláez, Coo and Salanova, 

2019). After the intervention, the intervention group showed increased levels of WE (small 

effect size) and job performance (intermediate effect size). 

While the body of research on interventions including a BC sample is small and all three 

studies only had small sample sizes, potentials in initiatives increasing personal and job re-

sources can be derived. 
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3.3.4 Comparisons Between Job Type Groups 

Four studies paid particular attention to the differences between BC workers and other 

worker types. Hu et al. (2011) compared 625 BC workers to 761 health professionals and 

multi-group analysis found that job resources led to increased WE in both groups. The neg-

ative relationship between job demands and burnout was shown to be mediated by job re-

sources only in health professionals but not in BC workers. In their later research, the com-

parison between 625 BC workers 1,381 nurses showed no difference in WE levels between 

the two groups (Hu, Schaufeli and Taris, 2013). However, multi-group testing found that the 

JD-R model is robust for BC workers and nurses when mediated by equity, though only 

nurses showed that there is a positive relationship between job resources and WE and a neg-

ative one with burnout, respectively. Indeed, in PL workers there was no mediation of equity 

on the relationship between job resources and wellbeing, but higher job resources were 

linked to a decrease in wellbeing (i.e. engagement and burnout) (Hu, Schaufeli and Taris, 

2013). This was explained by the researchers through the job insecurity that the workers 

experienced considering this as a significant lack of job resources (Hu, Schaufeli and Taris, 

2013). 

In a comparison between MF and call-centre workers, provided evidence suggested that for 

MF workers, the mediating effect of being a permanent worker on the association between 

WE and commitment was stronger, possibly due to differences in tenure (Chambel, 

Castanheira and Sobral, 2014). 

Molino et al. (2020) found in their research on technology acceptance in 220 white-collar 

and 378 BC workers, that there was no difference in WE levels between the two samples, 

yet BC workers showed a significantly higher link in associations between opportunities for 

information and training and WE.  

The number of studies purposefully drawing comparisons between BC workers and other 

work types is scarce, yet they showed differences in WE experiences when compared to 

nurses and call centre workers which should be considered when designing e.g. interven-

tions. 



Engagement in the Context of Production-Line Workers: 
A Narrative Literature Review 
 

131 
 

3.4 Discussion 

This review aimed to explore and synthesise, through a narrative lens, the current body of 

WE research relating to BC workers. 

Six studies identified that personal individual resources, such as self-efficacy and perceived 

competences, support WE in BC samples. These findings are supported by the overarching 

body of engagement (among others: van Woerkom, Oerlemans and Bakker, 2016), and it 

was suggested that there might be a reciprocal effect between personal resources and WE 

(Xanthopoulou et al., 2009). Indeed in overall WE research, self-efficacy was found to be 

the most impactful predictor of WE (Peccei, 2013), hence emphasising the need for compa-

nies to consider mechanisms to support workers’ personal resources. 

Almost half of the studies examining antecedents included factors related to increasing the 

job resources by the organisation through investments or social support, all of which showed 

a positive relationship with WE. This is in line with the JD-R model research proposing that 

job resources are positively associated with WE (Bakker and Demerouti, 2007). Further-

more, the association between work systems that invest in their employees may not only 

benefit the workers’ engagement by providing more resources, but also through SET by 

workers reciprocating the investment through WE (Alfes et al., 2013). However, the research 

considering organisational justice suggested that relationships as well as investments need 

to be fairly distributed to enhance WE (Inoue et al., 2010; Huo, Boxall and Cheung, 2020). 

Similarly, job resources increased through job crafting, decision latitude or job control and 

clarity were found in a BC context. The positive link between them was also confirmed by 

other cross-sectional studies in the MF industry examining different work types (De Beer, 

Tims and Bakker, 2016) possibly explained by work autonomy, which was increased 

through job crafting, increasing personal as well as work resources. Within this notion, the 

research showed that non-work-related factors should be considered as well, such as family 

circumstances, as they potentially impact workers availability (Lo Presti, D’Aloisio and 

Pluviano, 2016). While the direct impact of these is clearly out of the reach of companies, 

they should consider workers as a ‘whole person’ whose mood and availability are affected 

by circumstances in and out of work. Therefore, companies may want to consider how their 

work systems impact life outside the company (e.g. shift patterns) and how they want to 
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support workers in demanding life situations (e.g. through coaching, leadership sensitisation 

and support). 

Mixed results were found with respect to the impact of the relationship between managers 

and workers. While most research found a positive relationship between superiors’ relation-

ship with workers on workers’ engagement levels not only in this review (Govender and 

Bussin, 2020) but also in general WE research (Agarwal et al., 2012; Brunetto et al., 2013; 

Cheng et al., 2013), Johari et al. (2013) found no association between the superior-worker-

relationship and WE. The researchers speculated that this may be due to the nature of BC 

jobs, presenting limited autonomy and a clear top-down directive nature of the relationship, 

which might be accepted by the workers and therefore did not affect WE levels, while finan-

cial and non-financial recognition did (Johari et al., 2013). However, Johari et al. (2013) 

argued that immaterial recognition, such as praise from managers, which in their research 

was the strongest predictor of WE, would influence the social relationship with supervisors. 

Therefore, the findings indicated that within PL environments an appreciative communica-

tion and feedback style by superiors might impact workers’ willingness to ‘go the extra 

mile’, possibly because praise and positive feedback may impact the perception of self-effi-

cacy and capability as well as work-role fit (Peccei, 2013). 

The importance of leadership styles on WE can partly be explained through the JD-R model, 

as supporting leadership behaviour and management style can provide the worker with ad-

ditional job and personal resources. Furthermore, some authors propose it can be explained 

through Self Determination Theory since the workers needs are being fulfilled by engaging 

managers through e.g. inspirational behaviour and empowerment (Rahmadani et al., 2020). 

The comparison between health professionals and workers revealed a possible sensitivity of 

job insecurity on WE level (Hu, Schaufeli and Taris, 2013). Research on Chinese family-

style factories found no direct relationship between past or anticipated downsizing on work-

ers’ engagement but there was a relationship with burnout (Hu and Schaufeli, 2011), which 

was partly in line with the findings by Hu et al. (2013). In support, Wang et al. (2014) pro-

vided evidence of the significant moderating effect of perceived organisational justice on the 

negative relation between job insecurity and WE. While this was not directly tested, having 
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to worry about one’s future may reduce personal resources in terms of psychological avail-

ability, hence impacting the psychological availability to be engaged with work. In addition, 

the comparative studies comparing BC workers to other groups or job types confirmed that 

the nature of the work and consequently, the motivational dynamics and thus the impact of 

the different antecedents, may differ and therefore recommended conducting more research 

on the differences between groups. Similarly, this literature also showed that often in re-

search papers, the characteristics of samples are not defined or considered, i.e. conducting 

cross-sectional studies on all hierarchical levels within a company and not considering dif-

ferences in WE experience based on work type. Correspondingly, some workers considered 

the impact of cultural differences on perceived engagement (Rahmadani et al., 2020). Also, 

here more research is needed to draw meaningful insights. 

While more than half of the papers included in this review studied outcomes of WE, most 

studies focused on work-related performance factors in relation to WE. This mirrors the 

general WE research and is possibly motivated by the commercial interest in the research. 

However, considering the context of this overall research project, the studies identified in 

this literature review did not assess anything relating to H&S specifically.  

Furthermore, very little attention seems to have been paid to developing and testing practical 

guidelines and interventions. In relation to interventions focusing on manual workers, only 

three studies were identified. All three intervention studies relevant to this review would 

have profited from a bigger sample size and a randomised blinded trial design to gain more 

robust results. The limited number of intervention studies was not surprising, considering 

that a systematic review by Knight et al. (2019) found only 40 empirical studies testing in-

terventions on WE in all job contexts. All of the intervention studies identified in the review 

by Knight et al (2019) showed effectiveness on increasing WE through the promotion of 

personal resources and management support as well as increased work resources through job 

crafting.  

While there is a vast body of research on engagement in general in a wide variety of indus-

tries and contexts, this review showed that research on manual workers is limited. Firstly, 

this lack of research might be due MF being a practitioner driven area, thus more might be 

published in practitioner magazines. Secondly, the lack could also be explained by a MF 
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environment being highly production driven and therefore, workers may not be an easy sam-

ple to get access to. However, a focus on WE research in MF workers would be beneficial 

in research in so far that it is acknowledged that different job types experience psychological 

states, such as WE, differently (Bakker and Albrecht, 2018), and thus, findings from mixed 

samples may not be reliable when applied to a specific employee group and more research 

is needed.  

From a research design point of view, almost all studies used quantitative methods and only 

a few gathered qualitative data. In their narrative review, Bailey et al. (2017) identified the 

lack of qualitative research in WE studies proposing that this may be due to an increasing 

commercial interest in WE and call for more qualitative insights in relation to engagement 

research in order to achieve a more ethnological and phenomenological understanding of the 

experiences in relation to WE. Similarly, most studies used a cross-sectional design, while 

only a few applied more complex methods, for example exploring long-term effects in rela-

tion to WE or examining the effect of concrete interventions to improve WE levels in a 

randomised controlled trial. This literature review showed that to this date, there is a lack of 

robustness in the findings in BC samples that is the result of the shortage of reliable complex 

and intervention studies with large sample sizes. Also, especially with intervention and 

cross-sectional research more long-term studies should be conducted to test hypothesis.  

The majority of studies was conducted in countries that were associated with a collectivistic 

culture. Hence, it needs to be considered that limitations to their generalisability to individ-

ualistic cultures may arise due to different value systems. Hence, more research in an indi-

vidualistic cultural context would be beneficial. 

Nevertheless, the presented narrative literature review provided a synthesis and evaluation 

of the current state of knowledge, conducted research as well as its limitations of research 

with a specified proportion of manual workers in a factory environment in relation to WE. 

3.5 Strengths and Limitations 

The key strength of this study is the unique focus and thus, synthetisation of WE studies 

having a clearly distinct PL/MF worker. This novel focus provided valuable insights into the 
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existing body of knowledge as well as a meaningful derivation of implications for a practical 

context. 

While this review brought several interesting findings to light, a number of limitations 

should be considered. Firstly, the search was restricted to English and German publications 

which may lead to other relevant papers in other languages being ignored. Secondly, the 

inclusion was constrained to papers that clearly outlined the number of BC workers in the 

study. Some studies were found that most likely had a BC sample, but they were excluded 

as they did not clarify the exact proportion. Thirdly, to keep the number of publications to a 

manageable amount, the search was limited to specific search terms, which means papers 

that may use different terms than the ones defined would have been excluded. Lastly, only 

peer-reviewed publications were included, thus practitioner contributions were ignored. 

While it is acknowledged that some of these may have given valuable insights, the lack of 

scientific methods for evidencing results in practitioner publications did not agree with the 

aim of exploring the empirical body of research yet could offer a noteworthy contribution 

for future research. 

3.6 Practical Application and Future Research Directions 

While many of the group specific research findings agree with overall WE research, the 

review showed that more rigorous research needs to be conducted to understand WE in a PL 

setting thoroughly. The gaps revealed by the review showed that future research should focus 

on understanding the differences between work type groups, for example white-collar versus 

BC workers. Similarly, while much research focuses on executives and managers, WE level 

in a MF context and how WE can be influenced, most research misses the chance to explore 

how changes in superior WE level affect their PL workers. However, it should be noted that 

several papers did not specify what kind of work employees were doing therefore it could 

not be clearly determined if PL workers were involved and if so, to what extent. Therefore, 

practitioners and researchers would benefit on more research on concrete practical guide-

lines and tools on what is effective in increasing WE levels in BC workers.  

While this narrative literature review did not reveal any major differences to the overall WE 

research, this is the first of its kind looking at BC worker in particular. The review revealed 
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that practitioners should consider investing in their BC workers’ WE as it shows potential to 

increase performance and other personal and work-related attitudes, such as commitment 

and organisational citizenship behaviour. To increase WE, the body of research suggested 

that companies should promote workers’ personal resources and psychological availability, 

such as self-efficacy and perceived competence through coaching and training initiatives, or 

their job resources through job crafting opportunities and increased decision autonomy. Fur-

thermore, leadership style and perceived superior support through positive feedback and 

praise and giving workers a voice might improve workers’ WE levels. 

Therefore, in conclusion, the following evidence-based recommendations can be given to 

production companies to increase their manual workers WE levels (see Table 11) 

Table 11: Exemplary Practical Implications Drawn From the Narrative Literature Review 

Level Consequential Recommendation 

Organisation Workers’ development: Organisations should consider how to implement processes or 

mechanisms to support workers personal development, e.g. through coaching opportuni-

ties or conversations about growth and personal development goals. 

Fair contribution of resources: Systems should provide a fair distribution of resources to 

promote psychological safety and organisational justice.  

Corporate impact: Organisations should consider their impact through their perceived ser-

vice quality and social responsibility to bring positive attitudes among employees, which 

will also impact workers’ feeling pride of working for the organisation (Manimegalai and 

Baral, 2018). Hence, companies could investigate, what factors make their workers feel 

‘cared for’ by the company and focus on fostering these. Also, it is recommended for 

companies to reconciliate how the company’s values are reflected in every-day decisions 

and practices to bolster a clear company culture that fits with workers’ values. 

Employee voice: Mechanism on operational as well as personal level need to be estab-

lished to provide workers with opportunity to input, feedback and be involved in work 

decision-making, e.g. through participatory measures, representative systems. 

Leadership Engaging leadership: Leaders should be supported in adopting an engaging leadership 

style, e.g. through training or coaching. 

Positive feedback and appraisal: Supervisors as well as managers should be trained in 

positive feedback and enquiry mechanisms to create a positive feedback climate. 
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Consideration of personal availability: Supervisors as well as managers should be trained 

in sensitivity with, addressing of and dealing with workers’ needs – not only on a job 

resource level but also consideration of personal circumstances. 

3.7 Implications for this Research Project 

In this narrative review, the existing empirical body of engagement research, including a BC 

sample in a MF context, was explored and synthesised. Overall, thirty-one publications were 

identified that clearly outlined a BC sample. Although there is a variety of general literature 

reviews exploring the engagement research landscape, to the author’s knowledge, this is the 

first narrative synthesis that focuses on PL workers within the engagement research.  

Furthermore, the presented narrative literature review made the following contributions to 

this research: 

▪ Displaying the limited amount of specific PL worker research. 

▪ Highlighting a lack of qualitative research as well as practical guidelines PL worker 

engagement research. 

▪ Proposing practical considerations for production environments summarised in Ta-

ble 11. 

▪ Identifying that there are differences between job types in how they experience WE, 

hence highlighting the importance of tailored research und understanding the specific 

needs of the target group. 

Therefore, the next step in the research is to analyse and understand the individual factors of 

the BEP PL workers regarding their H&S engagement level and the factors that influence it. 
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Chapter 4 - Engagement Interventions in a Production-Line Worker 

Context: 

A Narrative Literature Review 

4.1 Engagement Interventions 

In order to develop evidence-based complex interventions, the complete evidence-base 

needs to be understood (Craig et al., 2019). After already giving a general overview of the 

research landscape with regards to WE and safety reported in Chapter 2, evaluating the par-

ticular body of research in regard to BC workers and engagement as reported in Chapter 3, 

it is important to also consider the empirical knowledge regarding BC engagement interven-

tions. 

Creating interventions that promote WE has become increasingly interesting for the practical 

but also the academic world, due to the positive outcomes on work and organisational be-

haviour, such as (safety) performance (Knight, Patterson and Dawson, 2017a, 2019). In their 

recent evaluation of the current WE research landscape, Bakker and Albrecht (2018) 

acknowledged the increasing interest of human resource management’s practice’s influence 

on WE and how it can be steered and managed. Further, they identified an increase in inter-

vention literature and highlighted the importance of continuing using the accumulated theo-

retical knowledge around engagement to transfer it into practical applications (Bakker and 

Albrecht, 2018). 

Yet, engagement intervention research results appear to be ambiguous and mixed, with dif-

ferent effects. Bailey and colleagues (2017) found in their narrative literature review that so 

far only very few papers present intervention research and only six interventions, out of nine 

papers they found, showed an effect, while one showed no effect and two reported ambiguity 

and complexity. Similarly, Bakker and Albrecht (2018) called for more evidence-based in-

tervention to translate the understanding of engagement into valid, practical applications. 
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Similarly, in their systematic literature review and meta-analysis, Knight and colleagues 

(2019) found 40 papers that presented interventions and used a controlled study design with 

pre-and post-measures for the control and the intervention groups. Out of those forty, only 

twenty showed a significant positive effect on WE. They concluded from their research, that 

more research has to be conducted to understand the elements that influence the success of 

engagement interventions (Knight, Patterson and Dawson, 2019).  

4.2 Research Aim 

To get a thorough understanding of the current literature that links engagement to interven-

tions and their effectiveness in a BC environment, a narrative literature review was con-

ducted. This research stage aims to analyse and draw lessons learned from the existing body 

of research on WE interventions. Therefore, the research questions under study are three-

fold: 

1. What interventions have been designed to impact WE in a BC environment? 

2. What dimensions of WE did they tackle (i.e. as proposed by Kahn (1990): psycho-

logical meaningfulness, safety or availability)? 

3. To what extent were they successful, and what surrounding factors (with respect to 

the delivery) impacted the success of the interventions? 

By this, it is aimed, to answer the following sub-questions: 

(1) What type of intervention is most effective for increasing BC worker engagement 

(i.e. what intervention style, does the intervention relate to psychological meaning-

fulness, safety and availability)? 

(2) What additional components of interventions have to be considered to achieve the 

optimal technique for achieving impact on (BC) WE (e.g. delivery technique, envi-

ronmental or preparation factors)? 

4.3 Study Design 

It is acknowledged good practice to conduct a systematic literature review to support one’s 

research. Hence, initially, it was planned to conduct a formal systematic literature review 
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and draw results from that. However, in the early stages of the research, an extensive sys-

tematic literature review and meta-analysis by Knight and colleagues (2019) on WE inter-

ventions was found. Therefore, it was decided to still conduct a systematic literature search 

on WE intervention literature in a BC setting and synthesise the results in a narrative ap-

proach while also including the systematic literature review by Knight and colleagues (2019) 

to answer the proposed research question. 

Following, the conducted steps are described. 

4.3.1 Systematic Search of the Literature 

To get a thorough overview of the field and the research undertaken, a narrative literature 

review was conducted. A systematic search aims to identify all relevant published (aca-

demic) work regarding a designated topic in order to answer a defined research question. In 

order to find the relevant academic literature specific and replicable search strategies have 

to be stated and explicit inclusion and exclusion criteria set (Kitchenham, Dybå and 

Jørgensen, 2004; Khan et al., 2011). The benefit of a systematic search is, that it facilitates 

the identification of all relevant published research using a systematic procedure. Further, 

by defining a research protocol upfront, which is replicable and comprehensive, the methods 

to search as well as the inclusion and exclusion criteria for studies are defined in order to 

ensure objectivity as well as the focus on answering a defined research question (Webster 

and Watson, 2002). 

Definition of Search Terms 

As mentioned before, there is no agreement towards the definition of engagement, it is often 

used as a synonym for involvement or other terms and to reduce the risk of missing any 

publications, the surnames of the most influential engagement authors were included in the 

list of criteria. Based on the initial literature review and the four approaches identified by 

Shuck (2011) the following names were identified: 

Kahn, Maslach, Harter, Saks, Schaufeli, Macey 

Research has shown that there are differences between job types on how they experience 

WE (Hu, Schaufeli and Taris, 2013; Chambel, Castanheira and Sobral, 2014). Thus, the fo-

cus within this study was set on BC workers as they were considered closest to the target 

group of the overall research project.  
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All abstracts, titles and keywords were searched for the words ‘engagement’ and any of the 

following combinations of ‘intervention’ and respective synonyms as well as ‘blue-collar’ 

and respective synonyms (see Table 12). 

Thus, as an example the final search key for Scopus: 

(TITLE-ABS-KEY(engagement) AND TITLE-ABS-KEY (intervention OR program OR 

measure OR scheme OR activity ) AND REF (schaufeli OR harter OR saks OR kahn OR 

maslach OR macey) AND TITLE-ABS-KEY (manufac* OR engine OR production OR mo-

tor OR "shop floor" OR "blue-collar" OR "engineer*" OR automo* OR auto OR car OR 

construction)) 

Depending on the search engine, Boolean operators and search keys were adapted. 

Table 12: Search term strings 

 String 
1 

 String 2  String 3  String 4 

Main search 
key term 

Engagement AND Intervention AND Blue-collar 

Search in Ab-
stract 
& title 

 Reference list  Abstract & 
title 

 Abstract & title 

Terms en-
gage-
ment 

 

AND Schaufeli OR 
Harter OR 
Saks OR 
Kahn OR 
Maslach OR 
Macey 

AND Intervention 
OR pro-
gram* OR 
measure OR 
scheme OR 
activity  

AND manufac* OR engine 
OR production OR 
motor OR "shop 
floor" OR "blue-col-
lar" OR "engineer*" 
OR automo* OR 
auto OR car OR con-
struction 

 

Search Strategy 

A systematic literature search was conducted between September and November 2019 (and 

later updated in December 2020) using Scopus, Ovid (includes PsychInfo and Embase), 

ProQuest, Cochrane library, EBSCOhost and OpenGrey. As each search engine works 

slightly differently, the search strategy, including search terms and Boolean operators, was 

adapted accordingly. 
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Further, the inclusion and exclusion criteria outlined in Table 13 were adapted. 

Table 13: Search Criteria 

Category Criteria Comment/details 

Search engine Ovid (i.e. PsychInfo and 
Embase), PubMed, 
ProQuest, Scopus, 
Cochrane Library, Open 
Grey 

Scopus, as it is the largest database for peer-re-
viewed literature, Ovid, as it included PsychInfo 
and Embase, as well as ProQuest and PubMed, as 
it covers further social science databases, were 
used to searching for the relevant literature. Fur-
ther, also the Cochrane Library was searched.  

Search timeframe No restriction  

Language English and German As the researcher is fluent in both languages, re-
search in both languages can be taken into account. 
Other languages were excluded. 

Accessibility Online or via interli-
brary loan 

Publications had to be accessible for the researcher 
online. If there was no access initially, an interli-
brary loan was ordered, and the respective re-
searchers were contacted once. If there was no re-
ply within 30 days, the publication was excluded. 

Type of study Peer-reviewed It was assumed from an academic point, that peer-
reviewed publications ensure a certain scientific 
quality that practitioner’s or non-peer-reviewed ac-
counts may lack. 

Focus ‘engagement’ Kahn, Maslach, Harter, 
Saks, Schaufeli, Macey 

As there is no agreement towards the definition of 
engagement, it is often used as a synonym for in-
volvement or other terms and to reduce the risk of 
missing any publications, the researcher used the 
surname of the most influential engagement au-
thors (based on the lit. review) to appear in the list 
of references as one criterion.  

Focus ‘BC’ manufac* OR engine 
OR production OR mo-
tor OR "shop floor" OR 
"blue-collar" OR "engi-
neer*" OR automo* OR 
auto OR car OR con-
struction 

As the focus of this project is on the automotive 
MF workers, this industry as well as similar work-
ing environments were taken into account. Conse-
quently, the focus was on ‘BC workers’ as opposed 
to ‘white or grey collar workers’. Therefore, only 
articles that included manual workers, such as MF 
industry workers (or similar industries including 
shop floor’ PL workers, construction), were ex-
plored to keep the literature as relevant as possible 
to the automotive industry. Research being set in 
other fields of employment (i.e. ‘white or grey col-
lar environment’, such as teaching, health care) 
were excluded, since work requirements are of a 
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different nature in those environments and there-
fore not relevant for this project’s purpose. 

Comparability of inter-
vention effect 

clear pre/post interven-
tion comparisons 

Only studies where clear pre/post intervention 
comparisons were considered and reported were 
included, as the researcher had to be able to ana-
lyse the effect of the intervention. 

Engagement interven-
tions 

Aim: impacting WE The aim of the implementation had to be an impact 
on the WE level of the participants. 

 

All of the above criteria were taken into account under the premise that digital content could 

be accessed. Additionally, no exclusion was made based on methodology. Qualitative as 

well as quantitative approaches were included. 

The initial search identified a total of 409 studies, the abstracts of which were then reviewed 

for inclusion or exclusion. In the first instance, all abstracts and respective studies were eval-

uated and selected by one researcher. A sub-group of the results was then checked and dis-

cussed by the research team. Disagreements were resolved by consensus. 
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Figure 9: Systematic Review Process  
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Criteria for Inclusion and Exclusion 

Based on recommendations by the Cochrane handbook for systematic reviews of interven-

tions (Higgins and Green, 2008) and the defined inclusion and exclusion criteria a criteria 

catalogue that restricts the intake of studies into the primary analysis based on the bias, key 

areas and initial review eligibility criteria was designed. Those were integrated in the overall 

inclusion/exclusion checklist (see Table 14). In cases where the detailed set of steps or ques-

tions was not published, the authors were contacted and asked for more detail. If no infor-

mation on the development of the process or intervention could be provided, the research 

was excluded (i.e. two publications were excluded on this basis; details see Figure 10). 

If all of those questions were answered with “yes”, the study was included. If one or more 

of the questions were answered with “no” or “not clear”, the study was excluded. By this, 

the researcher wanted to make sure, on the one hand, that bias was reduced through the 

application of strict criteria, and, on the other hand, that only relevant, meaningful studies 

were being included.  

Table 14: Inclusion Checklist 

# Category Item Description 

1 Reporting Does it provide clear understanda-
ble information that can be used to 
inform the review? 

All studies have to provide clear and under-
standable information about the research which 
can be used to inform the review. Studies that 
display e.g. poor/not understandable language 
or where information were missing (even after 
contacting the authors) were excluded. 

2 Focus Is the focus of the intervention on 
WE? 

As the focus of this project is on WE, the re-
search examined have to focus on WE, i.e. one 
of the measured outcomes of the intervention 
had to be WE or a dimension/sub-components 
of WE (i.e. dedication, vigour, absorption). 

3 Research popu-
lation 

Is the focus population of the study 
‘BC workers’ (i.e. manual workers 
in the automotive MF industry or 
similar industries/working environ-
ments? 

As the focus of this project is on the automo-
tive MF industry, this industry as well as simi-
lar industries/working environments were con-
sidered.  

4 Aim Does the study examine the impact 
of the implementation of a WE in-
tervention? 

The study had to assess the impact of an inter-
vention focusing on the effect on WE. 
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5 Effect evidence Were clear pre/post intervention 
comparisons presented in the re-
search? 

Only studies where clear pre/post intervention 
comparisons were considered and reported 
were included. While this might have limited 
the cause-effect relationship that can be ex-
plained, there are still insights that can be 
drawn from uncontrolled studies. However, 
only one study was not controlled (i.e. 
Sakuraya et al., 2016). 

 

This led to the exclusion of 403 studies (see Figure 10).  

Data Extraction 

Data was collected in terms of: intervention characteristics (i.e. design, style, type, delivery 

mode, measurement, duration), participant characteristics (i.e. number per measure, role/hi-

erarchical level), recruitment methods, results and engagement factors (i.e. antecedent type). 

4.3.2 Systematic Literature Search: Search Results 

Only six papers (Kmiec, 2010; Cifre, Salanova and Rodríguez, 2011; Hengel et al., 2012; 

Gajdzik, 2013; Wiezer, Bakhuys Roozeboom and Oprins, 2013; Peláez, Coo and Salanova, 

2019) were identified that fitted the criteria. One paper (Gajdzik, 2013) was excluded due to 

the poor report quality (e.g. no information how WE was measured, no detailed information 

on intervention, etc.). Another paper (Wiezer, Bakhuys Roozeboom and Oprins, 2013) was 

found that referred to an upcoming longitudinal study on a gaming intervention, but unfor-

tunately, after correspondence with the authors, it turned out that the following complete 

research was not published. Hence, in the end, four papers were retained. 

4.3.3 Adaption of Method 

Since four papers were considered too limited to draw conclusions from, the search criteria 

were opened: The inclusion of only papers considering BC workers was broadened to re-

search that was conducted in a BC context/industry. This means, that papers in which non-

BC workers that work in a BC environment (e.g. managers of BC workers) were taken into 

account. While this may not mirror exactly the population of this research project (i.e. PL/BC 

workers), it might still give insights into interventions that may work in the broader environ-

ment. Hereby, another two papers (i.e. Aikens et al., 2014; Sakuraya et al., 2016) were 

added. An overview of the identified papers can be found in Table 15. 
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Considering an elimination of the industry-dimension altogether, a recent, thorough system-

atic literature review and meta-analysis by Knight, Patterson and Dawson (2019) was found 

that covered exactly the search criteria and research focus of this study. The study contained 

four of the papers that were also found in the extended BC literature search (Cifre, Salanova 

and Rodríguez, 2011; Hengel et al., 2012; Aikens et al., 2014; Sakuraya et al., 2016). The 

finding of the existing review confirmed that no more BC context intervention studies, that 

report WE as an outcome, were published to this date. Limitations within the meta analyses 

by Knight and colleagues (2017a, 2019) should be considered as they were not explaining 

the variation of efficacy of interventions and not taking a comparison between control and 

intervention groups into account (Vîrgă, Maricuţoiu and Iancu, 2019).  

As mentioned before, the discovery of the Knight et al. review (2019) was discussed within 

the research team and it was decided, that as a result the research questions will be discussed 

considering the six extended BC-search papers as well as the findings of the papers by 

Knight and colleagues (2017a, 2019) and therefore, conducting a systematic literature search 

and applying a narrative analysis. 

4.3.4 Update of Literature Search 

The search was updated in December 2020 and another two papers were added (Peláez 

Zuberbuhler et al., 2020; Thomas, du Plessis and Thomas, 2020). Hence, eight papers were 

found to be relevant. 
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Figure 10: PRISMA Flow Diagram Displaying the Results of the Systematic Literature Screening Process 
(incl. Record Exclusion Reasons)  

Studies identified through 
data base searching 

(n=409)

Duplications removed
(n=58)

Total number of abstract reviewed
(n=351)

Total number of studies identified
(n=6)

Articles excluded, with reason
(n=274)

Total number of full-text records 
reviewed

(n=77)

Studies excluded, with reason
(n=71)

No work engagement/ wrong 
focus (n=271)
Wrong language (n=3)

No access (n=1)
Wrong aim (n=53)
Wrong population  (n=17)

Exclusion due to lack of quality 
and information

(n=2)

Final number of records included in 
synthesis

(n=8)

Scopus (n=294)
ProQuest (n=54)
EBSCOhost (n=30)
PsycINFO (n=18)
Cochrane library (n=11)
Ovid MEDLINE(R) (n=2)

Inclusion after change in focus 
(i.e. not only  BC worker, but BC 

context)
(n=2)

Inclusion after literature review 
update in December 2020

(n=2)
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Table 15: Overview Included Publications in the BC WE Intervention Literature Review 
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4.4 Results and Discussion 

The following section is organised into three parts according to the aims of the review. The 

results were analysed through a narrative lens. 

4.4.1 General Findings 

From the eight identified relevant papers, that report of engagement intervention testing 

within a BC context, only three focused on manual workers in particular, the others had 

either mixed samples or focused on white-collar workers in a BC context, such as MF or 

construction. 

The publications were from various countries (Spain n=3, USA n=2, Dutch n=1, South Af-

rica n=1, Japan n=1), reflecting the global interest in the field. 

Moreover, the samples were from different industries with five studies using employees of 

MF companies, not surprisingly considering the PL context. One of the studies had a mixed 

sample not only of MF workers but also hospital staff. Two papers were from a construction 

background and one from a chemical company (see Table 16). 

In addition, it should be taken into account that most studies had rather small sample sizes, 

thus quantitative methods may not have been appropriate for assessing engagement level 

impact. Indeed, none of the studies assessed WE level or relevant factors qualitatively in a 

mixed-method approach. Furthermore, most interventions can be considered ‘short term’, 

single-point interventions that did not take continuous integration into account, e.g. changes 

through job crafting only once and not making it a routine activity, or training sessions with-

out ensuring long-term use of the skills transferred. This might explain the general decrease 

of intervention effect on engagement levels over time after the intervention, since most in-

terventions could not find long term WE increasement, only temporary after the intervention. 

Hence, emphasising the need for continuous change through sustainability of interventions 

implementation. 

4.4.2 Intervention Type and Impact 

The aim of this section was to derive, based on the identified papers and the systematic 

literature review (Knight, Patterson and Dawson, 2017a, 2019), what kind of interventions 

were shown to be effective in increasing WE amongst BC workers. 
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The existing research found, that out of the eight intervention papers, only one did not have 

any effect on WE, while all other interventions showed an impact on WE (see Table 16). As 

can be seen, most studies focused on availability dimensions through personal resources, 

such as workload, stress and self-efficacy, as well as meaningfulness through job resources 

by interventions focusing on enhancing autonomy or job crafting and feedback.  

In Knight and colleagues’ systematic review (2019) it was found that health promotion in-

terventions (e.g. mindfulness) as well as job (e.g. job crafting, empowerment) and personal 

resource (e.g. self-efficacy, personal competency) interventions were shown to be the most 

effective on WE. While the results were ambiguous, job crafting interventions and health 

programmes, appeared to be most effective individually. It was hypothesised that job craft-

ing interventions derived their high impact from the combined effects on personal and job 

resources (Knight, Patterson and Dawson, 2019). Sakuraya and colleagues (2016) confirmed 

this by stating, based on finding by Schaufeli and Bakker (2004) as well as on the interven-

tion studies they analysed within their literature research, that for successful overall WE 

improvement, personal and job resources need to be tackled. This has further been supported 

by the study by Thomas et al. (2020) whose personal job crafting intervention showed pos-

itive effects on the participants’ WE levels. Hereby, participants identified their individual 

resources and demands and created and followed personal action plans to work on these 

resources and demands in discussion with their peers (Thomas, du Plessis and Thomas, 

2020). However, in an intervention focusing on reducing workload through autonomy and 

empowerment, no significant effect on WE could be found (Oude Hengel et al., 2012), which 

might be due to programme failures such as moderate compliance in training participation. 

Furthermore, leadership training and coaching appeared to increase participants’ WE levels 

(Kmiec, 2010; Peláez, Coo and Salanova, 2019; Peláez Zuberbuhler et al., 2020). Unfortu-

nately, only one study explored the impact on subordinates’ WE levels when their leaders 

were provided with empowering coaching and communication skills (Kmiec, 2010). It 

would have been interesting from a practitioner’s perspective to see, what impact other in-

terventions aimed at managers or supervisors had on their workers. 

In addition, in terms of the type of intervention, a mix of group and individual components 

was found to be most effective (Knight, Patterson and Dawson, 2019). This might be due to 

the individual components allowing the participant to tailor the intervention to the individual 
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and allow individual reflection on the intervention in the participant’s day-to-day business, 

while the group intervention encourages a feeling of belonging and allowing discussions 

with others.   
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Table 16: Overview BC Intervention Details and Results 
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4.4.3 Delivery Success Factors 

In order to determine what factors promote the acceptance of interventions among the sam-

ple population and increase the likelihood of a successful implementation of an intervention, 

the findings from the six BC intervention papers were synthesised and supplemented by the 

findings of Knight and colleagues (2017a, 2019). 

Throughout the BC papers, supervisor and management support of the intervention was 

highlighted. Oude Hengel et al. (2012) found in their long-term intervention study in a con-

struction setting, that supervisors need to be involved in sessions, since otherwise they later 

dilute the effects by hindering organisational changes in the context of workers’ autonomy 

and proactive decision-making. If individual tasks within their jobs or on an organisational 

level are being discussed with workers, supervisors and management need to be involved 

and supportive of the changes that may derive from such discussions. Further, especially 

with respect on organisational conceptual changes, such as more autonomy for workers, both 

parties, workers and supervisors as well as management, needed to be appropriately prepared 

for shared responsibilities. 

Sakuraya and colleagues (2016) found that while their job crafting intervention (consisting 

of two training sessions of 120 minutes each, two weeks apart) had (small effect-sized) sig-

nificant positive effect on WE, the long-term effect (after one month) was not supported. 

This might be down to participants only focusing on cognitive factors, but not the task of 

relational job crafting, as this is more complicated and therefore may require more training 

and organisational support, but also potentially other prerequisites, such as control over work 

and personal resources. Hence, the importance of proper and thorough training and prepara-

tion of needed skills and comprehensive support and assistance in individual implementation 

of change was highlighted. 

Similar observations were made by Peláez et al. (2019; 2020). They confirmed short-term 

effects on workers’ WE with their strength-based micro coaching interventions, but could 

not find a long-term WE influence, neither in their first (Peláez, Coo and Salanova, 2019), 

nor in their second study using the same intervention (Peláez Zuberbuhler et al., 2020). It 

was presumed that the lack of follow-up sessions may have hampered long-term impact 

(Peláez, Coo and Salanova, 2019; Peláez et al., 2020).  



Engagement Interventions in a Production-Line Worker Context: 
A Narrative Literature Review 

162 
 

In addition, Oude Hengel and colleagues (2012) recommend that compliance needs to be 

assured as well as proper and constant conduction of training and intervention quality in 

order to ensure the likelihood of long-term effects. Thus, the need for thorough and con-

sistent, long-term interventions was demonstrated. 

Looking at the broader context of intervention research, similarly, Knight and colleagues 

(2017a, 2019) found in their reviews, that interventions that derived from the bottom-up 

showed a higher likelihood for success. Compliance and satisfaction with the intervention 

were found to have a moderating effect on the success of the interventions and their impact 

(Knight, Patterson and Dawson, 2019). They hypothesised that this is because the employees 

are involved in the intervention design and therefore their work-related needs are being met, 

which fits with the premise of Self-Determination Theory (SDT) (Deci and Ryan, 2000; 

Ryan and Deci, 2000b). At the same time the benefits are understood and individual owner-

ship, through job crafting, can be taken. Hence, employees are building their own resources 

in their working environment. This may not only enhance their job resources in terms of 

autonomy and support, but may also relate to social exchange theory, considering the im-

proved rich resource environment may increase workers’ willingness to invest themselves 

and make an extra effort in their work (Knight, Patterson and Dawson, 2019).  

Furthermore, they claimed that management support was one of the most critical success 

factors for WE implementation (Knight, Patterson and Dawson, 2019). This was not only 

needed in order to get the general permission to implement changes, but also to make sure 

that prerequisites, such as enough time and resources for employees to take part in interven-

tions and implement individual changes, were given (Knight, Patterson and Dawson, 2019). 

Additionally, management and superiors themselves need the necessary resources to first 

encourage and later maintain the changes. Hence, they need to be prepared, in order to sup-

port the changes/changed behaviour. 

On a contextual note, Oude Hengel and colleagues (2012) experienced that factors within 

the work environment, such as laying off workers during the intervention conduction, influ-

ence intervention success negatively. In accordance with that, Hodgins et al. (2010) similarly 

claimed that workers who fear to lose their jobs may not be as involved and committed to 

(prevention) interventions. However, Aikens and colleagues (2014) found that their mind-

fulness intervention had a protective effect on layoff fears and their consequences. 
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In conclusion, the importance of a holistic approach, in terms of intervention design and 

implementation, had been demonstrated. The findings and reported experiences showed that 

long-term success was more likely if interventions were designed from the bottom-up but in 

agreement with and supported by management and superiors. Additionally, the interventions 

need to be implemented in a way that supports the recipient in making the new behaviour a 

habit and implementing it in their day-to-day routines. For this purpose, interventions need 

designated times to be reflected upon and revised to tailor them to the environment. In ac-

cordance with that, Cifre et al. (2011) used an Action Research approach in which, after the 

data collection and analysis phases, the findings were discussed and evaluated with the re-

spective workforce area and together intervention ideas were developed and collected. By 

doing this, the intervention came from ‘within’, i.e. bottom-up, which increased compliance. 

They recommend use of the Action Research method in an organisational context to design 

organisation-tailored interventions that meet individual requirements and that hold the sup-

port of those affected by it. 

4.5 Future Research Directions, Practical Recommendations and Implications for 

This Research 

The aim of the narrative literature review was to explore the body of engagement interven-

tion in a BC context and derive what interventions are effective and what success factors to 

consider. 

The review has shown that not much research has been done yet in BC environments, hence 

there is a need for more peer-reviewed empirical research on evidence-based interventions 

and their impact on WE in general, but particularly with a context of MF workers. This call 

for more precise research is supported by publications showing differences between job 

types in WE experience (Hu, Schaufeli and Taris, 2013; Chambel, Castanheira and Sobral, 

2014). Furthermore, most studies relied on qualitative measures, which may not have been 

appropriate for the used sample size and thus, to assess changes in WE levels. Hence, draw-

ing meaningful conclusions from the review is challenging, yet valuable trends can be iden-

tified.  
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In summary, the following engagement intervention fundamentals were discovered from the 

review: 

▪ Increasing engagement antecedents: 

The body of research seems to agree, that increasing availability by means of per-

sonal resources showed promise as well as enhancing meaningfulness (as well as 

safety) through enhanced job resources, such as improved LMX, recognition/feed-

back and empowerment/autonomy/job redesign. However, the findings also indicate 

that interventions that empower the workers towards increasing their own personal 

or job resources appear most promising (e.g. through job crafting or coaching) 

(Sakuraya et al., 2016; Peláez, Coo and Salanova, 2019; Peláez Zuberbuhler et al., 

2020; Thomas, du Plessis and Thomas, 2020).  

Recommendation for Practice: Interventions should encompass elements that in-

crease personal as well as job resources, e.g. through positive psychology interven-

tions or increasing soft skills as well as job crafting. 

▪ Holistic implementation of interventions: 

Furthermore, several studies suggested that the intervention design should be thought 

through holistically to increase intervention success – making the workers architects 

of their own intervention (bottom-up) and preparing managers and supervisors to 

encourage and support.  

Recommendation for Practice: Intervention should be based on meaningful partici-

patory settings within hierarchical mixed groups to foster joint creative solution de-

sign. 

▪ Style mix (i.e. team and individual level): 

More so, the intervention should focus on team-level as well as personal-level re-

source increase (Thomas et al., 2020). Knight and colleagues (2017a, 2019) also 

mentioned in their practical implications, that it is important to assess the “drivers of 

work engagement” (p.362) on an individual level to evaluate the need for interven-

tion and, as a result, to develop tailored strategies. Within the research conducted as 

part of this research project, this could be seen as the interviews reported in Chapter 

5, exploring the individual promoting and hindering factors of WE in BEP workers. 
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Recommendation for Practice: Interventions should encompass elements of group as 

well as individual elements (e.g. group discussions as well as personal reflection). 

▪ Consistency and long-term interventions: 

Last but not least, all studies struggled to evidence of significant long-term effects of 

their intervention and consequently highlighted the importance of follow-up sessions 

and a continuous process. Hence, the consistency in the delivery of the intervention 

has to be ensured: workers need the time to build habits and supervisors need to 

support/promote continuously. This is in agreement with research that shows that 

WE, while confirmed to be a fluent concept from day to day (Bakker, 2014; 

Breevaart, Bakker and Demerouti, 2014), was also found to be difficult to change 

within certain work contexts (Xanthopoulou et al., 2009; Victor and Hoole, 2017).  

Recommendations for Practice: When designing and implementing an intervention, 

considering long-term and consistent input instead of single-point approaches is im-

portant. Thus, it should be considered how interventions and follow-ups can be inte-

grated into day-to-day business or repeated regularly to ensure regular fostering of 

job and personal resources. This also means that full commitment from top-manage-

ment and confirmation that resources are being secured to implement the consequen-

tial changes needs to be ensured. Therefore, there needs to be an allowance of time 

for workers, as well as leaders, to test new interventions and get used to the change 

in practice over a certain period, even if this may have a negative impact on the per-

formance 

In summary, based on this narrative literature review, the intervention to enhance WE levels 

in BEP workers should be designed in a way that supports the long-term and consistent 

increase of job and personal resources within an environment that promotes personal and 

structural changes.



Understanding the Driving Factors of H&S Engagement in BEP: 
A Semi-Structured Interview Study 

166 
 

Chapter 5 - Understanding the Driving Factors of H&S Engagement 

in BEP: 

A Semi-Structured Interview Study 

5.1 Aim and Research Question 

Chapter 2 presented literature showing evidence that fostering an environment that supports 

workers’ engagement with H&S shows promise of improving their subsequent H&S perfor-

mance. Emerging empirical research suggests, to understand and improve workers’ safety 

behaviour, mindset and performance, the workers’ H&S engagement levels need to be un-

derstood and their promoting and hindering factors (Bell, 2018). While it is clear that several 

antecedents promote WE in individuals, the impact of these varies (Crawford et al., 2014) 

and the narrative literature review in Chapter 3 provided evidence that BC workers may 

experience WE differently to other work types.  

Hence, while the literature indicates the impact of general behavioural characteristics on 

engagement in a broad context, the study reported in this chapter of this research project 

aimed to explore H&S engagement as a phenomenon in BEP, focusing on perceived internal 

affective as well as behavioural aspects. Hence, the drivers and barriers of BEP workers’ 

engagement and the reasons for workers’ compliant or non-compliant behaviour with H&S 

were identified and analysed from interviews with employees and their managers within 

BEP. To date, evidence has largely been drawn from quantitative research, but this novel 

qualitative study aimed to give the BEP workers a direct voice to communicate their percep-

tions of proactivity, compliance and engagement in the context of H&S leading to practical 

guidance for the design of tailored interventions. 

Consequently, the research aim of this study reads as follows: 

▪ To identify the promoting and hindering factors of workers’ engagement with H&S 

using interviews to identify the components to consider for improving the H&S en-

gagement in the plant through tailored interventions. 
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Thus, the proposed research question was: 

“What factors impact workers’ behaviour and mindset with respect to H&S engage-

ment which can be utilised to inform interventions?”  

5.2 Study Design 

5.2.1 Participant Sampling and Demographics 

For this phase, data was gathered over 3 months between November 2018 and January 2019. 

The purposive sample for interview consisted entirely of employees directly involved with 

H&S on the shop floor (e.g. shop floor employees, managers of production areas, H&S pro-

fessionals). Cell sampling was then applied according to hierarchy level, department and 

role to gather perceptions from different points of view at the plant as it was assumed that 

different departments and staff levels may have differing interpretations of H&S behaviour. 

With regards to sample size, there is no clear recommendation regarding the number of sam-

ples needed for a Template Analysis. General guidelines recommend n=3-16 participants 

for a single idiographic study, with thematic analysis sample size focusing on data saturation 

and case studies or hermeneutic insight reached with a sample size of n=1 (Robinson, 2014). 

Hence, a combined approach was used with the number of interviews determined by satura-

tion of themes, with at least one individual recruited per relevant research area. Despite the 

plan, occasionally multiple individuals wished to participate. In these cases, due to the will-

ingness of their participation and building of trust, the interviews were conducted. However, 

it is important to consider selection or sampling bias which may arise from participants’ 

personal or underlying reasons for participation which may impact on the findings. Never-

theless, voluntary qualitative research cannot be considered representative of the whole or-

ganisation as it only offers isolated views (Costigan and Cox, 2002). In total, thirty-eight 

interviews were completed involving forty-three participants. Due to circumstances beyond 

the researcher’s control (i.e. participants were only released for the interviews by the man-

ager in groups, containing volunteers of a team whose PL was briefly stopped due to mainte-

nance actions), two group interviews were necessary: one group consisting of three partici-

pants and the other a group of four. Among all interviews, only one of the participants was 

female while all others were male. This appears to reflect the plant population as there are 



Understanding the Driving Factors of H&S Engagement in BEP: 
A Semi-Structured Interview Study 

168 
 

no female members on the management team and very few within the general workforce 

population. While the specific focus was workers’ perceptions of their individual engage-

ment, managers were also interviewed to ensure a balanced opinion was captured.  

Participants consisted of managers (n=9), machine workers (n=8), assembly-line workers 

(n=15), specialist department workers (n=9) and H&S professionals (n=2) across different 

PL and departments. 

Table 17: Overview Participants 

Code Role Category detail5 Area of work Length of service in 
years 

OA1 H&S professional Safety Dep. 10-19 

OA2 H&S professional Safety Dep. 1-9 

MB3 Management PLB 30+ 

WB4a Assembly worker - Team leader* PLB 30+ 

WB4b Assembly worker - Team leader* PLB 1-9 

WB4c Assembly worker* PLB 10-19 

WA5a Material Planning and Logistics worker* PLA 1-9 

WB5b Assembly worker* PLB 10-19 

WB5c Assembly worker* PLB 1-9 

WB5d Assembly worker* PLB 20-29 

MB6 Management PLB 20-29 

MA7 Management General 30+ 

MA8 Management PLA 30+ 

MA9 Management PLA 20-29 

MA10 Management General 20-29 

MA11 Management General 1-9 

MB12 Management PLB 20-29 

WA13 Machining worker* PLA 20-29 

WA14 Machining worker* PLA 30+ 

WA15 Machining worker* PLA 20-29 

MA16 Management PLA 20-29 

WA17 Machining worker* PLA 30+ 

WA18 Machining worker* PLA 20-29 

WA19 Estates maintenance worker* Estates 30+ 

WA20 Estates maintenance worker* Estates 30+ 

                                                 
 

5 An Asterix (*) means that these participants can be considered shop floor workers 
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WA21 Store worker* Store 1-9 

WA22 Store worker* Store 30+ 

WA23 Store worker* Store 30+ 

OA24 Trade Union Convenor* PLA 10-19 

OA25 Engineer PLA 1-9 

OA26 Engineer PLA 20-29 

WA27 Assembly worker* PLA 10-19 

WA28 Assembly worker* PLA 10-19 

WA29 Machining worker* PLA 30+ 

WA30 Machining worker* PLA 10-19 

WA31 Machining worker* PLA 10-19 

WA32 Assembly worker* PLA 10-19 

WA33 Assembly worker* PLA 10-19 

WA34 Assembly worker* PLA 10-19 

WA35 Assembly worker* PLA 10-19 

WA36 Assembly worker* PLA 1-9 

WA37 Assembly worker* PLA 1-9 

WA38 Assembly worker* PLA 30+ 

 

To recruit participants, the study information was presented in a management meeting. The 

manager cascaded this information to the shop floor. However, this approach, by turning the 

managers into ‘research champions’ to communicate the study to the shop floor, may have 

led to undue or perceived pressure for workers to participate. Therefore, managers were 

briefed to be conscious of this influence and emphasise the voluntary element of the request. 

Posters and personal contacts were also used to reach the shop floor. More information on 

the recruitment process can be found in Appendix X.III. 

Taking part in the interviews was voluntary, therefore only employees who wanted to speak 

to the researcher were interviewed. Possible limitations that may have arose from this were 

discussed in Section 5.7.  
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Table 18: Interviews - Participants Across the Areas 

Interviews were conducted across all PLs in the 

plant (see Table 18). The category ‘general’ 

summarises all participants that do not specifi-

cally work for one PL (e.g. H&S professionals, 

specialist roles). 

 

Table 19: Interviews - Participants Across the Levels 

Additionally, a representative sample of all hi-

erarchical levels involved in production work 

was aimed for. As can be seen in Table 19, nine 

out of nineteen managers participated in the in-

terviews and two out of the four H&S profes-

sionals were interviewed.  

 

Table 20: Interviews - Participants Across the Shop Floor 

With regards to the shop floor workers, from 

the thirty participants, at least one of each rel-

evant major department/role was interviewed 

(see  

 

Table 20). 

 

 

 

Table 21: Interviews – Participants Across Tenure 

Area Count 

PLA 20 

PLB 9 

General 14 

Total 43 

Role level Count  

Shop floor 30 

Management 9 

H&S professionals 2 

Engineer 2 

Total 43 

Shop floor role Count  

Assembly 15 

Machining 8 

Store 3 

Estates 2 

Trade Union Convenor 1 

Material Planning and Logistics 1 

Total 30 

Tenure (in years) Count  

1-9 9 
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In addition, a balance was reached across par-

ticipants in terms of their length of employment 

at Ford (see  

 

Table 21). However, it must be acknowledged that workers in the plant were all within their 

jobs for a minimum of seven years. 

5.2.2 Procedure and Analysis 

The research aim was to explore and identify PL workers’ perceptions and opinions regard-

ing H&S engagement as well as driving factors. Considering the study’s research aim, this 

study focused on the experience of the individual worker using qualitative methods. Unlike 

quantitative methods, deeper insight and meaning can be attributed to the drivers and influ-

encing factors using qualitative approaches (Braun and Clarke, 2013; Hughes et al., 2016; 

Sullivan and Forrester, 2019).  

Considering the above, it was important to build trust and rapport with employees to address 

the aims and research question. As such, the interviews had an informal, ‘relaxed’ atmos-

phere to them to prevent the participants from feeling inhibited, inquisitive or dull. Thus, 

each participant was given the freedom to steer the conversation to a certain degree and 

‘branch out’ to identify what they felt were significant factors and examples to explain the 

H&S climate, their behaviour, mindset or meaning-making. This resulted in both gathering 

relevant information to the research question and informing the next research stage 

(Gusterson, 2008), through use of semi-structured interviewing. Furthermore, by enabling 

participants to tell their story with the use of follow-up prompting questions and gently steer-

ing the conversation this also facilitated reducing researcher bias. However, this will be ad-

dressed further in the limitations section.  

Concerning semi-structured interviews, Turner (2010) argued the researcher is able to be 

flexible in their line of questioning; adapting to the conversation flow and meeting the par-

ticipant’s needs whilst tackling the areas of investigation. This approach further develops 

the interview guide with new, yet relevant themes worth exploring which emerge during 

interviews (Smith, 1995; Hesse-Biber and Leavy, 2010). While other styles of interviewing 

10-19 12 

20-29 10 

30+ 12 

Total 43 
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were considered, they did not fit the research requirements as closely as semi-structured 

interviews did. While structured interviews provide precision and a predefined interview 

schedule to keep on target, it inhibits the flexibility to engage participants in a ‘natural’ and 

relaxed manner to enable maximum insights and cater to participants’ needs. In contrast, an 

unstructured interview design, while offering significant flexibility, increases the risk of not 

addressing the research question and aims, in addition to reducing replicability of the inter-

views. This may then increase the variation in the interviews and findings obtained. 

On considering additional methods, while focus groups offered a similar flexibility as semi-

structured interviews with enriched results, they may have prevented workers from opening 

up about their thought processes due to the potentially sensitive subject being studied. Con-

sequently, the semi-structured interview offered the combination of both a systemic style 

from structured interviews and flexibility from unstructured styles, through the use of an 

interview guide with predefined questions and discussion topics to guide the interviews. 

While one-to-one interviews were the original aim, two interviews could only be conducted 

in groups due to circumstances beyond the researcher’s control. While there were concerns 

of potential limitations of group interviews which the researcher did attempt to anticipate, 

there appeared to be honest and open discourse between the participants, with no sign of 

restraint or reluctance in voicing opinions or experiences probably due to them having 

worked together in a team for years. Finally, in these group interviews, attempts were made 

to address each participant equally and ensure all had the chance to add to the conversation. 

Therefore, it was unlikely that the mixed-method had a damaging or distorting impact on the 

theme development. 

For the purposes of the study analysis, the terms ‘barriers’ ‘promoters’ and ‘driving factors’ 

were defined as follows:  

▪ Driving factors: relates to all aspects thought to (positively and negatively) influence 

the H&S engagement of the workers; 

▪ Promoter: refers to any levers that increase and support engaging behaviour; and  

▪ Barriers: describe antecedents that may harm and hinder engagement. 

Interviews were scheduled for 30 minutes, with flexibility where necessary. 
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5.2.3 Ethics 

The research was in accordance with ethical standards with ethical approval obtained in ad-

vance through Cardiff Metropolitan University Ethics Committee (reference number: # 

PGR-57).  

In accordance with ethical standards, a consent form and participant information sheet were 

provided to participants in advance of the interviews (further details in Appendix X.I). 

Signed informed consent was obtained from all participants prior to individual interviews.  

5.2.4 Question Development 

Identified through the initial literature review and further developed through conversation 

with specialists and practitioners, the questions for the interview guide were developed. The 

main questions as well as their respective rational derived from the literature reviews (see 

Chapter 2 and 3) previously conducted are presented in Table 22. 

Table 22: Rational Interview Questions 

Topic and Example question Main rationale 

Overall perception about working at the plant 
(e.g. annoyances, benefits): 

What is your least favourite/favourite thing about 
working at BEP? Why? 

If you could change anything in the plant with no 
restrictions to time, money or any other resources, 
what would it be? 

General perception of H&S practice, climate, 
attitudes and compliance behaviour: 

What factors encourage you to engage in H&S 
practice? 

Tell me about Health and Safety (H&S) here at 
BEP. 

What do you need to make you work more safely 
and take better care of yours and your co-
worker’s health? 

Exploring factors that make work enjoyable (or not) may 
give an indication of job resources that influence engage-
ment (Bakker and Demerouti, 2007, 2017). In his quali-
tative study on camp councillors, that first coined the 
concept of engagement, Kahn (1990) used general ques-
tions about the participants’ attitudes towards their jobs 
and what encouraged them to be more involved to ex-
plore their engagement levels and the factors that drove 
it.  

Hence, asking on a high level what the participants think 
about H&S at the plant and factors that they feel contrib-
ute to H&S behaviour or are currently lacking made 
sense to get a general overview of the engagement level 
in the plant as well as to identify motivational drivers. 

Management in general and in regard to H&S: 

To managers: What is your main focus when 
walking around or inspecting a site? 

One of the key difference between Safety-I and Safety-II 
is the focus of safety i.e. only on the negative events and 
behaviour or mainly on the positives and the involve-
ment of workers in the development of safety (Hollnagel, 
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To workers: What do you need from management 
to make you work more safely and take better 
care of yours and your co-worker’s health? 

To both: If you had the power, what would you 
like to change with respect to how H&S is being 
managed? 

How are H&S documents and procedures devel-
oped? 

2014b; Hollnagel, Wears and Braithwaite, 2015), hence 
the questions aim to investigate the level of ‘resilience 
mindset’ in the plant. 

Further, the leadership style was found to be an anteced-
ent of engagement as well as safety climate including 
Safety-II (Conchie, Moon and Duncan, 2013; Salanova 
and Llorens, 2014; Van Loggerenberg and Nienaber, 
2017). 

Communication in general and in regard to 
H&S: 

When you first started at BEP, how did you learn 
about all H&S related topics? 

In what way are you being informed about H&S 
policies, etc.? 

How does communication at BEP work? 

What works very well regarding H&S communi-
cation? 

Again, for engagement as well as safety climate includ-
ing Safety-II, communication in the sense of informing 
and skill development and feedback were found to be an-
tecedents to H&S related behaviour (Hollnagel, Wears 
and Braithwaite, 2015; Huang et al., 2016; Dekker, 
2018b; Nasima and Shalini, 2018). 

 

Since the term ‘H&S engagement’ is complex and difficult to define, the questions explored 

participants’ perceptions indirectly, through influencing factors and scenario descriptions.  

The questions were primarily open, while closed questions were followed with a follow-up 

or probing question. The question order followed a natural golden thread, i.e. starting with 

lighter questions regarding general job satisfaction and then delving deeper into H&S topics 

and underlying factors. It has to be noted, that not all questions had to be asked in each 

interview, as they were utilised as guides to probe insights and opinions regarding the overall 

topics. For example, where participants provided information in a discussion, but it was also 

relevant to a later question, the researcher then either a) took up this thread of conversation, 

independently of the set chronology in the guide, or b) if the researcher felt that sufficient 

information was already given, she did not address the questions regarding the topic again. 

Following drafting the interview guide, this was discussed with the research supervisor, a 

H&S professional, and further developed. The initial few interviews were used to pilot the 

guide allowing for it to evolve throughout the research. Thus, throughout the research course, 
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the questions and their chronology were often modified to keep the interview situation com-

fortable and natural for participants, while retaining focus around the core themes being 

studied. The final version of the interview guide can be seen in the Appendix X. 

5.2.5 Contextual Information 

During the time of the research, the plant faced major economic difficulties that led to fore-

casted redundancies. Thus, many workers feared for their jobs and the plant’s future which 

may have influenced responses at times. 

With respect to the scope of the analysis it should be noted that one of the three PL was in 

the process of being established and particular attention by line managers was paid to em-

powering and involving workers in the process and decisions. Also, workers at this PL felt 

that their jobs were secure. To distinguish between these two distinct management styles, 

workers at the new PL will be referred to as ‘WB’ while workers at the other two PL will be 

referred to as ‘WA’ (the same applies to references to Managers, i.e. ‘MA’, ‘MB’), workers 

in other jobs will be referred to with ‘OA’ (see Table 17). 

5.3 Analysis 

A particular type of Thematic Analysis (TA) called Template Analysis (TemA) (King and 

Brooks, 2018) was applied to the interview content as it was best suited to the nature of the 

data as well as the aim of the study. NVivo Version 12 (NVivo, QSR International, Mel-

bourne, Australia) was used to support the coding process. 

TemA was chosen for multiple reasons: Firstly, coding a number of data items before inter-

pretive themes are structured avoids the premature shaping or directing of research interpre-

tation, complementing the inductive nature of the study (Brooks and King, 2012; King and 

Brooks, 2018; Saunders, Thornhill and Lewis, 2019). Secondly, TemA offers a practical and 

strategic approach to analysing a large data-set (thirty-eight interviews each between twenty 

and sixty minutes duration) which would otherwise pose a challenge to complete within the 

given timeframe (Stead et al., 2001; Galpin et al., 2017; King, 2017; Shilling et al., 2018; 

Saunders, Thornhill and Lewis, 2019). 
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The common six-step approach (King and Brooks, 2018) was adapted to meet the project’s 

needs (see Figure 15). In TemA the data was transcribed and coded analogue TA (infor-

mation on the transcription process can be found in Appendix X.V), but in contrast to TA, 

first only a proportion of the data is coded; based on these derived codes and themes, a so-

called initial ‘coding template’ was developed (King, 2017). This template was then used to 

analyse the other interview data and was adapted or rearranged according to the data 

(Saunders, Thornhill and Lewis, 2019). It is recommended to derive the initial template from 

an appropriate cross-section of the data, with no clear indication of numbers given (King, 

Brooks and Tabari, 2017). After screening all thirty-eight audio records, interviews were 

picked for transcription and initial analysis that seemed to offer deepest detail on themes 

and, at to a peripheral degree, give a cross-selection of the overall sample, thus a balanced 

number of each H&S dimension (i.e. areas and departments as well as hierarchy levels and 

length of employment to BEP) (see Appendix X.III). As some roles are further from the 

activity and distraction of the PL, e.g. specialty departments (e.g. engineers, store) in com-

parison to assembly and machine workers, the focus was set on the roles closer to production 

to maintain the research findings lined up with the aims. However, their views were consid-

ered and added to the template, which evolved throughout the analysis of the transcribed 

interviews. Furthermore, where multiple interviews were available from one area or hierar-

chy, a choice was made to represent the group with the interview that offered most relevant 

information in answer to the research question and thus, to the themes, for example, discuss-

ing more detailed the factors relevant to engagement, or offering new insights. While this 

was a subjective evaluation of the content by the researcher based on the researcher’s reflec-

tive case notes as well as listening to the whole body of data first. However, insights from 

other interviews were not neglected, rather, they were acknowledged and added later through 

the template process; The remaining twenty-eight interviews were analysed audibly from 

the recordings (i.e. listening and taking notes of accounts relevant to themes and transcribing 

relevant parts), as direct audio coding was found to be as reliable as transcript coding (Farley, 

Duppong Hurley and Aitken, 2020).  

In terms of coding, across the whole selected data set, the data was systematically labelled, 

i.e. coded to a theme on either a semantic or latent level (as the authors were interested in 

the surface meaning but the study also aimed to identify the underlying conceptualisations 
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and assumptions to inform the semantic content). This process was appropriate as it aimed 

to create meaning throughout the data set. It was recommended that particularly in the be-

ginning, the more thorough the data is coded the more meaningful and inclusive is the tem-

plate later, thus allowing iterative development of the template and the included themes by 

assessing further data but also critically questioning the coded data’s relevance to the re-

search question (King, Brooks and Tabari, 2017). In general, the TemA was meant to be 

inductive, exploratory and naive, as the data was meant to be explored bottom up. In order 

to make sure that all possible labels or codes were identified, the transcripts were read re-

peatedly. Some content was labelled from different perspectives and thus, the same text may 

have been coded to more than one theme. 

For example, a sentence along the lines of “My manager doesn’t listen to me anyway, why 

would I even bother.” was coded with several different labels. First of all, the general label 

‘Engagement – voice/feeling heard’ was used as the phrase shows how the feeling of not 

being heard (“My manager doesn’t listen to me anyway”) leads to disengagement (“why 

would I even bother”). It also demonstrates that the perception of management (or at least 

of some managers) from this worker is that they do not listen, therefore it was also labelled 

as ‘Leadership – doesn’t listen’. By implication, this also shows that for this worker, being 

heard is necessary to engage, which led to the label ‘Antecedents of pos. safety culture/en-

gagement – voice/feeling heard’. Finally, the sentence could also be construed as a general 

barrier within the H&S culture that exists for workers in order to engage with H&S. Thus, 

the label ‘safety culture – barrier – not being heard’ was created. The researchers 

acknowledge that some labels might be overlapping, however, this method of labelling al-

lows different perceptions to be taken into account in later analysis. All labels were system-

atically and logically clustered and translated into codes, sub-themes and themes. 
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Figure 11: Interviews - Sorting Labels and Codes Into Themes 

Some code names were chosen based on the individual’s language concept, while others 

were based on the researcher’s concepts. The codes worked as a label for the researcher as 

they are descriptive or interpretive, and as such, thus the coding template developed and 

expanded throughout the process. Furthermore, the initial notes, comments and ideas from 

the familiarisation and coding phase evolved dynamically so that connections and interac-

tions could be noted and mapped in memos and drawings (see Figure 11). Once each tran-

script was coded, the complete body of transcribed data was read once more and compared 

to the code/label set in order to make sure that no relevant coded section was missing. The 

codes were then clustered, and an initial template was created (see Figure 13) and discussed 

with the research team to ensuring the clarity of the template as well as how it comprehends 

the data. There were no disagreements regarding the data representation. Concerns regarding 

names of themes or duplicity of content was discussed and adjusted after agreement.  
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Figure 12: Interviews - First Drafts of Drawings Noting Potential Relationships 

Throughout the further analysis, the template and themes and their relationships evolved 

iteratively through input of the subsequent recordings. Before finally ending up with a tem-

plate that was a rich and inclusive depiction of the data, the themes and codes were rear-

ranged and renamed several times, merging themes that related to the same aspects and de-

leting elements that, after critical evaluation that did not answer the research question6. For 

example, a first construction of the template differentiated between ‘barriers’ and ‘anteced-

ents’ as opposites (see Figure 14). That was later merged to general themes incorporating 

both dimensions. After all data was analysed, again, quality of the template was assessed 

within the research team using the same procedure as described for the initial template. 

The final template is presented in Table 23. 

                                                 
 

6 A detailed audit trail documenting all changes of codes and themes can be provided upon request. 
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Figure 13: Initial Template - Overview of Initial Codes and Themes 
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Figure 14: Initial Thematic Map and Base for Initial Template 

In order to demonstrate and ensure the quality of the data collection and analysis, the criteria 

recommended by Sullivan and Forrester (2019) were followed which consider reflexivity, 

transparency, coherence, contribution and trustworthiness (details in Appendix X.VI). 



Understanding the Driving Factors of H&S Engagement in BEP: 
A Semi-Structured Interview Study 

182 
 

 

Figure 15: Template Analysis Process (Adapted from King and Brooks (2018))  

Phase 1: Familiarising with data set
Initial audio check of records and first collection of themes 

To enhance familiarity with the data, the transcribed data was read alongside listening to the audio file
twice. Through this critical and analytical process, the first notes, comments and ideas regarding the content
were collated.

Phase 2: Generating initial codes/labels of the transcriptions
Systematically and thoroughly labelling of relevant data extracts

Coding was conducted on a semantic or latent level; as the focus was on the explicit and surface meanings
and aimed to identify underlying conceptualisations and assumptions to inform the semantic content. In
addition, hierarchical (i.e. identifying overarching and more specific themes), as well as parallel coding (i.e.
coding the same segment with different codes), were applied.

Once all transcripts were labelled, a total of 192 codes were created. However, due to the detailed and
mixed coding approach, it was possible for some labels to be redundant or consider the same topic from
different views.

Phase 3: Clustering of codes
Identification of relationships and themes between labels/codes into thematic map

Identified codes and themes were organised in clusters, to identify meaningful coherent patterns and
relationships across the whole data set. Thus, not only was the quality and coherence of the themes checked,
but also if they suited the collated data. Secondly, to secure quality, the themes were reviewed across the
transcribed sub-set of the data set using ‘thematic mapping’ in order to create a thematic map with
differentiated themes, forming clear and coherent patterns that captured the dimensions of data most
relevant to the research question.

Phase 4: Development of template
Transformation of thematic map into template showing the connections between themes 

Based on the thematic map, the coding template was developed. For this, the thematic list was transformed
into a ‘big picture’ format, which represented the connections and relationships between the themes. This
provided a visual answer to the research question.

Phase 5: Modifying and finalising of template
Check of remaining audio records of interviews for codes and additions to the template & revision of template

The development of the final coding template is an iterative process. The remaining twenty-eight interviews
were acoustically analysed. After every three interviews the notes and codes were revisited, leading to
refining, reorganising and adapting the coding template according to new insights. It was important when
adding new codes or themes, that the whole body of data was revisited to ascertain any potential
consequences on other themes or codes. Within this iterative process, some of the themes were renamed .

Phase 6: Interpreting the data and writing up
The themes, their connections and interactions were presented and interpreted both systematically and critically 

in a written report 

Finally, the themes, their connections and interactions were presented and interpreted both, systematically
and critically in a written report which uses data extracts to support them. A theme-by-theme approach was
applied; presenting first an overview of the main theme and then each sub-themes with supporting quotes.
The differences between context groups were also highlighted where present. Afterwards, the complete
theme was interpreted and discussed with respect to existing empirical research.
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Table 23: Final Template 

Theme Sub-theme Codes 
Workers’ perception of 
their H&S engagement 

Autonomy of safety/be-
ing safe 

‘Everybody is responsible for their own safety’ 
 

Taking (un)necessary 
risks 

Taking (un)necessary risks 

Safety focus Organisational safety fo-
cus 

Contextual safety/Context (ir-)relevant rules 
Flexibility level/Autonomy 

Autonomy of managers 
Intention 

‘Tick-box exercise’ 
Hypocrisy and bureaucracy of 
rules 

Collision between production and safety goals 
Safety as number one value 
Safety system evolution 
Safety department staff proficiency 

‘Lived’ safety focus Complacency 
‘Work-as-planned’ vs. ‘work-as-done’ 
Blame culture 
Feedback and education 
Recognition of positives 
Managers’ safety focus 

Managers’ focus on safety/production 
H&S policing 
No consequence to in-and noncompli-
ance 
Perception of ‘Nothing gets done’ 
Management under pressure 
Leading by example/rectifying directly 

Communication Communication quality 
and consistency 

Permeability 
Consistency 

Encouragement 
H&S leadership as H&S consultants 

Positive perceptions 
Events and awareness days 

Communication direc-
tion 

Level of information sharing and transparency 
Level of explaining 
Directive quality 

Two-way communication 
Communication fair and on equal 
terms 
Listening and involvement 

Environment Psychological environ-
ment 

Uncertainty and instability 
Fear of job loss 
Perception of need to be competitive 
due to plant’s financial situation 

Health perception and concerns 
Shift work 
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Temperature 
Air quality 

Social environment Trust 
Relationship between management and shop 
floor 
Camaraderie 

 

5.4 Results 

With respect to the factors affecting H&S engagement at the plant, after careful considera-

tion of all codes, comments fell into three main themes and one supplementary theme, which 

were identified as overall categories: 

▪ “Safety focus” (Section 5.4.2), 

▪ “Communication” (Section 5.4.3), and 

▪ “Environment” (Section 5.4.4) , as well as  

▪ the supplementary theme “Workers’ perception of their H&S engagement” (Section 

5.4.1). 

Within the identified main themes, several drivers and barriers were identified as sub-

themes.  

These three broad themes have been identified to aid further analysis of key concepts, but it 

is recognised that categorisation in this way is problematic due to the overlapping nature of 

these themes and their interdependencies. The categorisation was based on the primary and 

dominant feature of the respective data as well as on relevance to the research question as 

recommended by King and Brooks (2018). 

In addition, commentary displaying the workers’ individual engagement level was collected 

(Section 5.4.1). This was considered a supplementary theme, as it does not directly address 

the research question but was considered important contextual information to understand the 

main themes. 
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5.4.1 Workers’ Perception of their H&S Engagement 

This theme contains commentary relating to the workers’ perception of themselves and the 

reasoning for their behaviour. Overall, workers indicated that they (1) take responsibility for 

their own safety and (2) would not take unnecessary risks as they know their jobs (Table 

23). 

Autonomy of Safety/Being Safe 

Most workers agreed that they are “in charge of [their] own safety”(WA36) and that they 

“don't come into work to get hurt”(WA31), voicing their constant intention of taking care of 

themselves and others.  

Indeed, one worker highlighted that avoiding unnecessary risks and taking care of himself 

and others comes naturally to him: 

“I take personal responsibility for myself, and I take collective responsibility. I would 

never leave a machine be unprotected for my colleagues.”(WA20) 

This quote emphasised the relationship and care-element between workers as well as this 

worker’s intrinsic drive for safety as he takes “personal responsibility”(WA20) for himself 

and his peers. 

Taking (Un)Necessary Risks 

For various reasons, such as practicality or contextual relevance, workers’ safe working was 

perceived to not necessarily mean compliance with rules, but rather to knowing their jobs 

“inside out”(WA36) and “the best way to do it”(WA36). Workers perceived that their skill 

and experience and common sense prevented them from taking unnecessary risks. One 

worker suggested that a strong H&S mindset was ingrained in his thinking as a consequence 

of working at the plant: 

“I find [safety[…]] is embedded […] into me, I take it outside, I notice the stupidest 

things, that people won't noticed […], I'm doing a risk assessment while walking past 

things without realising it […].”(WB4a) 

He acknowledged that risk assessments and safety calculations are part of his every day 

thinking and impacted his decision-making inside and outside the plant. While the worker 



Understanding the Driving Factors of H&S Engagement in BEP: 
A Semi-Structured Interview Study 

186 
 

considered this “H&S standard”(WA4a) as a result of the safety trainings and constant com-

munication, it may also indicate that risk assessments that he may have conducted sublimi-

nally raised his conscious awareness of risks and potential unsafe situations (e.g. how likely 

is it that this car will hit me if I cross the street now?).  

Overall, workers reported viewing themselves as safety conscious and responsible and dis-

played a considerate level of H&S engagement, and yet, in their eyes, this did not necessarily 

equal compliant behaviour. 

5.4.2 Safety Focus 

The safety focus theme contains commentary reflecting the assessment and management of 

all safety performance. This was impacted by two properties: (1) on an organisational note, 

the plant’s procedures and their perceived quality, and (2) on a social, ‘lived’ note (i.e. how 

management behaved regarding H&S aspects and thus how H&S was ‘lived’ at the plant). 

Both dimensions were perceived by workers as a demonstration of the company’s focus and 

priorities. An overview of the underlying codes is provided in Table 23. 

Organisational Safety Focus 

In general, workers reported satisfaction with the provided H&S standard structures and the 

“very good systems […] to keep everybody safe”(WA32) as well as the personal protective 

equipment (PPE) provided. While the plant’s culture was described as “evolving”(MB3) “in 

the desire to make it a safer place”(MA8), managers as well as workers agreed that the safety 

system and culture were still in many ways “old school” (WA29) and the same “for over 

thirty-five plus years” (WB4b). 

Several workers criticised the contextual relevance of certain regulations. Often, rules were 

implemented top-down from the global parent company into all plants without consideration 

of local requirements. In addition, the safety department was perceived by some workers as 

“unqualified”(WA17) since they “have worked on the line for a minimal point”(WA36) and 

have “just read a book”(WA18) and therefore “don't understand what it's like”(WA36) to 

work on a PL. Consequently, these workers doubted the safety department members’ ability 

to define relevant and practical safety items. One rule, often mentioned in this context, was 

the use of headphones on the PL with the explanation that workers wearing them “can't hear 
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it if people are calling you, you wouldn't know if something has happened”(WA36). In addi-

tion, this worker also mentioned that they “don't feel it's an issue wearing headphones on 

the line, because nothing should be going into you, you shouldn't having a fork truck coming 

into you”(WA36). While the aforementioned forklift trucks “are electric anyway, so you 

would never hear it”(WA36), he and his peers perceived the PL environment as protected 

since they “have boxes behind [them], you have racks behind you, you have everything on 

the line, I think it's safe”(WA36). Nonetheless, the same worker admitted that “while walk-

ing, I would say, headphones out”(WA36). The worker displayed a general understanding of 

the necessity and benefits of the policy in a certain environment (e.g. when walking or close 

to vehicles), however, in other circumstances (e.g. on his workplace) he does not see the 

relevance in that specific (by him perceived as ‘safe’) context. Thus, while not questioning 

the complete policy, the worker identified difficulties and displayed frustration with a ‘one-

size-fits-all’ approach in relation to certain regulations that applied plant-wide. He proceeds 

by explaining that by “putting a bit of music in your ears […] time goes quicker”(WA36) 

and it “brighten[s] your day up”(WA36) because the work on the PL is otherwise “monot-

onous”(WA34) and “boring”(WA34). This attitude was shared by many of his peers (e.g. 

WA20, WA30, WA31). Consequently, certain rules were perceived as “taking something 

away from”(WA36) the workers in order to “mollycoddle”(WA20) them with overprotective 

rules. This led to workers doubting the genuineness of management’s intention and only 

considering safety as a “tick-box exercise”(OA24) for the company to appear “legally 

safe”(MB6) and “cover it all [legally]”(WA29): 

“I think they [management] are more worried about the insurance side of things 

than the actual person themselves being injured.” (WA20) 

Within the interviews many participants used the term ‘tick-box exercise’ to refer to certain 

aspects of the safety system (e.g. W4a, WB5a, WB5c, WA35, WA17, WA18, OA24). For 

example, one worker questioned the company’s trust in his ability and sense of responsibility 

based on the safety items provided: 

“It's a checklist, making sure that everything is safe for me to work. You know, if I 

have to observe a machine if it's actually working [slightly ironic tone]...I understand 

it, it's to cover it all. But I like to think that I'm a responsible enough person to do all 

that. Maybe not…[…]We should be trusted to do [our jobs] without the paperwork 
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((... )) as it comes back to responsibility. [The company] should give us back a bit 

more responsibility. Let us do our job.”(WA29) 

While the worker acknowledged the awareness-factor of checklists, he also indicated annoy-

ance and disappointment and slight offence by the controlling, ‘parent-child’ connotations 

of them. In his perception, checklists not only reflected management’s doubts in his personal 

responsibility but also questioned his experience and intellect. This was perceived as evi-

dence of H&S leaders’ distrust in him as well as an insult and discreditation of his skills, and 

consequently, his pride in his work. Thus, this worker’s need for autonomy, feeling valued 

and competency recognition may have been unfulfilled. This led to frustration and disregard 

of the H&S leadership team as well as certain H&S topics. However, the statement also 

indicates that for this worker, feeling trusted was linked to actively taking responsibility. 

Hence to increase workers’ trust, a distinct transfer of responsibility from management to 

the workers together with an increase in workers’ autonomy must occur regarding safety 

decisions. 

‘Lived’ Safety Focus 

In the same way that safety was defined in the official standards and procedure, the way that 

it was ‘lived’ and presented through actions was shown to impact workers’ H&S engage-

ment. 

The perceived focus of the H&S leadership team throughout the organisation was primarily 

on negative events, displaying a punitive and retribution mindset, appearing to promote a 

disengaging environment, confirmed by management admitting that they “look for the fail-

ures rather than the successes”(MA7). This resulted in workers’ attempts to hide mistakes 

and enhanced the divide between leadership and workers, with a lack of perceived trust and 

fair feedback.  

In one instance, a worker clearly highlighted his positive intentions and the inner drive to 

remain safe at work by saying “[n]o one has accidents on purpose”(WB5b) and yet he ad-

mitted that ”[…] if you drop something you may not come forward because it’s a black mark 

on your record”(WA5a), identifying that the retribution mindset at the plant led him to be 

careful to disclaim negative events. This also implies that this worker feels he cannot speak 

up about potential safety issues or improvement opportunities in fear of punishment. The 
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commentary also suggests a certain level of frustration with how the worker feels he is 

treated, despite the first part of the comment indicating that he takes pride in - and aims to 

do - a good and safe job. Hence, the comment demonstrates how the “blaming cul-

ture”(WA23), as mentioned by several workers at the plant (e.g. WA5a, WA23, WA28), 

suppressed workers’ involvement and voice in H&S, as well as reducing the meaning they 

get from their work. Most workers agreed that a constructive approach was needed in order 

to learn from incidents. Consequently, providing balanced feedback which acknowledged 

both positive and negative events, “to educate rather than dictate”(WB4a) would provide 

workers with an opportunity to learn from mistakes without the fear of discipline. This was 

linked positively to an open and positive safety climate, supporting worker engagement and 

enabling workers to “develop together”(WB5c). 

This notion was particularly evident at PL-B, with workers reporting feeling empowered as 

a result of additional training and a stronger integration into decision-making processes. 

Here, workers “have been educated” and when they are “making a decision on something”, 

“[management] listen to what [they] gotta say and they go along with what [the workers] 

suggesting”(WB5b). The worker who described the approach at PL-B continued by saying 

that “[i]t’s nice to have an opinion that people actually appreciate and use”(WB5b) and 

“[t]hat’s been a massive positive for [him] in this launch [of the new PL], the biggest thing 

to be honest”(WB5b). This demonstrates how increased levels of involvement and recogni-

tion of his positive effort is valued by him, giving meaning and pride to his job and driving 

his engagement.  

On another note, workers’ commentary suggested that their interpretation of management’s 

behaviour in relation to H&S was directly translated into how management prioritised H&S. 

When “people got concerns”(OA1) and “they report it to [the managers]”(OA1) they had 

the feeling that “[management does] nothing”(OA1). Despite actions possibly taking place 

in the background, but often with no feedback to the issue-raising person (e.g. something 

was being done, but it was not directly perceivable), this led to frustration about the lack of 

recognition of their voices and concerns. The lack of action was also often interpreted as 

management’s lack of commitment to H&S and care towards the workforce, since “[man-

agement doesn’t] listen until an accident happens”(WA15). 
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While most workers agreed that the PL would be stopped in the case of a profoundly serious 

issue, aspects which management identify as ‘minor’ (e.g. lighting situation or roof leaks) 

would be ignored or unresolved for ‘production sake’. Workers consequently perceived that 

“production is king”(WA15) with one worker emphasising the perceived collusion between 

safety and production as the number one value, noting that “[the workers] tend to have that 

safety culture mindset anyway, but I think probably the hierarchy they are probably more 

concerned about money first”(WA4a). This insinuates that management are prioritising pro-

duction over safety and stating that “if [the workers] do it the way, [the safety department] 

want [them] to do it, [the workers] not gonna have any chance on hitting that [production] 

target”(WA31). Also, the same worker (and some of his peers) explained that “[they are] 

working on 20-year-old machines that are basically falling apart”(WA31), which leads to 

the workers’ perceived need to “firefight”(WA31) constantly which in turn was reported to 

“[have] an effect on how [the workers] conduct [themselves] cos [they] have to cut corners 

to keep the machines running”(WA31). The perception of “production is king”(WA15) ap-

pears to derive from the perceived lack of consequences for noncompliance, which they in-

terpreted as an encouragement to continue; “Basically, they know that we know what we are 

doing, and they leave us alone to do it”(WA31). While the workers seemed to agree they 

would never put themselves in what they would perceive as a dangerous situation, they admit 

that “there is a disparity between what the safety department asks from us and what we 

actually do”(WA31). Workers also perceived that H&S leadership was aware of the varia-

tions in procedures and thus the breach of protocol appeared as acceptable to them. Hence, 

the workers perceived they had autonomy through neglect of H&S leadership in enforcing 

the rules in favour of production and subsequently acknowledged policies as impractical. 

While the management may not have intended this, the perception as outlined resulted in the 

respective H&S behaviour.  

5.4.3 Communication 

In discussing engagement and H&S, the workers perceived (1) quality and consistency and 

(2) direction of communication efforts regarding H&S policies, procedures and behaviour 

as recurring themes (Table 23). 
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Quality and Consistency of Communication 

In terms of quality, one key factor was identified: the subliminal messages perceived as be-

ing communicated (intentionally or not). By way of example, in discussing a task, one man-

ager admitted that often, despite the supervisor highlighting that ”obviously”(MA8) safety 

comes first, they were “sending [the] wrong message by asking wrong questions like ‘when 

will you be done?’”(MB6). This was confirmed by workers reporting that “the pressure is 

already there, cos you don’t want [PL] to go on stop. You feel obligated to try and 

rush”(WA5a) or that managers criticised the worker later for taking more time to complete 

a task safely and in compliance with the rules. As a result, this was identified as adding 

pressure to the workers and undermining the safety message, leading to workers feeling 

obliged to prioritise pace over safety. Also, it could be suggested that supervisors’ behaviour 

and communication regarding the prioritisation of safety may influence subjective norms. 

Thus, behaviour in which safety was displayed as secondary in comparison to production 

(with or without respective intentions) might be perceived as favourable in the context of the 

perceived norms.  

Regarding safety messages, management and workers described issues with the permeability 

of messages, since “[…]the information is [not] passed on well enough to the […]shop floor 

[…]”(OA2). Generally, safety messages were cascaded from top-management to managers 

who were in charge of ensuring that the messages were communicated via the supervisors 

to the shop floor. Concerning regulations or rules, several workers reported that management 

would give none or limited explanations with managers admitting that some workers “have 

never been told why”(OA2). This led to workers not understanding and/or accepting these 

policies, as one worker reported that “[s]ome foremen are on a power trip and don’t explain 

tasks or things and just scream at you”(WA37). This remark emphasises the importance of 

communication, as well as education and training for supervisors and managers, to ensure 

they are aware that they are considered as role models by the workforce and therefore must 

always lead positively in the topic of safety. 

Most workers and managers agreed that “taking the time to talk and explain to people” 

(MB6) was paramount to getting support from the shop floor. Similarly, workers highlighted 

the importance of personal communication to the manager and safety department on a regu-

lar basis to explain safety issues and rules. For example, taking five minutes every day with 
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each shift team to raise and discuss (safety) issues would be beneficial. Otherwise, the com-

mentary suggests that messages were diluted; they were perceived as “tick-box exer-

cises”(WA18) resulting in a loss of significance and meaning, or they did not reach the work-

force at all leaving workers feeling disrespected and ignored by management. 

In addition, it was considered important that the safety focus was aligned between the dif-

ferent departments since it is currently perceived as “[e]ach area manager pretty much runs 

his own area the way he wants”(MB3) with no “collective aligned strategy”(MB3) leading 

to unequal handling of H&S in each area and a regarded lack of stability and justice. Hence, 

not only is the communication frequency and quality important, but also consistency in the 

safety messages in terms of workers’ H&S engagement.  

Communication Direction 

As indicated above, workers often felt “annoy[ed]”(WA30) and as if “[the company] is 

completely ignoring the feelings of the workforce”(WA34) with management perceived as 

neither listening to them nor taking their thoughts into account (e.g. ignoring their input). As 

it was reported that “[s]afety rules always come down”(MA16) and “never come from the 

shop floor”(MA16), workers criticised their lack of involvement in decision-making or man-

agers’ attempts at taking their ideas on board. Also, the commentary suggested that the ap-

proach did not fit the workers’ values or that they did not agree with it (e.g. WA13, WA17, 

WA21, WA36, WA38). This disengaged workers from H&S as they felt that they were made 

to take orders as opposed to being part of the process and supporting something they believed 

was right.  

As an example, one worker illustrated this point by reporting that after he and his colleagues 

had completed a training course on rescuing, they proactively produced the idea to “give a 

map to everybody in the plant so everybody knows where they are”(WA17) and where the 

nearest defibrillator was, but he felt that he was “not taken serious”(WA17). He felt the 

manager did not listen to their suggestion and directly disregarded it since the plant already 

had an established approach. The worker clearly showed a feeling of disappointment in the 

lack of appreciation of his creativity and proactivity. His frustration at the disregard of his 

input was since demonstrated towards the manager by pointing out every time he sees him 

that he would probably be “dead now”(WA17), since the company’s “way doesn’t 
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work”(WA17). While this may or may not be true, it depicts how the lack of involvement, 

and the perceived disregard of workers’ proactive improvement ideas may lead to resentment 

and disrespect.  

Similarly, many workers communicated frustration with the level of information flow, as 

feedback on certain processes, concerns or issues (e.g. roof leaks, status plant future) were 

not reported back to them and they felt like they “were kept in the dark”(WA13). In light of 

the plant’s uncertain future, many felt that “if something happens to the plant [they] should 

be the first to hear about it”(OA24) instead of receiving news through the media which was 

perceived as disrespectful. 

In contrast, fair communication on equal terms as well as “listen[ing] to the work-

force”(WA17) and “hold[ing] meeting[s] with people from every area”(WA31) to include 

them as part of the safety discussions and decision-making processes was thought to improve 

workers’ H&S engagement by creating a feeling of trust and appreciation. A good example 

can be found in the commentary of a worker from empowered PL-B. Here, workers reported 

feeling trusted and valued as if “[management] want you to succeed”(WB5b). At this PL, 

since they were “all a team, so [they] share information”(WB5b), workers reported feeling 

“part of the process”(WB4a) and consequently respected by management. They felt PL-B 

had a cooperative environment since it was “a two-way street over here”(WB5d), in which 

everyone could speak up and (positively) challenge as no one was left to their own devices. 

5.4.4 Environment 

This theme entails commentary regarding the environment of the workers; (1) from a psy-

chological perspective, such as their concerns and fears regarding the economic climate as 

well as issues impacting their wellbeing and health (such as shift work), and (2) their social 

environments reflecting on interpersonal factors such as trust, camaraderie and the leader-

member relationship (Table 23). 

Psychological Environment 

The biggest concern affecting workers’ psychological availability, and therefore engage-

ment, was the economic situation of the plant and the resulting job insecurity with workers’ 

biggest wish being “to have future work”(WA30) and them being “afraid to just 
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live”(WB4a). One worker reported that this is now “in the forefront”(WA31) of their minds 

and continues by using the situation of a peer as a visualisation: 

“I know one boy who has taken on a mortgage. He just bought a house. And he is 

one of the junior men in the plant. Within two years, he's gonna lose his job and he 

has a three hundred-thousand-pound mortgage. That’s gonna be a distraction. He is 

gonna be thinking 'What the hell am I gonna do in two years’ time?' rather than 'Am 

I working safely’.”(WA31). 

This remark shows how fears and worries are taking up the younger workers’ thoughts due 

to prior financial commitments, taking psychological availability away from concentrating 

on the task in hand, highlighting the importance of a secure working environment for (H&S) 

engagement. At the same time, the worker reporting this case also displays empathy for the 

colleague and therefore evidences a certain level of camaraderie and care for their peers at 

the plant. 

In addition, the overall commentary suggested that even though the workers understand that 

shift work is “part of the parcel”(WA36) of working at the plant, it negatively influences 

workers’ health and wellbeing (e.g. the changes in shift patterns). This especially affected 

workers who had longer commuting times, with reports of sleep deprivation and thus con-

centration issues both inside and outside the plant (e.g. while driving home). Hence, the 

commentary displaying psycho-social consequences of environmental factors impacted their 

willingness and availability to engage with H&S. 

Social Environment 

The relationship between the workforce and management was reported as impacting almost 

all interpretations and decisions regarding safety behaviour, even if not explicitly stated. 

Throughout many conversations, remarks made suggested a distrusting environment from 

both sides with a “they [management] against us [workers]”(WA15) attitude and “zero trust 

from the workforce in the management team”(WA13) indicating a distinct divide between 

the leadership team and shop floor preventing positive H&S engagement (OA1, MA7, 

WA13, WA15, WA29, WA38). As the relationship between workers influenced the individ-

ual worker’s behaviour and mindset, the relationship (or its absence) between the H&S Lead-

ership team and shop floor significantly influenced workers’ perceptions of feeling cared for 
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and their engagement willingness. Demonstrating the full gravity of consequences that the 

sum of perceived negative events and behaviour by leadership had on the workers, one 

worker stated: 

“I know that sounds a bit mercenary and when it comes to safety, our attitude should 

be different, but the company has worn us down from keeping us in the dark about 

things and our mentality towards [the plant] has altered.[…] I'm not saying I resent 

the company, but I'm resenting, the way the company is treating us at the moment. 

((... ... )) Whereas before I would have gone the extra mile, but now if this is how the 

company is treating me then this is how I'm going to treat the company.”(WA31) 

This quote displayed the strong impact the perceived leadership’s lack of camaraderie had 

on engagement (i.e. ‘going the extra mile’) when workers felt poorly treated and uncared 

for. The relationship between workers and managers was often measured in their willingness 

to share information. Hence, this theme is closely linked to the prior theme ‘Communication’ 

(at Section 5.4.3). Workers reported that ‘before’, a former manager who had a better rela-

tionship with them had made a concerted effort to build relationships with each worker, e.g. 

by making an effort to get to know them and “speak[ing] to you every day”(WA17). Since 

his departure, several workers reported that they felt like they were “just a number”(WA17, 

WA22, WA34, WA37) to management. Thus, an open environment where people feel heard, 

respected, involved and recognised was mentioned in terms of feeling engaged with H&S 

since “a happy worker is a safe worker”(WB5c). One manager, supervising PL-B, an area 

in which workers reported more positive engagement and contentment levels, mentioned 

introducing measures to promote workers’ feelings of being cared for and valued (i.e. writing 

congratulations and sympathy cards and having personal chats with workers). He also high-

lighted the importance of “fun”(MB3) in work to create a positive environment and work-

force. After all, since workers “spent more time [in the plant] than you spent with your 

family”(WB5b) a positive environment was crucial for someone’s wellbeing. Additionally, 

the manager mentioned, in his experience, that people were more willing to listen when a 

relationship was established. Also, in assuming this as a sign of respect and interest in the 

person, it can be perceived as 'caring' for the other individuals. These observations and opin-

ions by the manager were supported by his team who reported higher levels of engagement 

and a positive and proactive attitude towards H&S. 
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Similarly, the relationship between workers impacted the workers’ H&S behaviour. One 

worker reported he would not challenge anyone else on the shop floor because he would get 

“a nasty reply”(WA28). Another worker described the culture in the plant as an “’I’m al-

right, Jack’-culture”(WA23), in which departments act against departments and individuals 

act “selfishly”(WA23). In addition, a “bad morale”(WA22) with people not “taking any re-

sponsibility and ownership”(WA23) due to pressure from senior workers who feel “enti-

tled”(OA24, WA27) was reported as a barrier to speaking up about H&S and in general, the 

fear of being mocked or bullied for being forward and proactive. Hence, this atmosphere 

may influence workers’ willingness to participate in different initiatives or speak up and 

raise issues or ideas. Thus relationship-building initiatives, such as “teambuilding between 

shifts”(MB12) was thought to have the potential to positively increase the cooperation be-

tween workers. 

5.5 Discussion 

The commentary suggests that the workers’ level of engagement cannot be determined by 

monitoring compliance with H&S rules and procedures alone. For example, while manage-

ment indicated that some workers exhibit “childish behaviour”(MA1) putting “themselves 

at risk”(MA7), this does not necessarily mean that workers are disengaged with H&S. In-

deed, Kahn in Daisley’s (2019) podcast ‘Eat Sleep Work Repeat’ suggested that ‘H&S en-

gagement’ – be it non-compliant or compliant – is still an outward reflection of levels of 

engagement. Voicing and displaying a negative perception of certain H&S aspects, such as 

the safety department staff or rules, did not equal disengagement either. Indicating and voic-

ing anger and frustration may actually be considered as engagement, as workers are demon-

strating that they care about the topic (Kahn in Daisley, 2019). In fact, these polar percep-

tions may reveal a general meaning-gap between shop floor and leaders. Therefore, these 

comments highlight the workers’ intrinsic drive to keep themselves and their peers safe. 

Furthermore, the different standards the two groups use to measure ‘engagement’ and ‘work-

ing safely’ need to be addressed, so that a common understanding between management and 

workers can be created. Otherwise workers may experience irritation and feel attacked when 

micro-monitored by supervisors or not feel appreciated for their experience and proactive-

ness in regards to H&S engagement (Andersen et al., 2015; Hollnagel, Wears and 
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Braithwaite, 2015). The strong link between workers expressing themselves in, and bonding 

emotionally with, one’s role and work and engagement with H&S was shown (Kahn, 1990; 

Macey and Schneider, 2008). This was displayed during the interviews whenever the inter-

viewee showed a dissonance between personal values and identity and the perceived com-

pany values or company representative behaviour. For example, this occurred when workers 

viewed themselves as specialists and with many skills but felt the company did not take them 

and their expertise seriously, or in having to comply with rules when workers considered 

themselves as already working safely. Consequently, when workers felt they had invested 

themselves in work, yet the outcome was not acknowledged as important, this may lead to 

disengagement (Kahn, 1990; Macey and Schneider, 2008). This, in turn, highlighted the rel-

evance for companies to add meaningfulness to employees’ work and role performance, e.g. 

through autonomy, feedback, task variety, input or recognition of expertise and outcome. 

Furthermore, the commentary indicated the importance of workers’ feeling heard, involved, 

appreciated and especially, cared for by the company in order to increase their sense of psy-

chological meaningfulness, safety and availability regarding their work. As such, the organ-

isational, as well as social factors, need to reflect this (Shuck and Rocco, 2013). Therefore, 

company-wide, the safety system as well as all individuals’ behaviour have to encompass 

the safety culture that the company aspires to. This will facilitate a united, multi-faceted and 

consistent approach to H&S, which is established to encourage and support greater worker 

investment in their daily tasks, thereby creating a thriving H&S engagement culture (Kahn, 

1992; May, Gilson and Harter, 2004). Thus, measures should be applied that support fair, 

accurate, respectful and balanced feedback in order to help workers find solutions to chal-

lenges, support their personal development as well as creating a trusting and honest relation-

ship between workers and the leadership team. Similarly, an environment in which the con-

textual complexity of working is acknowledged and workers’ insights are appreciated and 

encouraged has to be created (Catteeuw, Flynn and Vonderhorst, 2007). While some rules 

may not be open to discussion and non-compliant behaviour needs to be addressed accord-

ingly, non-compliance should be approached as a learning opportunity for the person con-

ducting the mishap and the company. Weaknesses or areas of improvement (e.g. training, 

communication or work instructions) may quickly become apparent and so contextually rel-

evant rules can be created. For this, education of workers and supervisors is essential as they 
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will benefit both from learning how to make informed decisions and conduct relevant risk 

assessments. 

Hence, focusing on employee growth instead of weaknesses can create accountability, 

prompting engagement in both workers and managers by making them responsible for not 

only the quality of work, but also the quality of work relations and their employees’ devel-

opment (Shuck and Rocco, 2013). Supporting this, research agrees that if teams learn to-

gether, engaging in authentic, respectful dialogue free from assumptions and blame, it not 

only strengthens their relationships and trust but also due to the increased sense of psycho-

logical safety are more likely to engage (Edmondson, 1999; Kahn, 2010). 

The commentary on the safety focus demonstrates that the (perceived) intention of rules and 

procedures also needs to be considered as the workers’ H&S engagement seems to be re-

duced when procedures are not perceived as relevant or discourage proactivity. Creating 

psychological safety was found to be key to engagement through establishing a blame-free, 

trusting environment (Kahn, 1990), whilst a ‘blame culture’ reduced trust between workers 

and supervisors and is detrimental for workers’ self-image and consequently engagement 

(Rich, Lepine and Crawford, 2010; Dekker, 2012; Brandis, Rice and Schleimer, 2017). 

Hence, only approaching workers for negative events and to discipline them reduces the 

likelihood of workers contributing to the partnership between management and workers as 

well as to the improvement of the company (Dundon et al., 2004). Pidgeon and O’Leary 

(2000) argued in their paper about their view on the ‘Man-made Disasters model’ that while 

blame had a long history in society and provided institutions with a dilemma of providing 

positive (e.g. legal security through accountability) as well as negative opportunities, a blam-

ing culture kept organisations from learning from negative events. Based on Sagan’s re-

search on organisational learning, it led to faulty reports and reinterpretation of negative 

event (Sagan, 1993). Yet, Pidgeon and O’Leary (2000) retracted former claims of presenting 

a no-blame culture as the solution and rather advised companies to establish definitions of 

tolerable and culpable errors that preserve, for both categories, a level of responsibility and 

accountability. In terms of performance, workers who felt supported by their leaders demon-

strated higher levels of engagement as it moderated psychological safety (May, Gilson and 

Harter, 2004; Saks, 2006).  
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Concerning communication, commentary suggested that one-way communication, where 

workers felt talked at and ordered to do things that did not fit their values or that they did 

not agree with, disengaged workers from H&S as they felt that they were made to do things 

instead of being included as part of the process to support something they believed was right 

(Shuck and Rocco, 2013). Similarly, workers’ and managers’ commentary highlighted the 

association between regulations where the benefits were not fully understood and a lack of 

consistency in safety messages, directions and the synchronisation between what was said 

and what was being done. Two-way communication, as well as helping workers to feel lis-

tened to and cared for promoted worker engagement, as those communication strategies 

prompted meaning in the individual’s jobs and consequently enhanced engagement (Shuck 

and Rocco, 2013). 

Regarding psychological safety, the current economic situation at the plant naturally took a 

toll on workers and their engagement level. However, the strongest influencers were the 

leadership style as well as the LMX, which directly impacted the perceived work climate 

and organisational justice in the plant. The perception of mixed messages as well as reported 

variability in H&S gravity formed workers’ H&S mindset and sense of psychological safety. 

In this respect, the trust gap between workers and management also influenced workers’ 

engagement, since an environment of trust and security were reported to be paramount. In 

order to create an environment that facilitated a dialogue and exchange between hierarchies 

and departments, communication channels must be employed, respective structures must be 

implemented and H&S leaders must adjust their behaviour and genuinely listen, discuss and 

take workers’ opinions on board, thus, promoting psychological safety through non-threat-

ening contexts where there is consistency, predictability, and respect (Kahn, 1990).  

Moreover, a bilateral trusting relationship between workers and management was shown to 

be paramount for workers’ engagement. Showing trust and appreciation in workers through 

autonomy and having open conversations where workers are part of the decision-making 

and solution-design processes allow workers to bring themselves into their work, take re-

sponsibility and have pride in their work. Similarly, workers’ trust in management must be 

established (Purcell et al., 2008), since research found that if an organisation and their lead-

ers are perceived as trustworthy by the workers, they repay the organisation through higher 

engagement levels and involvement in H&S matters (Benedicto, 2017; Lawani, Hare and 



Understanding the Driving Factors of H&S Engagement in BEP: 
A Semi-Structured Interview Study 

200 
 

Cameron, 2019). Rees and colleagues (2013) found that trust, as well as the LMX, had a 

mediating effect on workers’ engagement, hence, those elements also constituted the organ-

izational climate which determined if engagement could flourish or not (Purcell, 2014). 

Thus, the interpersonal dynamics not only between leaders and workers, but also across 

workers were reported to predict levels of engagement (Schneider et al., 2010; Crawford et 

al., 2014). LMX was also found to have an effect on the relationships between employees 

and leaders which were based on trust, mutual respect and liking, yet differed in quality from 

follower to follower (Soane, 2014). This could be explained through workers having a trust-

ing relationship with their supervisors and feeling ‘attached’ to them, which would extend 

their meaning and purpose in work through deeper connection (Kahn and Heaphy, 2014). 

Additionally, this added to the psychological safety of workers since trusting relationships 

established through authenticity were found to be enablers of engagement (Stephens et al., 

2013). Again, receiving trust as well as perceiving an effort made to establish a connection 

may be perceived as an exchange relationship (based on SET) due to feeling empowered, 

making workers feel obliged to reciprocate the trust and repay the effort by caring for the 

organization and their work (Cropanzano and Mitchell, 2005; Saks, 2006, 2008). An increas-

ing gap was identified in trust between the shop floor and higher levels of management, 

which Saks (2006) called the ‘engagement gap’. This was reported to exist at the plant where 

workers’ comments showed that every element concerning H&S and all the workers directly 

(e.g. communication, safety focus, environment incl. management behaviour, rule inten-

tions, etc.) is interpreted through a relationship/trust barrier. The quality of this barrier de-

termines how the input is being decoded (i.e. confirmation bias): insinuating good intentions 

if the quality of the barrier is positive and vice versa (Nickerson, 1998).  

In addition, in a study across different cultures, researchers found that in times of job inse-

curity, maintaining trusting relationships between leaders, followers and between the leaders 

and unions increased in importance (Kelliher, Hailey and Farndale, 2014). Thus, the strong 

focus on the role of trust and the relationship quality between leaders and workers might 

derive from the fact, that at the time the plant was undergoing major economic turbulence 

which resulted in workers facing job losses.  

The findings of this research study show similarities with the engagement maturity indica-

tors that were specified for OSH in the construction industry (Lawani, Hare and Cameron, 
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2017a, 2017b): Meaningful Discussion; Empowerment; Trust; Motivation; and Commit-

ment. While they do not define their understanding of the term ‘worker engagement’, rather 

describing the positive outcomes linked to different engagement concepts, the description 

suggests that a behavioural outcome-focused understanding of engagement was considered. 

Considering the similarities between themes, this may indicate that PL workers perception 

of engagement might be closely linked to construction workers’ views, however the details 

might differ (e.g. ‘Meaningful Discussion’ is only a part of the overall ‘Communication’ 

aspect). However, it should be considered that in their model of engagement trust was an 

equal part of the model dimensions, while in this interview study trust was found to have a 

special moderating role. Plus, considering that this study also considered engagement as a 

motivational affective psychological state that may lead to certain behaviours, but not as a 

behaviour itself, the findings by Lawani et al. (2017a, 2017b) might support the wider impact 

of the findings of this interview study in a production plant. 

Nevertheless, it is recommended to initially concentrate on fixing the identified trust gap 

before changes regarding the other dimensions can show improvement. Moreover, the indi-

vidual perceptions reflected within the interviews also demonstrated that workers and man-

agers could benefit from working together to come up with solutions and measures to address 

these issues in order to take into account the different perspectives and their requirements, 

for example, by using participatory measures (Dollard and Karasek, 2010; Nielsen, 2013; 

Punnett et al., 2013; Knight et al., 2017b).  

5.6 Summary 

Whereas much research has been conducted in other industries, this study is the first of its 

kind, to the authors’ knowledge, that has analysed the factors influencing engagement of PL 

workers in particular in a H&S context from a qualitative angle. 

By using template analysis, three main themes were identified as overall categories affecting 

the H&S engagement climate in the plant: 

▪ Safety focus, 

▪ Communication, and  
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▪ Environment. 

All themes were found to be strongly linked to each other. Thus, they must be seen as a 

whole and not individual areas that stand alone from each other. An overview of all themes 

and the respective barriers and promoters they represent can be seen in Table 24. 

Not surprisingly, the interviews displayed the importance of leadership’s influence on work-

ers’ engagement and disengagement. Building on existing engagement antecedent research 

(Conchie, Moon and Duncan, 2013), this research found that supervisors’ behaviour had a 

stronger influence on workers than co-workers’ behaviour. Leadership’s responsibility for 

fostering a safe and supportive environment in which workers felt that their needs and opin-

ions were being taken seriously and developmental feedback was given for them to grow 

and develop were found to be the main promoters of worker engagement. However, for that 

to be achieved, an environment of trust between both groups must be established. 

Generally, the interviews showed that the workers in the plant appeared to be fundamentally, 

intrinsically self-motivated to keep themselves and others safe and their comments indicated 

that personal protection (i.e. keeping themselves safe) and human empathy (i.e. keeping oth-

ers safe) were general values that the workers followed, and which formed their identity (‘we 

keep ourselves and others safe’). Yet, there were limitations to this protection need which 

appeared the moment that workers perceived disagreement between their own perceptions 

of what was safe and the company’s proposed measures in order to keep a worker safe. 

Consequently, when workers felt that they invested themselves in work, yet the outcome 

was not acknowledged as important or when they felt these values were not reflected by the 

organisation, this led to disengagement (Macey and Schneider, 2008). This, in turn, high-

lighted the relevance for companies to first establish trust and secondly to add meaningful-

ness to the employees’ work and role performance, e.g. through autonomy, task variety and 

recognition of expertise and outcome. 

The identified relationship between the different themes and sub-themes was visually syn-

thesised in Figure 16. The framework can be best read from the outside to the inside; The 

most-outer ring showing the main themes and the next ring the respective sub-themes. The 

analysis of the interviews, as mentioned before, showed that these themes represent the fac-

tors that impact workers’ engagement levels. However, the commentary also emphasised, 
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that the individual evaluation of the impact was depending on the level of trust, based on the 

relationship each individual worker had with their leaders. Thus, the next ring depicts the 

‘trust boarder’ which determines the perceived quality of each engagement driver (i.e. 

theme) impacting the workers H&S engagement (i.e. the core). 

 

Figure 16: Derived H&S Engagement Factor Framework 
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Table 24: Overview of Engagement Themes and Sub-Themes 
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5.7 Limitations 

Although this research offers meaningful findings and contributions to the H&S as well as 

engagement literature, due to the context and nature of the research some limitations may 

apply. During the time when the interviews took place, the plant went through a phase of 

negative media where potential job losses were revealed before management had talked to 

staff about them which may have introduced bias. Thus, this polarisation was acknowledged, 

and it was recognised that while the internal validity of the data was assured, the external 

validity might be compromised/limited. On a positive note, this may have motivated certain 

workers to take part or talk more freely than they would have under more stable circum-

stances. Furthermore, social desirability bias was acknowledged to be a general threat within 

this study, since the interviews may have tackled personally challenging topics (i.e. admit-

ting rule-breaking or personal shortcomings) which might have influenced workers’ re-

sponses. 

Additionally, other limitations based on the study design and conduction might be possible. 

They were addressed in Table 25. 

Table 25: Possible Limitations of the Interview Study 

# Bias Reasoning Consequence 

Sampling 

1 Measuring bias During the time when interview 
conduction took place, the plant 
went through a phase of negative 
media where the numbers of job 
losses were revealed before man-
agement talked to them. That news 
naturally had a considerable influ-
ence on the workers' mindset and 
was at the forefront of their minds 
when doing interviews and therefore 
influences what they said. 

The researcher acknowledged that the 
sample may have been polarised and 
thus, that accounts may have been 
skewed. In consequence, it was rec-
ognised that while the internal valid-
ity of the data was given, the external 
validity might be compromised/lim-
ited. 

On a positive note, this might have 
motivated certain workers to take part 
or talk more freely than they would 
have under stable circumstance. 

2 Selection bias Taking part in the interviews was 
voluntary, therefore only employees 
who wanted to speak to the re-
searcher were interviewed. How-
ever, this may have led to a loss of 

While attempts were made to address 
this e.g. speaking to as many workers 
as possible to develop a rapport and 
motivate their participation and high-
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# Bias Reasoning Consequence 

valuable insights, with certain peo-
ple not wishing to participate and 
other participants who may be more 
interested or confident in voicing 
their opinion being core partici-
pants. This may impact the results 
through for example; self-selection 
bias (Costigan and Cox, 2002).  

Further, due to the circumstances 
explained in #1, some people re-
fused to take part in the study be-
cause they did not want to disclose 
their names on the consent form and 
their distrust towards management 
made them ‘paranoid’ of the re-
search being shared with manage-
ment without anonymization. In 
contrast, others were more than 
happy to take part now as it allowed 
them to ‘vent’ to a certain degree 
about all the things that are going 
wrong and thus let out their disap-
pointment about how they perceived 
management treated them. 

lighting the independence of the re-
searcher as well as the anonymity of 
participants, naturally they could not 
be pressured into participating in or-
der to follow good ethical practice. 
Therefore, self-selection bias could 
not be avoided, and this must be con-
sidered as a limitation of the findings. 

Interview design/conduction 

1 Researcher/Re-
sponse bias 

The researcher herself might have 
inflicted bias by showing considera-
bly distinctive characteristics than 
the population. While most workers 
in the plant were e.g. male, Welsh 
and without university education, 
the researcher was female, German 
and with academic education. This 
might have let to cultural misinter-
pretations between researcher and 
participant and may have influenced 
participants’ responses due to possi-
ble perception of lack of e.g. trust, 
credibility. 

While the researcher tried to build a 
trusting relationship with the partici-
pants through building rapport and 
creating a friendly and relaxed atmos-
phere, the possibility of biased data 
still had to be considered. 

However, this could also have 
seemed more approachable to some 
participants, since a young female 
may seem less threatening.  

2 Desirability-
bias 

Since the interviews may have tack-
led personally challenging topics 
(i.e. admitting rule-breaking or per-
sonal shortcomings), this might 
have influenced workers’ responses. 

Social desirability bias was acknowl-
edged to be a general threat within 
this study. 
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# Bias Reasoning Consequence 

3 Measurement 
bias: Mixed-
methods 

Whilst one-to-one interviews were 
the original aim, two interviews 
could only be conducted in groups 
due to circumstances beyond the re-
searcher’s control i.e. participants 
were only released for the inter-
views by the manager in groups. 

While there were concerns of poten-
tial limitations of group interviews 
which the researcher did attempt to 
anticipate, there appeared to be hon-
est and open discourse between the 
participants, with no sign of restraint 
or reluctance in voicing opinions or 
experiences. Finally, in these group 
interviews, attempts were made to ad-
dress each participant equally and en-
sure all had the chance to add to the 
conversation. Therefore, it was un-
likely for the mixed-method to have 
critical impact on the theme develop-
ment. In fact, the group setting may 
have actually enhanced the results 
since the participants actively dis-
cussed their opinions and thus 
prompted new ideas and thought pro-
cesses. 

4 Measurement 
bias: semi-
structured in-
terviewing 

The interview guide evolved 
through the interviews as one ques-
tion (i.e. “Is there anything that you 
would have expected me to ask or 
that you feel important to share with 
me and that you could not say yet?”) 
prompted participants to mention 
topics that they felt relevant to the 
research, e.g. the perception on the 
safety department in particular and 
their performance. 

Slight changes to the data collection 
may lead to measurement bias, thus 
the respective limitations were 
acknowledged. Yet, it can be as-
sumed, that the data richness benefit-
ted from those changes since the re-
searcher was made aware of relevant 
topics.  

Further, the researcher also personally 
developed throughout the course of 
the interviews, therefore, in the begin-
ning, the researcher was more bound 
to the structure of the schedule and 
then became more fluent and natural 
in the interview style. 

5 Observer/analy-
sis bias: Single 
researcher tran-
scription and 
analysis 

Since the transcription and analysis 
was done only by the researcher, 
bias can be assumed. 

With respect to the quality of tran-
scription, coding and theme develop-
ment, after each step in the process, 
the results were discussed in detail 
with the supervisory team in order to 
identify blind-spots or inconsisten-
cies. To ensure quality, the researcher 
herself critically and repetitively sam-
ple checked the work results at each 
stage in a test-retest format (i.e. al-
lowing one to two days between tests 
in order to overcome memory effect). 
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# Bias Reasoning Consequence 

While this process may not have 
eliminated all errors and researcher 
bias may occur, on the positive side, 
internal consistency in error can be 
assumed as only one researcher was 
involved in the research. 

6 Observer/analy-
sis bias: Selec-
tion of tran-
scription inter-
views 

To design the initial template, inter-
views were selected for complete 
transcription. Since this selection 
was subjective, bias may have 
arisen. 

While acknowledging the limitations 
that may arise through the subjective 
selection they might have been re-
stricted through a systematic ap-
proach: Firstly, the researcher im-
mersed herself in the data by listening 
through all audio files several times 
and collecting an initial overview of 
themes. Brooks and King (2014) rec-
ommended when using large data sets 
to only work with a subset of the data 
and focus initially on deriving codes 
and themes from multiple perceptions 
and from “where the richest data (in 
relation to the research question) are 
found” (p.7). Therefore, based on the 
initial theme collection, interviews for 
transcription where chosen based on 
their theme density and variation/di-
version of perception on those pre-
themes. Also, it was aimed to tran-
scribe interviews from different roles, 
hierarchies and PLs, thus interviews 
were picked that were evaluated as 
rich in insight (with respect to the re-
search question) and those who added 
diversity to the transcribed set of in-
terviews. Saturation of codes and 
themes was reached after ten inter-
views. 

On a positive side, this approach al-
lowed the researcher to efficiently but 
still in-depth analyse the data in the 
timeframe of this research project. 
More important than this, the tem-
plate required for the template analy-
sis forced the researcher to constantly 
think in a structural and systematic 
way. 
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5.8 Practical Applications and Future Research Directions 

Based on the findings, exemplary recommendations for MF environments to enhance H&S 

engagement were derived (see Table 26). It also became clear that a one-size-fits-all-solution 

will not be possible and that companies must make individual efforts to understand their 

workers’ drivers and barriers in terms of H&S engagement. 

Table 26: Exemplary Practical Implications Drawn from Reported Behaviour and Consequences 

Theme Consequential Recommendation 

Workers’ perception of their 
H&S engagement 

Uniform definition of ‘safety’: Open discussion and understanding be-
tween managers and workers of what ‘safety’ and ‘safe work’ means to 
them and why. Clarify and prepare shared definition and consequently, 
specific meaningful reporting measures and performance indicators, can 
then be developed (Dekker, 2018b).  

Safety focus Balanced feedback: Train for supervisors and managers on how to give 
positive constructive feedback and acknowledge work well done as well 
as making efforts to understand drivers and reasoning behind incompliant 
behaviour (e.g. to learn from ‘work-as-done’). Also, train on transform-
ative leadership style and the importance of ‘leading by example’. 

Restorative justice: Move from punitive safety to restorative safety such 
as use of Dekker’s (2018a) ‘Restorative Just Culture Checklist’ in case 
of incidents to acknowledge all victims of incidents (Dekker, 2012). 

Contextual safety: Implement of participatory measures to address 
‘global’ rules to ensure local relevance and fit (Rasmussen et al., 2006; 
Nielsen, 2013; Punnett et al., 2013; Knight et al., 2017b). 

Communication Integration of workers in decision-making: Promote cooperative design 
of H&S measures through participatory action design process, where 
workers are a valued inclusive part of the design and decision-making 
process of interventions (Rasmussen et al., 2006; Nielsen, 2013; Punnett 
et al., 2013; Knight et al., 2017b). 

Shared information: Share of information through integration of (repre-
sentative) workers in management and decision-making meetings. 

Environment Teambuilding: Build trusting relationships between shifts and between 
workers and management through designated training and events (e.g. 
(H&S) trainings between shifts with formulation of handover processes).  

LMX: Designate resources (especially time) for managers to be spend on 
the shop floor in dialogue with workers. 

 

Whilst this study provides a meaningful insight into the drivers and barriers of engagement 

in one case-study plant, the findings are considered a snapshot of this particular organisation 
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and so generalisation to the whole industry should be considered with caution. Thus, it would 

be interesting to see how the factors identified match up with qualitative results from other 

MF environments and whether there are distinct differences between industries. So far, a 

previous literature review has indicated that there does not appear to be a great deal of aca-

demic research focusing on engagement in (automotive) BC industry settings. In comparison 

to the striking amount of research conducted in hospital settings, it may be beneficial to see 

how those particular industries differ in terms of individual H&S engagement. In addition, 

given the vastly different working environments, future research may benefit from taking a 

more specific look at the different aspects of H&S engagement within industries. The only 

other study with a similar approach in a different setting, was the study conducted by Lawani 

et al. (2017b, 2017a) proposing a WE maturity matrix for the construction industry. 

In addition, in the accompanying literature review, it was found that engagement research 

was mainly dominated by quantitative findings. Hence, the body of knowledge might benefit 

from increased use of qualitative measures, taking a stronger account of individual and more 

in-depth insights (Bailey et al., 2017). 

Moreover, the research highlights the impact of management upon workers’ engagement 

levels. While this is not a new point, the major influence of the trust level between manage-

ment and workers on workers’ engagement, as identified in this research, was a less explored 

factor that may deserve more consideration in future research. 

Finally, the workers’ commentary showed that the directive, distrusting and often nannying 

quality of H&S leadership and management was perceived to not only eliminate the feeling 

of responsibility for H&S but also the feeling of meaningfulness in, and appreciation of, 

one’s work. Therefore, on a trusting base, a cooperative and balanced approach to H&S on 

equal terms is recommended. To conclude, interventions must ensure that workers feel they 

gain psychological meaning, safety and availability through their work and working envi-

ronment in order to be engaged (with H&S) by being:  

▪ heard and taken seriously (e.g. for their insights, concerns, ideas), 

▪ involved and part of decision-making processes, 

▪ recognised and appreciated (e.g. for their expertise and work), and 

▪ cared for by the company and by management. 
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5.9 Implications for This Research 

This qualitative study was the first of its kind in BEP identifying and analysing the factors 

influencing engagement and offered valuable insights into the drivers that motivate and ham-

per them. 

Implications can be drawn towards implementing measures to: (1) design a shared H&S 

strategy involving all hierarchies and departments to create a common understanding of ob-

jectives, values and principles, (2) create a workspace in which workers and H&S leadership 

team members work together on deriving H&S measures, (3) H&S leadership members be-

come more aware of their actions and their implications, and (4) a higher importance is set 

on building a respectful trusting relationship on equal terms with the workforce. Identifying 

interventions on how to adapt the respective (HR and H&S) practices, and respectively de-

signing a WE intervention framework, in order to potentially improve the H&S climate and 

engagement level of workers is the focus of the following research stages. 

All the known factors that contribute to or undermine engagement, and also engagement 

with H&S, were seen to be present at Bridgend. In that particular context, however, there 

were some unique contextual factors that brought some of those antecedents and barriers to 

the fore. These include: 

▪ An aging building and aging plant, meaning that considerable resources were being 

invested in simply keeping the building and operations running. The building and 

facilities were, however, not always adequate to provide decent working conditions. 

▪ Uncertainty over the future, with rumours of closure occurring. This undermined in-

dividual’s sense of personal safety and may explain why some decisions were being 

made or delayed not to invest in the buildings. 

▪ A mixed workforce of direct employees and contractors (which is one response to an 

uncertain future, as contractors can be disposed of more easily). Further, the work-

force was also mixed in tenure with workers reporting that they feared that showing 

stronger H&S engagement or involvement might lead to bullying particularly by sen-

ior workers (see sub-theme ‘Social Environment’). 

▪ Some managers who appear, according to the interviewees, to lack basic manage-

ment skills, which may be the result of having no formal management training, or a 
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lack of awareness about the disjoint between word and action and how that is being 

interpreted by the workforce (see sub-theme ‘’Lived’ Safety Focus’). 

▪ A large organisation with a strong emphasis on bureaucracy and a perceived lack of 

trust in workers. 

The analysis explained how and why these factors can influence levels of engagement. 

It is quite possible that some of these factors would be relevant to other elements of the 

automotive industry, or perhaps MF more widely. 

The findings show that in order to change the current H&S engagement level of workers that 

interventions have to tackle: 

▪ Leaders: they should adapt their behaviour and need time and resources to build 

meaningful, trusting relationships with their workforce and learn how to support their 

workers and create a psychological safe environment.  

▪ Workers: Need the resources (e.g. skill, communication channels) and opportunities 

to take responsibility for their work, voice their concerns and insights and help shape 

their working environment. 

▪ Generally: processes should be adopted in order to provide a structure and environ-

ment for WE. 
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Chapter 6 - Recommendations for the Design of Interventions to En-

hance H&S Engagement: 

The Proposal for an Intervention Framework 

6.1 Introduction 

In line with Research Objective 4 of this research (see Section 1.4), this chapter describes 

the design of the proposal for an intervention framework. The aim for the intervention frame-

work proposal was that, when implemented, it would promote and increase H&S engage-

ment in the context of Safety-II in a PL environment, specifically in BEP. However, due to 

the plant’s closure, this aim was expanded to ensure the transferability of the intervention 

proposal designed on the basis of BEP to other production environments. 

The MRC within the element “Development” Step 1 and 2 (see Figure 17) recommends to 

first build a thorough evidence base before next modelling intervention ideas (MRC element 

“Development” Step 3). Hence, based on the MRC guideline the collated findings reported 

in the previous chapters were considered the evidence base. Thus, based on these findings, 

the first model of the intervention proposal was derived and is presented in this section.  

Drawing from the findings of the initial literature review, the qualitative interviews and the 

narrative literature reviews, it was shown that generally job resources as well as personal 

resources need to be increased to enhance WE in order to increase psychological meaning-

fulness, safety and availability. Similarly, applying Safety-II principles led to recommenda-

tions for an intervention that should meet the following requirements: 

▪ establish and promote a good relationship between workers and leaders on the basis 

of mutual trust and appreciation, 

▪ establish (organisational and social) structures that promote and guide worker em-

powerment, 
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▪ establish (organisational and social) structures that promote contextually relevant 

procedures and behaviours by workers’ active input in designing their work  

▪ promote empowered, engaging leaders, who act as coaches and supporters to the 

workers and work and communicate with them on equal terms. 

 

Figure 17: Workflow Design of Intervention Framework 

 

6.2 Background of the Resulting Proposal for the Intervention Framework 

The research on engagement interventions as well as on Safety-II emphasised the importance 

of giving workers meaning through voice and autonomy to design their work (Kahn, 1990; 

Initial Literature Background on Work Engagement and 
Engagement with a Focus on H&S 

(Chapter 2)

Interviews on Engagement Level and Drivers in BEP 
(Chapter 5)

Literature Review: Engagement Interventions in the Context 
of Blue-Collar Worker

(Chapter 4)

Intervention Idea Design (Draft)
(Chapter 6)

WE was found promoted through giving workers psych. meaning, safety and 
availability in work (Kahn, 1990).

With a focus on H&S behaviour, WE led to positive outcomes when 
particularly promoted through:
§ meaningfulness (e.g. knowledge & development)
§ safety (e.g. trust, LMX and leadership commitment, safety climate)
§ availability (e.g. (personal) resources and strains)

Literature Review: Engagement in the Context of 
Production-Line Workers

(Chapter 3)
Production-line workers showed increased WE levels through:
§ individual psych. state (e.g. pers. strength, self-efficacy, resilience)
§ individual perception of organizational and team factors (e.g. HR 

practices, work systems, two-way communication, recognition and 
reward, co-worker relationship)

§ experienced job-design related factors (e.g. job crafting, job resources & 
demands)

§ perceived leadership and management (e.g. authentic leadership, 
meaningful leader feedback)

§ non-work-related antecedents (e.g. social support from outside work)

The interviews within BEP showed that the following factors impacted 
workers’ H&S engagement:
§ workers’ perception of their H&S engagement (i.e. autonomy of safety/ 

being safe, taking (un)necessary risks)
§ safety focus (i.e. organisational safety focus, ‘lived’ safety focus)
§ communication (i.e. communication quality and consistency, 

communication direction)
§ environment (i.e. psychological environment, social environment)

The narrative literature review revealed that the following four engagement 
intervention fundamentals must be considered to design successful 
interventions:
§ increasing engagement antecedents (i.e. increasing personal resources 

through enhanced job resources)
§ holistic implementation of interventions (e.g. workers architects of their 

intervention, while management and environment is being prepared to 
support)

§ style mix (i.e. team and individual level)
§ consistency (i.e. keeping up the intervention, continuous leadership support)
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Christian et al., 2009; Crawford et al., 2010, 2014), similarly, appreciating workers’ as val-

uable resources and knowledgeable designers of resilience (Hollnagel, Wears and 

Braithwaite, 2015; Dekker, 2018b) as well as the importance to successful interventions of 

designing them from the bottom-up (Knight, Patterson and Dawson, 2019) demands not dic-

tating fixed intervention framework proposals but providing an overarching structural con-

cept that facilitates the design of tailored measures while promoting all the requirements 

mentioned before. A one-size-fits all solution will not be the answer here, neither will a 

single, one-point initiative. As Rasmussen et al. (2006) pointed out, in today’s volatile world, 

top-down planned out interventions will meet the resistance of workers, which, considering 

the previous interview findings, was a likely reaction in BEP. Therefore, based on the re-

search conducted and in order to create an environment in which all levels in the company 

talk on equal terms and find solutions together, the researcher proposes establishing a Par-

ticipatory Action Research (PAR) design (Park et al., 2004; Rasmussen et al., 2006; Knight 

et al., 2017b) – however not as a research approach (as it is usually used) but as long-term 

sustainable organisational intervention that provides a structure within the organisation to 

develop tailored solutions for their individual challenges in an inclusive way. The founda-

tions of this approach build participation and action and seek to create change collaboratively 

through collective inquiry and experimental piloting, and following reflective practice 

(Baum et al., 2006). Hence, in this respect, while being called participatory, it is more than 

just giving workers a voice and consulting them, but providing a structure to co-design in-

terventions within the organisation. Thus, workers are part of decision-making. The individ-

ual experiences of the participants are hereby a valuable resource to design sustainable 

change which is in line with antecedents concerning Safety-II as well as WE. Therefore, this 

is also in line with the ethnographical understanding of this research, that every experience 

is different and multiple or that shared perceptions of reality exist (Macdonald, 2012). 

Furthermore, considering the varying challenges and dynamics that exist in organisations, 

the importance of context-relevant, tailored interventions as well as the need for ownership 

by the workforce of the interventions is needed. Therefore, an approach that can become part 

of the company’s routine, that adapts to and utilises the various resources in a company as 

well as works from the bottom-up was required. Hence, in the PAR an approach was found 

that shares the perception of organisations as self-regulating complex adaptive systems, with 

safety being created through social interaction and learning as well as experience exchange 
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and which develops continuously (Döös and Backström, 2003). Furthermore, PAR, through 

its inclusive design, provides the possibility to directly impact the social environment in the 

plant as it offers opportunities for workers to actively design their work and workplace (i.e. 

job redesign and job control) and voice their opinions and experience, which in turn was 

found to be a driver of engagement as well as Safety-II. In addition, in accordance with 

Safety-II (Dekker, 2018b), PAR can provide intervention design that provides solutions that 

consider the whole organisational context instead of perceiving them as isolated within the 

organisation, hence offers the potential to overcome the silo thinking in terms of departments 

as well as hierarchy levels (Rasmussen et al., 2006).  

Moreover, Knight et al. (2017b) argued that PAR approaches were likely to enhance WE 

based on SDT and the JD-R, as PAR facilitates the underlying needs of SDT: autonomy, 

competence and relatedness. Hence, job resources were increased. Workers may feel more 

listened to and taken seriously through PAR, as it provides them with the opportunity to raise 

their opinion and share experiences to support themselves and others through the design of 

new solutions (Nielsen, 2013; Knight et al., 2017b). Collaboratively designing solutions may 

increase the workers’ perceptions of job control, while the feedback and support of the other 

workers on their solutions may increase competence and ability. Knight et al. (2017b) hy-

pothesised that the positive support by co-workers, either within the work groups or outside 

when getting feedback for the designed solutions, may increase learning and self-develop-

ment through the new responsibility and extra-role experience these workers are gaining. 

This in turn may also positively influence relatedness through positive co-worker support 

and feedback (Knight et al., 2017b). However, Knight et al. (2017b) experienced an opposite 

effect in their study which may be due to a lack of sharing of knowledge and enthusiasm 

between intervention workshop participants and non-participant employees. Thus, this 

shows the importance of promoting social structures for sharing information and ideas. In-

deed, participation in intervention design was found to be positively related to improvements 

in social climate and relationships between managers and co-workers as well as an increase 

in perceived organisational belonging and reduced resistance to change (Lines, 2004; Park 

et al., 2004). Another PAR study measuring WE was the study conducted by Cifre et al. 

(2011) that aimed to develop a stress intervention using PAR in a MF company. However, 

in this study, WE was considered a positive outcome of stress and it was not clarified if the 

people participating in the PAR were also the final recipients of the intervention. Hence, the 
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focus here was not on WE. While they found a positive incremental impact of the interven-

tion on WE on the intervention group in comparison to the control group, this might be due 

to the measures developed and not the PAR structure.  

Furthermore, personal resources (and psychological availability) may increase through an 

enhanced sense of self-esteem and optimism of workers as they are feeling heard and taken 

seriously (Knight et al., 2017b). Moreover, the process of PAR may inherently create value 

since the focus is on solving issues within the community through community members be-

ing involved in the creative as well as decision-making processes (Macdonald, 2012). Bell 

(2018) found that the fulfilment of values is of paramount importance when it comes to 

promotion of engagement in the context of H&S. 

In addition, PAR was used successfully in several related studies concerning work stress 

(overview through scoping review by McVicar, Munn-Giddings and Seebohm, 2013) as well 

as safety involvement and health and wellbeing (Park et al., 2004; Rasmussen et al., 2006). 

Furthermore, the potential impact of PAR structures on the participants’ psychological 

meaningfulness (through e.g. job design possibilities), availability (through e.g. participants’ 

direct impact on resource allocation) and safety (through clear guidelines and roles as well 

as potentially improved social structures) incorporate great potential to increase WE through 

the implementation of PAR structures (Knight et al., 2017b). However, to the author’s 

knowledge, only one study was conducted using PAR in the context of WE so far and that 

study found no significant change in WE , which from a methodological point might be 

related to a lack of statistical power resulting from a small sample size, and from a contextual 

perspective might be due to the respective PAR setup and support in the organisation (Knight 

et al., 2017b), emphasising the importance of a systematic preparation of the organisation as 

well as the value of qualitative approaches. 

In conclusion, while the use of PAR as a tool for research in several environments is not 

new, designing and providing a proposal for an intervention framework on the base of PAR 

structures to provide organisations with means to develop tailored intervention in co-design 

and simultaneously to enhance WE levels in PL workers and Safety-II is deemed a novel 

approach and advancement in knowledge. 
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Table 27: Overview Relevant PAR Studies 

  



Recommendations for the Design of Interventions to Enhance H&S Engagement: 
The Proposal for an Intervention Framework 

223 
 

 

  



Recommendations for the Design of Interventions to Enhance H&S Engagement: 
The Proposal for an Intervention Framework 

224 
 

 

  



Recommendations for the Design of Interventions to Enhance H&S Engagement: 
The Proposal for an Intervention Framework 

225 
 

Table 28: General Recommendation for General PAR Research 

Studies Recommendations 
McVicar et al. 
(2013)/ 
Scoping review on 
stress management 
interventions using 
PAR and identifica-
tion of success fac-
tors. 

▪ Ideally, 12+ months involvement of ‘action groups’ or ‘change agents’. 
▪ PAR provides opportunity to establish long-term change and innovation imple-

mented in organization. 
▪ Managers should be part of the ‘action groups’. 
▪ The project aim should not be too ambitious to allow workers to be fully involved. 
▪ Focus should be on specific and ‘local problems that have been identified, not 

presumptuous issues. 
▪ Considerable number of resources (i.e. time and effort) are to be invested by the 

researcher and the organization. 
▪ Managers, union and key-workers need to be committed and involved over the 

complete duration of the project. 
▪ The following should be considered and planned accordingly: turnover, manage-

ment change, policy changes. 
Nielsen (2013)/ 
Theoretical discus-
sion on the im-
portance of partici-
patory approaches 
and job crafting in 
occupations com-
plex intervention 
design 

▪ Focus on intervention should be on how and why make interventions work not 
on why old ones failed. 

▪ Workers and line managers should be seen as crafters of the interventions, and it 
has to be analysed how the interventions change their job instead of seeing them 
as 'passive recipients' of the intervention. 

▪ (Line) managers need to commit to and also need to be drivers of the intervention 
including being trained in this role as 'change driver' and being part of the change. 

▪ The relationship between managers and workers (including perception of shared 
values, beliefs and attitudes) has an active influence on intervention success (i.e. 
joint responsibility and job crafting). 

▪ Before starting any interventions, workers and managers need to be equipped and 
discuss shared values, attitudes in the work group. 

Kelly (2005)/ 
General review that 
provides overview 
about PAR and its 
processes and rec-
ommendations for 
initial steps for 
nurses 

▪ An assessment should be the first step and builds the basis of action. 
▪ Ethical approval needs to be given by the relevant committees (note by FH: in an 

organizational context this might mean union and HR). 
▪ Finances need to be secured (incl. time of participants and researcher, materials, 

maybe food during meetings, meeting space, etc.). 
▪ Meeting minutes and all input should be recoded in a field notebook. 
▪ Each meeting and stage within the PAR cycle should have a clear goal to address 

criticism regarding the time-consuming nature of PAR. 
▪ There are three steps within PAR: Planning, Action and Reflection: 
▪ Planning cycle is about understanding the challenges in-depth and presenting 

ideas for solutions. 
▪ Action cycle aims to create “create consciousness and social change” (p.70) 

through delivering actions (i.e. solutions).  
▪ Review cycle contains shared assessment of solutions, their effectiveness and 

evaluate process. 
▪ Consider how general attendance and commitment can be kept up (e.g. serving 

food/snacks, providing childcare, making sure that the objectives and goals are 
being kept in mind, having the timeline visible). 

▪ PAR showed potential to create group-feeling/feeling of belonging, meaningful-
ness to work and shared vison. 

▪ Meeting minutes and outputs should be made available for everyone to discuss 
and scrutinize. 

Dollard et al. 
(1997)/ 
Information on how 
to prepare a PAR 
proposal 

▪ It is important to keep communication up between stakeholders and financiers, 
since them feeling not involved or consulted might lead to dismissal of the pro-
ject. 

▪ Calling participants 'experts' might make them feel overwhelmed, hence the pro-
ject should be framed as a participatory process for solution development with 
feedback from all angles. 

▪ A thorough research proposal should be prepared for grant application and 
presentation to the company. 



Recommendations for the Design of Interventions to Enhance H&S Engagement: 
The Proposal for an Intervention Framework 

226 
 

6.3 Structure and Components 

Drawing from PAR designs published in the literature that were either in a PL or H&S con-

text or focused on WE (overview provided in Table 27) and general recommendations from 

the literature focusing on PAR (overview provided in Table 28), the initial template of the 

intervention framework structure was developed.  

6.3.1 General Structure 

The proposed intervention framework aims to not act as a single-point intervention, but pro-

vide a structure that will be weaved into the fabric of the organisation and its culture. It 

therefore should become the common modus operandi when analysing and designing solu-

tion ideas for challenges or to improve the workers’ work experience. Hereby, making work-

ers the creators of their own solution ideas and decision-makers on how to improve their 

working environment is on the core of the intervention framework. Hence, this is how it a) 

differs from usual PAR, as this is not a research project with an expiration date, and b) differs 

from the HSE understanding of to manage H&S and workers’ participation or consultation 

(Health and Safety Executive, 2013). To ensure the longevity of the intervention framework 

within the organisation, the progress and success of the working group (WG) need to be 

constantly communicated to the workforce (Dollard et al., 1997; Kelly, 2005). Each WG 

therefore needs to set clear goals for the process as well as for each meeting and communi-

cate their progress through a medium that is visible for all employees and allows feedback 

(Kelly, 2005). 

Based on the used PAR structures as well as lessons learned in published PAR literature (see 

Table 27 and Table 28), it is proposed that the overall intervention framework consists of a 

coordination group and several WG (see Figure 18). 

6.3.2 Coordination Team 

The overall responsibility in terms of coordination and economic decisions should be handed 

over to the coordination team once it had been set up (Schurman, 1996). This would oversee 

the coordinating of the working groups (WG). Within the coordination team every area of 

the plant should be represented by a manager, a supervisor, and a worker (Park et al., 2004). 

Furthermore, a safety professional and a union representative should complete the group. 

However, within the coordination group there should not be any hierarchies and all team 
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members should be treated on equal terms, with no single person being able to ‘pull rank’ – 

every member and their respective experience, opinion and insights are equally valuable 

(Macdonald, 2012; Haarmans, Perkins and Jellicoe-Jones, 2020)  

Within this coordination team the topics and issues within the plant that need to be addressed 

within the WGs should be defined. Hence, the coordination team will be in charge of organ-

ising the WGs according to the identified issues. That means that for each issue, a WG would 

be established (Rasmussen et al., 2006). To identify issues that need working on, the recur-

ring topics from safety audits, topics identified from safety climate assessments or simply 

topics that the participants feel strongly about could be addressed. However, it should be 

ensured that the focus should be on specific and ‘local problems’ that have been identified, 

not presumptuous issues (McVicar, Munn-Giddings and Seebohm, 2013). Within the coor-

dination team these identified issues would then be prioritised and WGs would be estab-

lished, to take the work from there (Rasmussen et al., 2006).  

Besides the establishment of WGs, the coordination team would also act as the overarching 

group that brings all WGs together. That means, that after establishing the WGs, represent-

atives of those WGs would come together in the coordination group meetings and report 

their progress (Dollard et al., 1997). They can then get feedback from the other members of 

the coordination group and bring those insights back to their WGs. By this, the members of 

the coordination group can also act as so-called ‘Change Agents’ (Armenakis, Harris and 

Mossholder, 1993). That means they would be responsible for communicating the progress 

of the coordination group but also the individual WGs into their own working areas and to 

their peers and thereby impacting their attitudes towards the change being driven by the 

WGs. The aim would be to include as many employees of the company as possible, and even 

if they were not directly involved in any of the groups, they still get regular updates about 

the progress from their peers (Kelly, 2005).  

6.3.3 Working Groups 

As already mentioned, it is recommended that the WGs are developed based on a particular 

topic (McVicar, Munn-Giddings and Seebohm, 2013). Here, everyone in the organisation, 

who is interested, should be welcome to work on the topic within the group. Initially, just 

certain representatives from the coordination team that took over the respective topic would 

set up the respective WG. However, it would be their responsibility to recruit the right people 
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for the WG in order to work on the topic and come up with solutions ideas (Bond and Bunce, 

2001; McVicar, Munn-Giddings and Seebohm, 2013). In the best-case scenario, a mixed 

group consisting of manager, workers, and supervisors from the relevant areas (depending 

on the size of the area) should be included in the WG (see Figure 18) (Knight et al., 2017b). 

Firstly, the aim of the WG would be to understand the topic in depth. By this it is meant that 

they would need to gather information about what factors impact this topic. For example, 

what laws are linked to the topic, what do different workers with different roles from differ-

ent areas think about the topic – the members of the WG have to become ‘detectives’ or 

‘researchers’ of this particular topic in order to become crafters of their own solution ideas 

(Nielsen, 2013). Only when they understand the different factors that impact the topic, 

should they come up with solution ideas which they could then pilot test as little ‘experi-

ments’ in one area to gather feedback on their solution ideas (Rasmussen et al., 2006). When 

they have enough feedback and have ‘polished’ their solution ideas according to the feed-

back, their detailed plan for action could be taken to the coordination team or the manage-

ment team for final implementation approval (Kelly, 2005). Therefore, the working team 

should also prepare a business case to justify their solution idea and show responsibility and 

holistic consideration of the stakeholders (Rasmussen et al., 2006). 

Hence, each WG should be in charge of its own topic (McVicar, Munn-Giddings and 

Seebohm, 2013) with one or two representatives of the WG regularly reporting at the coor-

dination team meetings about their current progress or challenges they may face. Meanwhile, 

the members of the co-ordination team could also support or give feedback on the WGs’ 

work.  

Furthermore, it is important for the WG members to stay in constant contact with their peers 

outside the WGs (Dollard et al., 1997). This means, WG members will be encouraged to talk 

to their co-workers about the progress and ideas from the WGs and so gather feedback and 

new insights as well as bounce ideas off each other that they can then bring back to the WGs. 

This will not only improve the solution ideas designed in the WGs, but also may attract other 

workers to take part in the WGs or at least keep them up-to-date on what is being planned 

(Park et al., 2004; Knight et al., 2017b). 
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Figure 18: Intervention Framework: Process - Overall 

6.3.4 (Top-)Management Commitment 

Intervention research agreed that one of the most crucial factors for the success of the im-

plementation of interventions is the support and commitment of the top-management team 

(Knight, Patterson and Dawson, 2019). Hence, the top-management’s and managements’ 

commitment must be ensured to be able to establish a sustainable environment to implement 

the intervention in the long-term (McVicar, Munn-Giddings and Seebohm, 2013).  

Therefore, before implementing the PAR structure intervention framework, as a first step to 

ensure the necessary commitment and resources, it would be essential to conduct a meeting 

with top-management to meet the following requirements, which are paramount for success: 

▪ A clear commitment from top-management to support the project – this was shown 

to be paramount for intervention success by various studies (Rasmussen et al., 2006; 

Nielsen, 2013; Knight et al., 2017b; Knight, Patterson and Dawson, 2019). Manag-

ers, as well as supervisors and the trade union need to consistently emphasise the 

importance of the project and support the experiments within their work area. Simi-

larly, managers must understand the interdependence between workers and managers 

and the consequential barriers that may arise and need to be addressed (e.g. fear of 

speaking up, fear of challenging managers, distrust of managers’ motives) (McVicar, 

Munn-Giddings and Seebohm, 2013).  
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▪ Access to mixed groups to have a joint discussion with input from different perspec-

tives and hierarchical levels. Hence, the relevant workers need to get the time to 

participate. Further, key representatives should be recommended through managers 

and workers. Also, access to experts needs to be granted (e.g. H&S professionals, 

legal experts, technical experts) planned (Park et al., 2004; Knight et al., 2017b). 

▪ A clear agreement from top-management concerning resources: It has to be kept in 

mind that the proposed intervention would not consist solely of single isolated events 

but the setup of a participatory change and innovation project which will take up 

regular time from the employees (Rasmussen et al., 2006; Knight et al., 2017b) for a 

sustained period of time (McVicar, Munn-Giddings and Seebohm, 2013). For this 

reason, the respective employees must be granted designated work time to attend the 

workshops. Similarly, a financial framework must be set up regarding costs for the 

process (Kelly, 2005; Rasmussen et al., 2006). 

▪ A clear agreement from top-management concerning the scope of the intervention 

(i.e. setting a frame within which things can be changed and outlining factors that 

cannot be touched, e.g. legal documents, salaries) (Park et al., 2004). 

▪ Acceptance of ‘experiments’ (i.e. planned trials of interventions) and room for failure 

as overlying principles: Learning from mistakes within a small learning sample (i.e. 

pilot groups) (Park et al., 2004).  

Furthermore, the following elements are recommended: 

▪ A competent, experienced facilitator (Schurman, 1996; Punnett et al., 2013) 

▪ Workshop material 

▪ A workshop room  

Through management approval, the overall responsibility in terms of coordination and eco-

nomic decisions will be handed over to the coordination team. 

6.4 Setup and Process 

After gaining the full management commitment, the implementation structure and necessary 

requirements need to be implemented. 
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Kick-Off and Setup Coordination Team 

After the management have agreed to implement PAR structures within the company, a co-

ordination team would need to be set up. 

As mentioned before, while there should be a representative of the management team, the 

union and H&S, also at least one supervisor and worker should be identified. For the partic-

ipants from the shop floor, it would be important to not only identify knowledgeable indi-

viduals but also informal leaders within their peers to ensure acceptability of their col-

leagues. 

Following, coordination group members would need to get to know each other and define 

their modus operandi, potentially identify and acquire individual skills, as well as the setup 

of the WG. For this, the similar procedure concerning phases 1-3 as is recommended for the 

WGs (in the next section ‘Kick-Off and Setup Working Groups’) should be applied, with 

the exception, that within the ‘prioritisation phase’ within the coordination team, the team 

would identify the most urgent topics/issues to be discussed and set up WGs accordingly 

(analogue (Rasmussen et al., 2006). 

After implementation and setup of the coordination teams, their first task would be to set up 

and coordinate a communication to the whole plant to inform about the possibility of partic-

ipation and enable workers to understand the process and aim. Overall communication from 

top management, line manager and supervisor must carry the message down the hierarchy 

to make sure that everyone knows about the programme and all questions are answered. 

Furthermore, all line managers and supervisors should be briefed in-depth preferably via 

face-to-face meetings and one member of the coordination group needs to be present to an-

swer questions. 

Kick-Off and Setup Working Groups 

In this section, the different phases of the WGs will be explained (see Figure 19). The phases 

are largely as adopted by the process presented in Park et al. (Park et al., 2004). As a dis-

claimer, it should be kept in mind, that one phase does not necessarily equal one meeting. 

For some phases, several meetings will be required to achieve all necessary steps.  
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Figure 19: Intervention Framework: Process - Working Groups 

Starting with the ‘familiarisation phase’, this would be the first meeting of the WG. In this 

phase all members will be enabled to get to know each other and the organisation of the WG 

would be established. That means that the different roles within the team should be discussed 

and defined (e.g. who will be the facilitator of the meetings, who will record the meetings 

etc.), as well as relevant ground rules (e.g. how decisions will be made, how disputes will 

be resolved). Similarly, a shared set of values and goals should be developed (Nielsen, 2013) 

and it should be defined how much time each participant can invest into working for the 

WGs and how often the WG should meet and when. In addition, all necessary information 

about the WG’s topic should be shared and viewed by all members. Based on that discussion, 
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decided if further members for the group are needed and how to approach them. Finally, it 

should be discussed what kind of support is needed by external and internal resources (e.g. 

the researcher, management, the co-ordination team, a consultant).  

In the second phase, the so-called ‘Skill Building Phase’, enabling the participants of the 

WG to do their jobs would be the focus. This means that necessary skills would be identified 

and respective input provided (e.g. in problem-solving skills, time management, and conflict 

resolution, as well as communication and feedback skills) (Nielsen, 2013). Further required 

skills, for example speciality knowledge with respect to risk assessments or other H&S top-

ics, should be identified and their provision discussed and ensured with the coordination 

team. Therefore, participants of all the WGs get a thorough basic skill set that will not only 

support their personal development, but also enhance their CVs.  

In addition, Jeschke et al. (2017) found that the following factors were mostly hindering the 

application of knowledge: 

▪ constricted production schedules,  

▪ turnover and lack of interest among workers, and  

▪ personal attitudes towards the initiative. 

Hence, these factors need to be addressed in the training session and feasibility of solution 

ideas and workarounds or alternative strategies need to be designed together to proactively 

face these potential barriers. Potentially, if the group members are able to predict other chal-

lenges they may face or skills they will need, these training needs should be addressed on an 

individual basis. In general, training should be provided by a professional body, to enhance 

quality, but be tailored to the plant’s context and group members’ situations in order to en-

sure relevance and effectiveness. 

After setting up the group and giving members the necessary skills in the first two phases of 

the process, the third step would be the ‘Prioritisation Phase’, with the focus on the issue at 

hand. As mentioned before, each WG will be in charge of one specific topic. This topic could 

be a general problem or issue in the plant or in a specific area, or simply an overall theme 

that needs attention.  
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In the first instance, it would be important for all members of the WG to get a good under-

standing of the topic. That means to investigate, for example by reading the relevant docu-

ments (e.g. reports, meeting minutes), through talks to specialists and/or by talking to co-

workers that are affected by the topic (to learn what might be related to success, or to see 

what needs to be changed). This phase might take some time, as the participants of the WGs 

will have to conduct in-depth research into the topic to avoided them jumping to conclusions 

without having identified the relevant underlying factors. Bringing all this information to-

gether, the team members will then discuss the topic and the underlying issues as well as the 

changeability and importance of the underlying factors. Based on that discussion, in a brain-

storming session, solution ideas would be collected and prioritised based on their impact and 

feasibility.  

In the ‘Action Phase’, the group members will aim to come up with a detailed plan to achieve 

the WG targets and to address the recognised priority challenges (Park et al., 2004).  

Therefore, they will need to specify  

▪ what strategies they would employ for refining each issue, 

▪ the planned tasks and the individuals responsible for completion of the required 

work,  

▪ the timeline for completion of the tasks,  

▪ the follow-up actions required, and  

▪ the necessary assessment procedure.  

In order to test their prioritised solution ideas, so called ‘mini-experiments’ should be set up. 

A mini-experiment is meant as a pilot on a smaller scale whereby, for example, only the 

participants of the team test the action experiment idea (or parts of it, as a ‘light’ version) 

for a few days in their daily work routine and then get back together to share experiences 

and re-evaluate their action experiment idea before presenting it to the coordination team or 

top- management (Rasmussen et al., 2006). 

In order to set up an ‘experiment’ the following questions should be considered (as an ex-

ample): 
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▪ What is being changed?  

▪ For whom?  

▪ How can success be measured?  

▪ When should the success of the experiment be re-evaluated?  

▪ What are the expenditures and benefits related with the experiment/with the whole 

change?  

Furthermore, the relevant success factors would need to be identified and considered in the 

experiment as well as the later solution ideas based on the findings summarised in Table 27 

and Table 28:  

▪ Stakeholder involvement – Who needs to be informed/involved? How are the differ-

ent stakeholders impacted by the developed solution idea? 

▪ Changes in responsibilities – What changes, if any need to be made to the role de-

scription and who loses/gains which responsibility?  

▪ Necessary resources – How much time is needed to implement the change? What 

investment must be made? Are new tools/materials etc. needed?  

▪ Changes in procedures – What documentations and procedures are impacted by the 

change?  

▪ Supporting tools – What will help the stakeholders to stick to the proposed changes?  

The experiments will provide the WG with real-live feedback on their solution ideas on a 

small scale. Through their own experience, but also the feedback of their colleagues being 

affected by the experiment, the WG could gather valuable experiences and insights on the 

effectiveness and practicability of their solution ideas (Rasmussen et al., 2006).  

Afterwards, in the ‘Reaction Phase’, this feedback should be used to improve the solution 

idea and review the action plan monitoring steps. This process can be repeated until the WG 

members were happy with their solution idea. Then, they should prepare to present their 

solution idea to the coordination team and potentially the management group. 
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Before final implementation, a business case must be prepared for the solution idea imple-

mentation and presented to the coordination team and potentially the management team, who 

will then confirm the implementation. The business case as well as the presentation should 

be conducted by members of the WG. Rasmussen et al. (Rasmussen et al., 2006) used a 

similar approach in their design of safety involvement interventions and found that workers 

felt more empowered and stronger ownership for the action experiments, if they also took 

responsibility over the presentation to management. 

After successful solution idea design, it is recommended that all members of the WG get a 

certificate that acknowledges their active participation in the group and their solution idea 

development skills. Again, this can be a valuable enhancement for the individual’s curricu-

lum vitae (CV) as well as work as an incentive for workers to join the WGs in the first place. 

6.5 Summary and Implications for This Research Project 

Based on the findings reported in the previous chapters (for an overview see Figure 17), 

implementing PAR structures was recommended – not as a research tool, but as a team-

based intervention for cooperative analysis of workplace challenges and tailored solution 

idea design. Knight et al. (2017b) proposed that the increased perception of social support, 

influence in decision-making and reduction of job demands through PAR will lead to a rise 

in perceived autonomy, competence and relatedness (the key needs by SET) and in turn 

increase WE. 

Therefore, a proposal for an intervention framework was designed and presented as a tem-

plate based on relevant PAR research findings. It must be considered that implementing a 

framework as proposed would mean a certain investment of resources (i.e. time and money) 

as well as some organisation in terms of working and decision-making structures and lead-

ership style. It proposes therefore not a single-point intervention but a structural change that 

will be woven into the fabric of the organisations. Also, the intervention framework pro-

posed differs from the current HSG65 recommendations (Health and Safety Executive, 

2013) by not only recommending consultation and participation of workers but workers’ 

involvement in re-design and decision-making. Therefore, in the next step of this research, 

the designed intervention framework proposal needs to be evaluated regarding feasibility 
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and practicability in the plant context and improved based on the feedback of the relevant 

BEP employees as well as its transferability based on the perception of external practitioners. 
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Chapter 7 - Feasibility and Evaluation of the Proposal for an 

Intervention Framework: 

A Preliminary Exploratory Study 

7.1 Introduction and Research Aim 

Exploratory studies are defined as studies that evaluate whether and how to optimise or as-

sess the feasibility of an intervention, with feasibility being defined as the assessment of 

whether the intervention would work, should be implemented and how the intervention as 

well as the implementation could be conducted (Hallingberg et al., 2018). 

In the previous chapter the first template for the proposal of an intervention framework was 

described. To reduce the risk of the intervention framework proposal not being practical or 

acceptable within the target environment, as well as to evaluate the feasibility of the inter-

vention framework to achieve the desired output, a preliminary exploratory study was con-

ducted to evaluate the internal validity within BEP on the basis of the written proposal for 

the intervention framework. This study aimed to optimise the intervention framework pro-

posal through identifying possible needs for improvement and potential problems as well as 

solutions (O’Cathain et al., 2019). The study also aimed to address and explore what Hal-

lingberg et al. (2018) called “key uncertainties related to the intervention implementation”, 

meaning factors such as the acceptability, practicality and feasibility of the intervention. A 

further aim was to gain insights about possible shortcomings or barriers that affect the target 

group’s acceptance of the intervention implementation as well as its setup’s practicability 

(i.e. to what extent an intervention can be delivered under constrained resources (Bowen et 

al., 2009)). In addition, through interviews with external practitioners, external validity and 

transferability of the intervention framework proposal was aimed to be assessed. Generali-

sability is a concept often used in qualitative research that is deemed by many qualitative 

researcher not to be a meaningful goal in qualitative research which aims for a deeper un-

derstanding of a particular sample and the context-bound knowledge generated (Johnson, 

1997). However, it was argued, that if the context of the research is described in great enough 

detail, readers can make an educated decision regarding how far the presented research could 
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be transferred to their context (Lincoln and Guba, 1985), hence a flexible generalisability 

can be assumed (Braun and Clarke, 2013).  

Feedback and insights were collected through semi-structured interviews via video confer-

encing calls or in person. This process is supported by several intervention researchers who 

have reported the importance of sufficient feasibility testing in a pilot before implementation 

of any intervention in order to tailor it to the target group and ensuring appropriateness 

(Moore et al., 2015; Hallingberg et al., 2018; Craig et al., 2019; O’Cathain et al., 2019). 

Most often, feasibility and acceptability have been studied in pilot studies where the inter-

vention was rolled out to a small pilot sample and their interaction with, as well as attitudes 

towards the intervention were measured qualitatively or quantitatively through questions or 

behavioural measures (Saracutu et al., 2018). This level of realism was not possible under 

the prevailing circumstances as during the time of the study, the plant was in the process of 

closing and several employees had already left the company and decommissioning was in 

progress. Hence this exploratory study focused on the hypothetical scenario of implementing 

the intervention framework proposal in the participants’ company at a point in time when 

the plant was still on full capacity. With respect to the interviews, questions were framed so 

that participants should imagine it was two or three years in the past and whether they think 

that the intervention framework proposal would have worked as things were then.  

Therefore, while this study is just evaluating a hypothetical scenario, researchers recommend 

conducting an exploratory evaluation of the intervention prior to actual piloting or even im-

plementation to identify whether the intervention framework proposal is deemed appropri-

ate, as well as to explore components and elements that need to be adjusted for success 

(O’Cathain et al., 2015, 2019; Sekhon, Cartwright and Francis, 2017; Hallingberg et al., 

2018). Thus, this process of exploratory examination of ‘key uncertainties’ as well as gath-

ering information on process and implementation practice is encouraged in guidance for the 

design of complex interventions (O’Cathain et al., 2015, 2019; Hallingberg et al., 2018). 

7.2 Study Design 

The study was conducted in two parts in order to allow triangulation between a) BEP em-

ployees (i.e. the potential target group) and b) practitioners while bringing those findings in 

context with c) empirical literature (Figure 20). 
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Figure 20: Exploratory Study Process 

7.2.1 Participant Sampling and Demographics 

For this study, data was collected between August 2020 and March 2021. 

Study Part A: Semi-Structured Interviews with BEP Employees 

The purposive sample for the interviews consisted of BEP employees directly involved with 

H&S on the shop floor (e.g. shop floor employees, managers of production areas, H&S pro-

fessionals). However, since only a limited number of employees were still available, a cer-

tain level of convenience sampling was also applied. Furthermore, cell sampling was con-

ducted according to hierarchy level and roles, as they may hold different perceptions and 

focus points with regard to the intervention framework proposal. Hence, it was aimed for a 

good representation of all the plants’ safety-involved roles. 

In total 14 interviews were conducted, which can be considered a sufficient sample in qual-

itative idiographic studies (Robinson, 2014). However, it needs to be considered that it may 

not be representative of the whole organisation (Costigan and Cox, 2002), especially not 

since limitations occurred due to the plant having been in the process of closure and no 

assembly line workers were employed anymore and therefore the researcher had to rely on 

machining workers, Estate workers, engineers and managers. However, besides the lack of 

assembly line workers, the sample can be considered balanced in terms of roles. There was 

a mix of managers and shop floor roles as well as H&S professionals. Further, in terms of 

the shop floor workers, different areas of the plant were covered (e.g. PLA, PLB, specialty 
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jobs, such as Estates and trade union convenor). Similarly, representatives of different hier-

archical levels were provided (i.e. worker, supervisor, team leader and manager). Hence, 

there was one representative at least from the relevant areas and levels (except assembly 

line).Table 29 provides an overview of the sample’s demographics. As can be seen within 

the Table 29, two individuals agreed to take part in the interview, but ended up not showing 

for the agreed time, due to time restrictions. 

Table 29: Intervention Interviews - Participants BEP Employees 

Participant What is your role? - 
Selected Choice 

For what department/PL do your 
work? - Selected Choice 

For how long have 
you worked for Ford? 

H&S1 H&S professional Safety Department 1-9 years 

MW2 Machining worker PLA 20-29 years 

H&S3 H&S professional Safety Department 20-29 years 

UWV04 Trade Union Con-
venor 

 Material Planning and Logistics 10-19 years 

Mng5 Manager overall 30-39 years 

Mng6 Manager Engineering 30-39 years 

SWM07 Plant Senior Mainte-
nance Supervisor 

Engineering 20-29 years 

WE08 Estates fitter Estates  20-29 years 

WE09 Electrician Estates  30-39 years 

WE10 Estates maintenance Estates  10-19 years 

Mng11 Manager Engineering 20-29 years 

Eng12 Senior Manufacturing 
Engineer 

Engineering 20-29 years 

WM13 Team Leader - Ma-
chining 

PLB 10-19 years 

WM14 Team Leader - Ma-
chining 

PLB 10-19 years 

n/a* Manager PLA 20-29 years 

n/a* Machining worker PLB 30-39 years 

*n/a = signed up, but did not show up 

In terms of recruitment, safety professionals within the plant were used as ‘study champions’ 

in order to approach and recruit participants, since, due to the COVID-pandemic, personal 



Feasibility and Evaluation of the Proposal for an Intervention Framework: 
A Preliminary Exploratory Study 

242 
 

attendance of the researcher in the plant was aimed to be kept to a minimum. These ‘study 

champions’ were briefed in-depth via a video call meeting before conducting the interviews, 

so they knew all details about the study and were able to answer potential questions. How-

ever, this approach, by turning the managers and H&S professionals into ‘research champi-

ons’ to communicate the study to the shop floor, may have led to undue or perceived pressure 

for workers to participate. Therefore, managers were briefed to be conscious of this influence 

and emphasise the voluntary element of the request (similar to the approach taken in the first 

interview study). In order to maintain anonymity of participants, the ‘study champions’ were 

provided with a flyer (see Appendix X.VIII), that included the most essential information 

about the study as well as the researcher’s email address. The research champions then com-

municated to BEP employees in their team. Furthermore, during that time, many safety rel-

evant trainings were conducted (e.g. National Examination Board in Occupational Safety 

and Health (NEBOSH) qualifications), thus, the study was also promoted by the H&S pro-

fessionals during those trainings and the flyers were handed out to interested individuals. 

This way, the workers who were interested could contact the researcher directly. Interested 

workers therefore contacted the researcher who then explained the details of the study to 

them, answered all questions, and provided them with the participation information sheet, 

the link to the consent sheet as well as contact details in case of further questions. Further-

more, those flyers were also used as posters and hung up in public places throughout the 

plant to catch the workers’ attention.  

As an incentive, a token of their voluntary participation and a recognition of their time in-

vested in the study (i.e. reading the approximately 3.500-word intervention framework pro-

posal information handout (see Appendix X.IX) and taking part in the interviews), a £15 

amazon voucher was given to each participant who completed the interview. After only a 

very limited number of people volunteered in the first few weeks, the plant agreed on offer-

ing an additional £25 voucher, that workers could spend on the company’s reward catalogue, 

3 hours off the line so they had paid time to prepare for and attend the interview, as well as 

a Reward and Recognition (R&R) certificate for participation in order to promote and en-

courage participation in the study. 

Taking part in the interviews was voluntary, therefore only employees who wanted to speak 

to the researcher were interviewed. However, this may have led to a loss of valuable insights, 
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with certain people not wishing to participate and other participants who may be more inter-

ested or confident in voicing their opinion being core participants. This may impact the re-

sults through for example; self-selection bias (Costigan and Cox, 2002) (potential limitations 

will be discussed in Section 7.5). 

Study Part B: Semi-Structured Interviews with External Practitioners 

To gain a wider view on the intervention framework proposal and learn from other’s expe-

riences as well as assess external validity, ‘external practitioners’ were interviewed as well. 

In this context, ‘external practitioners’ were considered to be people who have successfully 

implemented interventions with PL workers or in a similar environment in the past and there-

fore know about the challenges involved in implementing change in a production context, 

or people who conducted PAR research before. 

Participants were recruited via the researcher’s direct and indirect network7 as well as 

through relevant groups on LinkedIn. Furthermore, authors of relevant papers were directly 

contacted via mail and each individual contacted was asked to recommend further possible 

participants (i.e. snowballing). 

Depending on the platform Individuals were addressed differently: 

▪ Individuals identified through publications: They were contacted via mail (see Ap-

pendix 0), explaining the study and asking for participation or recommendation of 

others (i.e. snowballing). 

▪ Relevant LinkedIn groups: A post was uploaded explaining the study and asking for 

participants or referral to relevant people (see Appendix 0). 

▪ Direct professional network: A post was uploaded explaining the study and asking 

for participants or referral to relevant people (see Appendix 0) on LinkedIn and Xing 

(i.e. a German platform analogue LinkedIn). 

▪ Indirect network: Direct network contacts with a potentially relevant network were 

asked to promote the research via their channels (i.e. mostly LinkedIn or sent via 

                                                 
 

7 Direct = People the researcher directly knew; indirect = people that were contacted by the researcher’s direct 
contacts 
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mail to personal direct contacts). They were provided with a specific text outlining 

the study and asking for participation (see Appendix 0). 

In the end, seven external practitioners were recruited from various backgrounds and with 

different expertise (see Table 30). Recruiting external practitioners had proven difficult as 

they were a) hard to reach, and b) had strong time-restrains. Resonance of individuals con-

tacted via e-mail provided in publications as well as feedback within LinkedIn groups was 

very limited. Luckily, due to the researcher’s network, a mix of safety practitioners and pro-

duction practitioners could be included in the study. Further, one PAR practitioner identified 

through his publications was willing to participate and share his insights with the researcher. 

The external practitioners were offered a summary of the findings after participation as a 

token of appreciation for their insights. 

As can be seen from Table 30, one person signed up to be part of the research but in the end, 

did not find the time for the interview. 

Table 30: Intervention Interview – External Practitioner Participation 

# What is your job 
title? 

In what country do 
you (mostly) work? 

In what sector do 
you (mostly) work? 

Experi-
ence in 
years 

Recruited 
via 

Pra1 Specialist Health 
and Safety Advisor 

UK Manufacturing 4 Indirect net-
work/Linked
In 

Pra2 retired MD, PhD Denmark Hospital 25 Publication 

Pra3 Industrial Engineer  UK Manufacturing  13 Indirect Net-
work 

Pra4 Industrial Engineer UK Manufacturing  30 Indirect Net-
work 

Pra5 (Most Recent) 
Leadership Coach 
(recently laid off)  

Canada Oil and Gas 15 LinkedIn 
Group 

Pra6 HSE Consultant  Wales  Manufacturing  20 Direct Net-
work 

Pra7 Plant Manager UK Consumer Goods 28 Direct Net-
work 

n/a Research and out-
reach director 

USA Higher Education, 
Healthcare 

21 Publication 
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7.2.2 Method and Process 

The following sections applies to both samples, BEP employees and external practitioners. 

Semi-structured interviews via video call or face-to-face were chosen as it allowed the re-

searcher to gather the participants’ perceptions and opinions on the whole intervention 

framework proposal as well as particular parts of it. This is deemed appropriate since quali-

tative methods were encouraged to be used to evaluate the acceptability and appropriateness 

of intervention framework proposals in exploratory studies (O’Cathain et al., 2015; 

Hallingberg et al., 2018). 

Furthermore, it allowed for the necessary flexibility to adapt to the challenging situation 

because of the restricted access to participants due to the closure of the plant, the COVID-

19 pandemic as well as the timeframe of this research project. On top of that, the same ben-

efits and limitations applied as discussed in Section 5.2.2. 

On considering the method to be used for data collection, first, focus groups set up as work-

shops to discuss the intervention framework proposal were considered, but the COVID-19 

pandemic prevented meeting in person, therefore they were deemed inappropriate. Similarly, 

face-to-face interviews were only considered in cases where online interviews were not pos-

sible and only under strict health security protocols. Hence, semi-structured interviews of-

fered the researcher the flexibility in terms of questions, but also in terms of method as they 

can easily be switched between online and face-to-face. 

The flexibility of a semi-structured interview allowed the researcher to go deeper into topics 

that seemed significant and also gave the participant an opportunity to share whatever they 

perceived relevant. The interviews took between 20 to 70 minutes. 

At least a week before each interview, participants were provided with the following: 

a. A participation sheet: this included all necessary information to enable par-

ticipants to make an informed decision before starting the interview (see Ap-

pendix X.VIII).  

b. A link to the online consent form: participants were asked to consent to taking 

part in the study by signing an online consent form (see Appendix X.VIII). 
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After the participant had consented to taking part in the research, a date for the interview 

was set and the ‘Intervention framework proposal Handbook’ was provided (either via mail 

or (for the BEP employees only) a physical copy could be picked-up in the BEP safety de-

partment). Participants were asked to read the intervention framework proposal handbook 

before the interview. This document provided the participants with a summary of how the 

study would be conducted as well as with the main questions that were to be asked during 

the interview. However, the main part of the document was the detailed description of the 

intervention framework proposal (see Appendix X.IX). The aim was to give the participants 

the chance to immerse themselves in the topic in their own time and therefore, potentially 

reduce the time spent during the interviews. The participants therefore had the chance to 

think about the feasibility and practicability of the intervention up front and note down ques-

tions and comments. In the end, it turned out that all participants had read the document in 

detail and most had noted down ideas and thoughts.  

In the interview session, a brief introduction to the study, the ethical background and the 

intervention framework proposal were explained to the participant. The depth and length of 

the presentation of the intervention framework proposal before the actual question part, was 

dependent on the participant’s understanding of the handbook (i.e. if they understood eve-

rything the overview was more concise than for someone who reports understanding prob-

lems). As an aid, a presentation was prepared (based on the handbook). 

In the case of online interviews, these were recorded using the software within Teams and 

using an additional audio recorder as backup. In case of face-to-face interviews, recordings 

were conducted using an audio recorder. The purpose of the recording was to allow the re-

searcher to capture all the information discussed during the interview, which was vital for 

analysis. The recordings were later transcribed by the researcher, with all personal infor-

mation being coded and anonymised.  

To ensure the effectiveness and efficiency of the interviews in meeting the research aims, 

two pilot interviews were conducted to test the understandability of the supporting docu-

ments as well as the question guide. The feedback from these initial interviews was used to 

improve the supporting materials as well as the question guide before further participants 

were recruited. Generally, the feedback from these were positive with the exception that it 



Feasibility and Evaluation of the Proposal for an Intervention Framework: 
A Preliminary Exploratory Study 

247 
 

showed that some wording had to be adjusted to fit with the target group (e.g. the term ‘in-

tervention’ was confusing for the plant workers, so it was usually referred to the ‘framework’ 

or ‘initiative’).  

7.2.3 Ethics 

The research was conducted in accordance with ethical standards with ethical approval ob-

tained in advance through Cardiff Metropolitan University Ethics Committee (reference 

number: # PGR-2855).  

In accordance with ethical standards, before an interview was conducted, the participant was 

provided with a participation information sheet detailing all relevant information about the 

research. Participants had the option to contact the researcher in case of questions or when 

content had to be discussed further. When the information was understood and agreed upon, 

a digital consent sheet was filled out to officially consent to the research (as an example, the 

BEP interviews participant information sheet and consent form can be found in Appendix 

X.VIII). After discussion and assurance by the ethics as well as data protection department, 

the participant filling out the online form completely was considered confirmation of consent 

despite the missing signature. Participants were informed about their right to withdraw in 

the participant information sheet, the consent sheet as well as in the beginning of each inter-

view. However, it should be noted that no one did. 

In accordance with General Data Protection Regulation (GDPR) policies, all data were anon-

ymised and stored using a cloud storage facility protected by a password. 

7.2.4 Question Development 

A semi-structured interview guide was developed to guide the discussion while allowing 

flexibility through expansion. 

The interview guide aimed to open discussion by exploring the participants’ opinions on the 

intervention framework proposal’s ‘key insecurities’ (e.g. feasibility, acceptability, practi-

cability, possible barriers, learnings from other interventions). Therefore, the questions were 

designed by the researcher according to the seven components of the theoretical framework 

of acceptability (TFA) by Sekhon et al. (2017) which was developed following an extensive 

literature review (n=43) of acceptability interventions in a healthcare setting, and adapted 

according to the relevance to intervention framework proposal. While some of the categories 
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reflect on concurrent and retrospective evaluation of intervention acceptability, these were 

adapted to fit the evaluation of the proposed intervention framework proposal instead of an 

implemented pilot. Furthermore, while this model claimed to focus on ‘acceptability’, it was 

ensured by the researcher that questions concerning feasibility and practicability were ad-

dressed as well by considering the dimensions of feasibility by Bowen et al. (2009). Consid-

ering, that these terms ‘feasibility’, ‘practicability’ and ‘acceptability’ are often used inter-

changeably and or that the concepts were found to often overlap in academic literature 

(Hallingberg et al., 2018), adjusting the TFA accordingly did not prove challenging. Plus, 

areas that were already mentioned in the literature as challenging were addressed as well 

(e.g. time for WG sessions during challenging PL schedules as mentioned by Jeschke et al. 

(2017). 

After the development of the first draft, upon reflection some of the wording was perceived 

as too technical or complicated and therefore was simplified (see Appendix X.X). Also, the 

first interview was used as a pilot for the guide and the participant was asked for further 

feedback but had no suggestions for change. The complete chronological order of the ques-

tions as well as additional questions concerning the intervention implementation can be 

found in the interview guide (see Appendix X.X and Appendix X.XI). The same interview 

guide was used for both participation groups, with small adjustments in wording (e.g. the 

question for BEP employees “What would make the participation more attractive to 

you/your peers?” was changed to “What would make the participation more attractive to 

workers?”). 

An example of a question related to ‘Affective Attitudes’ (Sekhon, Cartwright and Francis, 

2017) included: 

“What suggestions do you have, if any, that could help improve implementing this interven-

tion framework proposal?” 

As can be seen, the question also explored practicability and feasibility. 

In contrast, a question relating to ‘Self Efficacy’ (Sekhon, Cartwright and Francis, 2017) 

included: 

“Do you feel you could successfully take part in the WGs right now? If not, what would you 

need?” 
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Again, while the question asked participants what perceived skills they thought would be 

needed to be part of the WG, it also left room to expand on other requirements, hence ex-

ploring feasibility dimensions. 

7.2.5 Analysis 

Transcription was conducted in an analogous way as in the previous study reported in Chap-

ter 5. Transcripts were uploaded to NVivo 12 (Mac), which was used for labelling the data. 

A thematic analysis approach was adopted to categorise participant responses into themes. 

Thematic analysis was chosen as the study aimed to understand the opinions and attitudes 

of participants with respect to feasibility, practicability and acceptability of the proposed 

intervention framework proposal, and thematic analysis was recommended for identifying 

themes in attitudes and perceptions across data sets (Braun and Clarke, 2013). The analysis 

was conducted according to the 6-step process recommended by Braun and Clarke (Braun 

and Clarke, 2006) (Figure 21). 

To ensure the quality of the analysis, similar to the interview study described in Chapter 5, 

the quality criteria by Sullivan and Forrester (2019) were followed (see Appendix 0). 
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Figure 21: Thematic Analysis adapted by Brown and Clark (2006)  

Phase 1: Immersion & Familiarisation 
Initial audio check of records

The researcher immersed herself in the data by besides transcribing it from the audio file, listening to it
twice after transcription. Throughout this process of analytical and critical reading, first notes, comments
and ideas on the content were collected. By this, the researcher not only emerged with the data but also the
memory of them was refreshed in the researcher’s mind as is recommended by Maguire and Delahunt
(2017).

Phase 2: Generating initial codes/labels of the transcriptions
Systematically and thoroughly labelling of relevant data extracts

Across the whole selected data set, the data was systematically and thoroughly labelled, i.e. coded, either on
a semantic or latent level as the researcher is interested in the explicit and surface meanings but also aims to
identify the underlying conceptualisations and assumptions to inform the semantic content. Once each
transcript was coded, the complete body of transcribed data was read once more and compared to the
code/label set in order to make sure, that no relevant code or to be coded section was missing.

Once all transcripts were labelled, a total of 319 codes were created. However, due to the detailed and
mixed coding approach, redundant labels could be eliminated.

Phase 3: Searching for and identifying themes 
Construction of initial themes

On a higher level, it was looked for themes across the codes and how those themes interact. Braun and
Clarke (2006, p. 82) said a theme “captures something important about the data in relation to the research
question, and represents some level of patterned response or meaning within the data set”. Hence, after the
initial labelling process, the researcher started by broadly categorising all identified labels

Phase 4: Reviewing Themes
Revision and definition of themes and construction of a thematic map

In this phase, firstly, the themes were reviewed and if necessary rearranged regarding their fit to the entire
data set, respective codes and if they resolve into coherent patterns. Thus, it was checked, if the themes
suited the collated data, but also the quality and coherence of the identified themes. Secondly, the themes
were reviewed across the transcribed sub-set of the data set using ‘thematic mapping’ in order to create a
thematic map with clearly differentiated themes, that formed clear and coherent patterns and captured the
most relevant dimensions of the data in relation to the research question. Within the process, further
refinement and adjustments were undertaken based on the quality dimensions proposed by Maguire and
Delahunt (2017, p. 3358). The thematic map was then discussed with the research team in order to identify
incoherencies and redundant themes and sub-themes.

Phase 5: Defining and Naming Themes 
Final refinement of each theme and naming of the themes

In this phase, the essence of the themes was specified and it was described what each theme compiles.
Further, sub-themes, as well as the fit into the overall ‘story’ of the research question, were explored and
defined. Following, all themes and their sub-themes were given concise and informative names and their
essence was defined.

Phase 6: Writing the Report
The themes were presented and interpreted both systematically and critically in a written report 

Finally, the themes and their connections were presented and systematically as well as critically interpreted
in the written report which uses vivid data extracts to tell the ‘story’ of the data, i.e. the interpretation of the
data set and the respective themes. Further, the data was connected to the research question as well as the
results of the literature review.
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7.3 Results 

Based on the interview content, and after careful consideration of all codes in both groups, 

five main themes were identified that are presented in the following Section: 

▪ Potential of Intervention Framework Proposal (Section 7.3.1) 

▪ Transferability of the Intervention Framework Proposal (Section 7.3.2) 

▪ Requirements for Implementing the Intervention Framework Proposal (Section 

7.3.3) 

▪ Communication Aspects (Section 7.3.4) 

▪ Characteristics of the WG (Section 7.3.5) 

7.3.1 Potential of Intervention Framework Proposal 

All BEP employees generally displayed positive attitudes towards the intervention frame-

work proposal and, with some amendments and considerations (that will be discussed in the 

other themes) the intervention framework proposal was considered sensible and beneficial 

for the plant.  

Particularly the psychological impact on workers that such an intervention would have was 

often discussed, as such a process was perceived to allow engagement. 

One worker described the potential as follows: 

“It’s your responsibility, that is, isn’t it? If it is your responsibility you feel involved 

and if you feel involved then you are more inclined to buy into whatever the idea is. 

[…] You are part of the process. […] But from a shop floor point of view to be in-

volved, to feel responsible for the process and if someone told me to create a process 

uhm would be fantastic. I think it would work.”(UWV04) 

He therefore displayed optimism of the intervention having direct impact workers’ motiva-

tion through involvement. Other workers supported that notion and suggested that the form-

ing of groups would encourage learning and facilitate a better safety culture.  

The external practitioners largely mentioned similar points. Solving primary H&S problems, 

such as current safety hazards, in co-design was perceived by one external practitioner, who 
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used PAR in a H&S context before, as an essential to improve the psychological work envi-

ronment (Pra2). Correspondingly, a H&S practitioner suggested that, in his opinion, he ex-

pects this intervention to encourage  

“a sort of psychologically safe work environment where people don't feel like there 

are the potential for repercussions if they speak up about issues within their […] 

environment [as well as] open and honest discussion from the shop floor with the 

workers at the sharp end”(Pra1). 

One particular topic brought up by the practitioners was the potential to reducing silo think-

ing within the plant and aligning organisational processes.  

“[…L]ook at a team that's fully engaged isn't just a safe team, it’s somebody that 

wants to get production over the line and better-quality product so you know it's 

important that not everything is just focused on safety, […] it should be the business 

as a whole.”(Pra6) 

The external practitioners highlighted the importance of aligning the plant’s processes con-

jointly and that an enhanced workforce will improve a plant’s work situation overall, not 

just in respect to H&S, which is in line with a Safety-II mindset (Dekker, 2018b). Therefore, 

the participants shared the perception that this intervention framework proposal showed 

great potential for increasing PL workers’ engagement as well as a Safety-II mindset within 

the plant by means of co-productive safety solution idea development. 

7.3.2 Transferability of the Intervention Framework Proposal 

In addition, the external practitioners agreed that the intervention framework proposal was  

“something that would work across the board rather than just in an engine 

plant”(Pra6). 

One production plant manager pointing out: 

“It's something I would really consider piloting here [in his plant] because you know, 

[…][the plant] has been here since 1997, very low turnover of people. You know 

most people have been here many years. They're in a routine. This is the way of 

things are done. Uh, and [this intervention could] break that routine, I think the work 
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group approach could be the change agent I need. Because […] the people [would 

work under their] own steam.”(Pra7) 

He further added that in his opinion this intervention had potential to create an inclusive 

environment in which workers’ opinions are being valued. Hence, the external practitioners’ 

comments suggest that the transferability of this intervention to other production environ-

ments was possible. 

7.3.3 Requirements for Implementing the Intervention Framework Proposal 

In order to implement this kind of intervention, several barriers and requirements were iden-

tified that need to be addressed, defined or set-up before the start of the PAR WG. 

Some workers mentioned worries about the sustainability of the intervention in the organi-

sation based on former experiences. One worker recommended  

“people can feel if you're just giving the lip service to them, especially people which 

have got a long history of [working in the plant]. They shouldn't feel that this is [the] 

flavour of the month”(Eng12),  

hence highlighting the importance of long-term consistency of running the intervention in 

the plant. Another worker described his expectations as follows: 

“It would start […] as a buzzword and probably be a buzzword for a while, will start 

off amazing[…] everybody's really keen to get on board and everybody will give their 

110%. The management will promise you the Earth: ‘we do this every week, will do 

that every week’; and then […] frequency of things will get slowly, […] until the end 

then everyone will get pissed off – excuse my language – everybody got pissed off, 

because it's not happening whereas all the workers are really keen and the manage-

ment or the supervisor will be like ‘Oh no, hang on now, we need we can't do it today, 

because of this or this’, is just phases off and in the end then everyone will get pissed 

and say ‘well if they can't be bothered, we can't be bothered’, and then that's the end 

of that and I've seen that lots and lots of times. I think that’s just factory life I 

think.”(WE09) 

The worker not only showed his frustration with previous initiatives in the plant and his 

worries that this may also happen to the PAR intervention, yet generally later voicing his 
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opinion of the intervention being worth implementing and keeping. The importance of con-

tinuance and sustainability was also confirmed of the practitioners and described as “the 

hart part”(Pra5) of intervention implementation. 

Other workers put it even harder saying that “Ford will never have [an intervention like 

this]”(WE08), based on past experiences as well as a culture that a BEP manager described 

as: 

“These are the rules follow the rules. And […] we have lots of rules. And also the 

corresponding side, I don't think the people, whether it's a product of the culture or 

not, but they're not in the right mindset to behave maturely. They […]want to be told 

the rule, that’s the rule. They have no interest in my opinion, in being empowered, a 

lot of them.”(Mng11) 

Thus, the initial implementation or sustainability of the intervention was doubted based on 

past experiences and cultural aspects in the plant. The manager described the BEP culture as 

strongly rule-driven, yet he also expressed distrust towards some workers’ ability but also 

their lack of interest in being empowered and working on issues together across levels. 

Partly, workers expressed similar views and acknowledged the difficulty of changing work-

ing habits, attitudes and mindsets acknowledging people’s resistance to change, though some 

also acknowledged the socio-cultural impact, as worries were expressed that socio-cultural 

components like social pressure (e.g. bullying) may hinder success of the intervention, since 

the culture on the line was by some described as “cut throat”(UWV04) and concerns were 

expressed that if you showed positive attitudes or ambitions to participate in safety interven-

tions, that social pressure by peers might occur. 

Similarly, concerns were raised regarding the management commitment. One of the most 

discussed barriers next to the workers’ attitudes, were the pressure by production and the 

respective leadership priorities. Workers voiced concern of management not releasing work-

ers off the line. Some workers expressed the perception that the leaders on all levels must  

“show full commitment [and] not just lip service”(Eng12)  

to convince the other employees that this intervention had priority. At this, the costs of re-

leasing workers off the line as well as the time management of substitution, especially when 

production runs high, were listed as main barriers. Reflections on past experiences by some 
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BEP employees emphasised the importance of aligning the production and safety goals, and 

depicting a clear direction on safety as a priority. One manager admitted that “production 

comes first”(Mng05) on all levels, indicating that this includes not only workers’ behaviour 

of cutting corners but also leaders’ behaviour of perhaps letting them. Another manager em-

phasised that for him it is essential to have full and honest commitment by management:  

“The first thing you're always going to need is commitment because as soon as you 

don't have managers committed to the process, you end up with, you know, one of 

the managers for example, doesn't attend a meeting or one of the leaders doesn't 

attend a meeting because - I don't know he's got a problem, or he's got something 

else going on - all of a sudden everybody then thinks: ‘he's not interested in safety’. 

[…]So, what you've got to get is management commitment and […]process confir-

mation that regardless of the time of day, regardless of the situation they’re in, if 

they are due to go and engage with the teams, they go and engage with the 

teams”(Mng05) 

The commentary by BEP employees thus ensuring prioritisation of the initiative and there-

fore WG attendance. Hence, the commentary highlights the importance of the alignment of 

all leaders in the first place, so that they support the intervention. Further, managers admitted 

that workers’ coverage on the line could be ensured through early notice and proper plan-

ning. Hence, the resources should be provided not only in terms of costs and time off the 

line, but also regarding social support and recognition of effort.  

Related to the longevity of intervention implementation, one practitioner added that in his 

experience in order to achieve sustainability of interventions, single point of accountability 

needed to be implemented, with someone taking ownership over further feedback and 

changes, such as an internal practitioner. Furthermore, it was acknowledged by most BEP 

employees that the implementation for an intervention framework like the one proposed 

would mean a strong change in culture for the plant. Moreover, while these reflections were 

made based on BEP, the employees often considered them to be true for other factory envi-

ronments as well, through contextualisation such as “in a factory environment”(UWV04) or 

“I think that’s just factory life”(WE09). In addition to the BEP employees concerns with 

regards to the social environment, while the transferability of the intervention framework 

proposal was confirmed by the external practitioners, they also mentioned their perception 
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on an implementation of this in a plant and the accompanying culture change would mean 

that details of the intervention framework need to be amended to the company’s staffing 

structures (e.g. shift patterns) and social culture as it needs to be specific to the organisation 

and its structure and characteristics (e.g. shift patterns, socio-cultural circumstances).  

In addition, the importance of implementing first a ‘Just Culture’ was expressed in which 

“open and honest discussion with workers on the shop floor [was encour-

aged]”(Pra1).  

Similarly, one external practitioner highlighted his perception of it being important that there 

needs to be a shared mindset, purpose and leadership direction instead of a competition be-

tween safety and production: 

“There's always been perceptions [of production being prioritized over safety initi-

atives] and it's a very old-fashioned sort of view where it's like production versus 

safety. But in reality the two should go hand in hand.”(Pra1) 

In terms of resource allocation and allowing workers off the PL, one practitioner, who is a 

manager of a production plant, shared that in his opinion, it is a planning and therefore, 

leadership commitment (Pra7). In line with the previous commentary, the matter of manage-

ment commitment, was expressed as the most essential precursor for PAR success for a 

practitioner that had conducted PAR intervention before (Pra2). However, there were also 

mentioning that that the workers’ attitudes need to be understood, as  

“at the bottom line the intervention has to be relevant and accepted [by] the people 

[on] the floor”(Pra2).  

Thus, measures to prepare the workforce were recommended to be considered as well. 

Thus, the aforementioned commentary depicted a need for identification and amendment of 

individual requirements within the plant, based on the existing culture and structures, e.g. 

how the staffing while workers participate in the groups can be ensured. In this respect, one 

member of the safety department recommended setting up a pilot approach (H&S03). 
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7.3.4 Communication Aspects 

This theme addressed the commentary regarding communication in terms of initial commu-

nication regarding the introduction of the intervention framework to the company and its 

workers as well as continuing communication throughout the WG proceed. 

In terms of initial communication, the most noted factor mentioned in the interviews by the 

BEP employees was the importance of explaining to workers the benefits, the process and 

background of the intervention framework. One worker specifically emphasised the im-

portance of making the workers to allies in the structure change instead of pushing the inter-

vention framework on them:  

“Explaining sort of the background and the reason behind it. And maybe people take 

it on board rather than it being thrusted down their throat and told to get on with it. 

People don't like that but if they can understand why, the reason behind it, which is 

obviously trying to improve on near misses, minor injuries and things like that and 

health and safety, then they might be willing to take it on board.”(WM14) 

For accompanying the intervention framework, it was perceived communication needed to 

be transparent and consistent in order to provide information about progress and success on 

the one hand and avoid rumours on the other hand. Thereby, it was reflected that there need 

to be communication measures and tools that allow all employees to get access to all relevant 

information, such as on a prominent Safety Board or by Supervisors and Team Leaders cas-

cading the information on in morning or shift meetings. Supporting, the HSE Consultant 

confirmed that communication is paramount in his experience in the success of the interven-

tion and that  

“there needs to be a mixture [of methods][…] so people are constantly aware of 

what’s going on”(Pra6).  

Some practitioners also highlighted the effectiveness of constant communication, even if 

there were no apparent news to keep up visibility. Furthermore, it was recommended to keep 

up personal communication in order for employees to ask questions directly, as well as en-

sure constancy and transparency of progress and information. However, not only the workers 

need to be kept updated as one practitioner pointed out, but also management will expect 

regular progress updates. 
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Summarising, both BEP employees and external practitioners acknowledged the importance 

of a personal approach to initial communication as well as constant progress updates and the 

chance for all employees to be updated and be able to feed back. 

7.3.5 Characteristics of WG 

By far the most discussion within the interviews was around the characteristics and set-up 

of the WG. 

A main challenge identified by all participants was surrounding the recruitment of workers 

for the WG. As was already presented in Section 7.3.3, the acceptance of the intervention by 

the workforce was identified as crucial for its success. Based on that acceptance, the will-

ingness to take part actively would be determined.  

In that context, the term “right people” was used by several BEP employees (H&S01, 

H&S03, WE10, WM13), we well as some external practitioners (Pra1, Pra6, Pra7). Workers 

highlighted the need for the workers participating in the WG to be someone familiar and 

respected by the workforce because the workforce might otherwise not share insight with 

the WG. Others suggested that supervisors and team leaders may have insights into who 

would be willing to participate, however, it was noted that they might choose “yes-

man”(WE10) who will not be accepted by the workforce. 

Furthermore, the “right people” were characterised by being 

▪ “engaged in [H&S]”(Mng05),  

▪ “want to make a difference”(WM02) and  

▪ “keen [and] motivated”(UWV04). 

In addition, participants would need to be able to communicate effectively and not be afraid 

to voice their opinions towards superiors (WE08). In line with the views by the BEP em-

ployees, some external practitioners expressed their view that the people in the WG should 

be  

“quite vocal on the shop floor or inspirational or people always turn to them because 

they seem to be the right fit [as well as] people who are confident people who are 

not afraid to speak up and talk to people. And they also need to want to see change 

within their areas as well”(Pra1).  
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Moreover, some workers raised questions as to whether the participation of just a few acting 

as representatives may lead to some workers feeling left out. One worker pointed out that in 

his opinion, workers who were not chosen (even if they did not come forward in the first 

place) to be part of the WG, may then reject any output from the WG as they may feel they 

cannot be  

“bothered [if they weren’t] good enough to be chosen”(WE09).  

Therefore, several BEP employees suggested either the mandatory involvement of all work-

ers on the shop floor through asking for their opinion on matters in meetings (WE09) and/or 

having rotation in the representatives, where the role is being switched regularly (H&S03). 

One worker suggested that by making involvement mandatory to a certain degree, may also 

reduce the social pressure as  

“maybe the mocking is occurring because the person mocking didn't have an oppor-

tunity to go into the group, but maybe that's their reaction of dealing with 

[it]”(WM02).  

In addition, it was also mentioned that within BEP a strong rivalry between shifts and teams 

was perceived (Mng11), as workers were described as  

“get[ting] very territorial about the teams they work in(WE09),  

which was perceived as workers rather solving problems in their own teams instead of work-

ing with other teams together (WE09). These notions were not addressed by the practition-

ers, perhaps they were on the forefront of BEP employees due to their challenging social 

environment, which may not be as apparent in other plants. 

In terms of incentives to participate, it was mentioned that it should be considered what made 

it worthwhile to the workers, as in financial incentives, official certificates or trainings 

(WM13). However, it was emphasised, that it was perceived having a photo in a newspaper 

would not be attractive (WE10). Additionally, one practitioner suggested that maybe offer-

ing extra days off, special trainings that improved their CV, employability and overall skill-

set for promotion might be attractive (Pra1). 
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In terms of recruitment, another practitioner recommended asking workers, for their recom-

mendation of who they would want to have as their representative in the WG to identify and 

get informal leaders involved. Controversially, while the same practitioner highlighted that  

“the workers [were] knowledgeable about the whole company”, and “ask the work-

ers at the floor because it's workers at the floor who are the focus”(Pra2),  

he also recommended not involving shop floor workers in the first instance, but staying with 

H&S personnel who should know the organisation. This is in stark contrast to the BEP em-

ployees and external practitioners that highlighted the importance to involve shop floor 

workers for their contextual knowledge and since they are being the target group of the in-

terventions designed in the WG, and his own comments at a later stage in the interview. 

Another practitioner warned caution as to who is being volunteered by the teams, as they 

may choose the most senior person, who may though not be the right fit and may not even 

be respected for anything but his seniority in the company by his peers (Pra6).  

Similar to the notion of some BEP workers, one practitioner suggested whole PLs or teams 

build WG to feedback insights and work on solutions, so no one is singled out (Pra7). How-

ever, he also added that he worked in a smaller plant, where involving everyone might be 

more manageable as in a plant with more than a thousand people (Pra7). In terms of other 

roles included in the WG, it was acknowledged from both, BEP employees and the external 

practitioners, that different skills and hierarchy levels need to be involved to share 

knowledge, such as H&S professionals and union reps (e.g. Mng05, SWM07, Pra1, Pra2) as 

well as other roles and levels, such as group leaders, supervisors, managers and contractors 

(e.g. H&S03, Mng05, WE09, Eng12, Pra6, Pra7). One practitioner, who is also a plant man-

ager, suggested, that the plant manager direct involvement may hamper workers’ experience 

of the process being their own, thus suggesting that the plant manager’s direct involvement 

in the WG may impact workers’ perceptions of control and autonomy (Pra7). 

Within the WG, commentary surrounding the set-up of roles to consider that clarity regard-

ing task allocation, authority and responsibilities were important. One practitioner men-

tioned: 

“If you're trying to sell this idea to workers and employees to become a little bit more 

autonomous, they may perceive that that takes some of the legal responsibilities and 
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accountabilities away from their managers and supervisors. So ultimately, […] man-

agement and directors and business owners are the duty holders, and they are the 

ones who are ultimately accountable if something does go wrong. So, we've got to 

make it clear that just by putting a little bit more responsibility on the workers to 

come up with solutions to these ideas, that by no means […] that the managers and 

the directors are discharged of their responsibilities.”(Pra1) 

The practitioners highlighted the definition and communication of clear responsibilities and 

accountability structures. Considering this case from another perspective, a BEP employee 

in a union role reflected on his experience with other workers of being a union safety rep 

and explained that he often perceived the shop floor workers to have expectations towards 

him and made him responsible if things they fed back were not realised, even though he was 

part of a group and not everything was in his sole control (UWV04). Hence, these two ac-

counts depict the need for clear definition and communication of roles as well as their at-

tached responsibilities. Furthermore, BEP workers and practitioners confirmed the need for 

WG members, especially from the shop floor to be prepared with certain training. However, 

it was perceived that the skills needed would be dependent on the workers and topics with a 

particular focus on communication skills – not only presentation skills but also effective 

communication with peers and people from all hierarchical levels (H&S01, WM02, WM13, 

Pra3, Pra4). 

Also, the intervention framework proposal suggested having mixed groups of roles and hi-

erarchies within the WG, although all hierarchical roles should be equal when working 

within the WG. One BEP worker commented on this, expressing his preference for someone 

used to a leading position (i.e. a manager) taking the lead of the WG, and brought up an 

example of a manager, who was described as his  

“soft skills are second to none […] he is approachable, he is understandable. Some-

body of that nature, who was of a hierarchical position would be suitable to lead the 

group”(WM02). 

Hence, while there was a desire for someone with leadership skills to lead the WG, it was 

also suggested that this leader must be accepted by the group as ‘approachable’. Another 

worker suggested that it would help if there was a democratic process and structure to fair 
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decision-making (UWV04). However, one worker emphasised the importance of taking care 

that  

“management shouldn’t be able to bully people on the teams”(WE10).  

Therefore, it is important in the beginning to agree upon a shared set of co-operation rules 

(Mng05, Pra1, Pra6). Regarding this topic, a practitioner suggested that roles within the team 

might rotate, so that everyone gets the chance to take the lead or report to management (and 

practice the required skills) to ensure fairness of responsibility and praise (Pra6). 

The mediation between WG dynamics resulting from the different hierarchy levels and de-

partments, was also mentioned in the context of facilitation of the WGs. Hence, some prac-

titioners recommended to make sure that the WG was properly facilitated by a practitioner 

(Pra1, Ex 03, Ex 04). Furthermore, three practitioners advocated the need to initially define 

a common goal and frame (e.g. timeframe, financial scope) which offers direction in deci-

sion-making (Pra3, Pra4, Pra7). These goals can then also be used for measuring the WG’s 

success against and could potentially also be linked to the plant’s overall safety goals 

(Mng05, WM02). 

Regarding the work within the WG, the commentary suggested a mix between topics sug-

gested by safety metrics (Pra5, Pra7) and safety culture assessments (Pra7) as well as iden-

tified by people (e.g. Pra7), yet one practitioner admitted that the first topic addressed should 

come from the shop floor to promote support (Pra6). One BEP manager emphasised that 

initially picking topics that could generate “quick-wins” might spark motivation and be a 

good success story for the WG (Mng05). Similarly, one of the practitioners suggested a focus 

on topics that are linked to managers’ goals to ensure their commitment (Pra1). However, in 

order for workers in WGs to analyse the issues’ root causes, interview their peers efficiently 

and produce solution ideas, it was emphasised, that they need to be supported by trainers, 

coaches and subject matter specialists (e.g. WE10, Mng05). Also, from a management and 

planning perspective, enough time for the organisation to set-up the structure overall and the 

WG needs to be allowed (Pra6). Similarly, it was expressed that the time for WG meetings 

needs to be allowed, yet this would be also depending on the individual needs of the com-

pany and topic (Pra2). 
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Therefore, in conclusion, the different directions within the commentary have a degree of 

commonality, that they all highlight the need for individual solution ideas and flexibility 

when setting-up the structure overall and WGs, and that a “one-size-fit-all” of the PAR ap-

proach would not work, however a flexible recommendation would be transferable to other 

plants and was considered acceptable within BEP. Hence, depending on the plant’s situation, 

it should be discussed how the broad majority of workers can be involved and voice their 

insights and feedback. Furthermore, the need for clear guidance within the WG through a 

capable facilitator as well as cooperation agreements was emphasised.  

7.4 Discussion 

This interview study examined whether the designed intervention framework proposal on 

the basis of a PAR structure was considered acceptable, practical and feasible and was per-

ceived as potentially enhancing engagement. The study also sought suggestions to increase 

the elements related to key uncertainties. 

7.4.1 Evaluation of the Intervention’s Acceptability, Feasibility and Practicability 

The commentary suggested that overall implementing PAR structures in a plant to increase 

WE was considered acceptable and feasible. Most workers in the plant welcomed the idea 

of becoming part of the decision-making process. The results contributed to the growing 

evidence of engagement interventions (Knight, Patterson and Dawson, 2019). Although re-

search had provided evidence of the success of PAR interventions on H&S performance 

(Park et al., 2004; Rasmussen et al., 2006), the impact on WE has not been extensively in-

vestigated yet (Knight et al., 2017b) neither has the use of PAR being explored as a collab-

orative intervention instead of a research method. However, the intervention framework by 

considering co-design and workers’ actively being part of the decision-making, differs from 

the common recommendation about how to manage safety in organisations, that are more 

focused on consulting and having workers as participants in the process (Health and Safety 

Executive, 2013). Hence, this intervention framework takes it a step further to workers’ par-

ticipation in the sense of voice and being consulted, towards workers’ empowerment of play-

ing an equal part of the co-design process and decision-making. 

In terms of practicability, it was acknowledged by BEP employees, as well as the external 

practitioners, that introducing PAR structures in a plant and empowering workers to take 
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part in such an intervention would involve a major change to current working and decision-

making processes in most plants, including BEP. Therefore, it was perceived as essential to 

prepare the organisation as well as their employees for such a change in working structures. 

These findings were in line with recommendations from the academic domain (Young, 2006; 

Macdonald, 2012). Challenges have been identified mainly in the area of recruitment and 

particularly in BEP leadership support and provision of resources. These issues will be dis-

cussed in the following sections. 

The external practitioners confirmed transferability of the proposal which was designed 

based on the BEP-specific research. However, the comments also recommended setting up 

the intervention in a way targeted to each individual company, which could be done using 

PAR itself. 

7.4.2 Potential Impact on WE 

The responses suggested by BEP employees, as well as external practitioners in that partic-

ular field, that the impact on workers’ perceptions of meaningfulness in their work and sim-

ilarly bringing employees of different hierarchical levels and departments together through 

the proposed intervention framework proposal was considered beneficial to engagement as 

well as safety culture and performance. Psychological meaningfulness was also identified in 

the literature as important to promote engagement (May, Gilson and Harter, 2004; Simpson, 

2009), while alignment of organisational goals and feedback by means of communication as 

well as training were identified as most successfully used in safety interventions (Lee et al., 

2019). Both sides could be catered to through the intervention framework proposal.  

Furthermore, several participants commented on the potential of feeling pride and learning 

through participation in the WG and actively driving change. As a feeling of self-efficacy 

was identified as the most impactful antecedent in relation to engagement, which might be 

supported through participating in WG (Guest, 2014), this could be promoted through PAR 

as anticipated by the interview participants. Going deeper than just a resource demand per-

ception, Guest (2014) recommended increasing workers’ skill utilisation and opportunity for 

learning through job design as well as an increased perception of organisational support to 

increase engagement, which could all be provided through PAR. Furthermore, it would fa-

cilitate a two-way communication as well as being perceived as proof of the company having 

‘safety engagement’ as a value, due to the managers displaying support  
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Some practitioners also brought up the potential of the intervention to improve on psycho-

logical safety through giving workers a voice and a structure to use it. Indeed, MacLeod and 

Clarke (2009) identified employee voice through participation as one of four major enablers 

for WE. In accordance, a recent study by Almeida et al. (2020) explored the impact of em-

ployee voice through participatory interventions in a rural hospital setting. Their qualitative 

analysis revealed evidence of a positive link between voice and decision-making possibili-

ties through participation which led to engagement level increase (Almeida, Frino and 

Milosavljevic, 2020).  

Not surprisingly, the benefits of using the contextual knowledge of employees actively in 

job redesign structures was considered by some of the interview participants. This is indeed 

in line with research, showing that job crafting interventions were found to have impact on 

engagement levels, job crafting and decreased psychological stress as well as basic need 

satisfaction (Sakuraya et al., 2016; Van Wingerden, Derks and Bakker, 2017). Therefore, 

the identified expected benefits of this intervention framework proposal have the potential 

of facilitating engagement by means of several other psychological dimensions (e.g. voice, 

job design, pride). 

However, it should be noted, that Knight et al. (2017b) designed their PAR intervention on 

similar assumptions. They proposed that the increased perception of social support, influ-

ence in decision-making and reduction of job demands through PAR would lead to an in-

crease in perceived autonomy, competence and relatedness (the key needs) and in turn in-

crease WE. However, after 12 months their study, using a PAR with a focus on enhancing 

WE, showed no significant effect using repeated measures ANOVA on forty-five nursing 

staff caring for older people in acute care NHS wards. They identified four potential main 

reasons for that finding: a loss of belonging of employees taking part in the PAR intervention 

with their work teams; lacking line management support, thus no priority was given to this 

intervention; that the WE of participants was already high and therefore an umbrella effect 

to WE was experienced; and they also acknowledged that the study design may not have had 

statistical power to detect any differences due to the small sample size (Knight et al., 2017b). 

It could also be considered that, based on Conservation of Resources Theory (COR; Hobfoll 

et al., 2018) gain spirals are less powerful than loss spirals. Thus, measuring after only 6-12 

months might be too early to gather positive effects and participants were still too focused 
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on the new structures and situations they were facing and therefore experienced lower feel-

ings of self-efficacy rather than a gain in resources. This assumption emphasised the im-

portance of preparing the organisation and its employees for such a change in working prac-

tice to limit and reduce the potential feelings of insecurity. 

7.4.3 Preparation of the Organisation for Implementing and Conducting PAR Structures 

Only a few studies have considered the effect of implementation factors on intervention suc-

cess according to a systematic review combining 103 workplace intervention publications 

(Egan et al., 2009). However they are critical for success (Egan et al., 2009), therefore, it is 

essential to consider success factors for implementation carefully.  

Research on PAR, but also engagement interventions, have highlighted the importance of 

preparing the organisation in order for them to support the intervention to ensure sustainable 

success (McVicar, Munn-Giddings and Seebohm, 2013; Nielsen, 2013; Knight et al., 2017b; 

Knight, Patterson and Dawson, 2019). The findings of the study conducted as part of this 

thesis supported the existing evidence of the importance of such preparation. 

One topic that came up in almost all PAR papers as advice and which was also a prominent 

discussion point in the interviews was the assurance of leadership support (McVicar, Munn-

Giddings and Seebohm, 2013; Nielsen, 2013; Knight et al., 2017b; Knight, Patterson and 

Dawson, 2019). Indeed, a longitudinal cross-sectional study analysing when perception of 

participation and line manager support impacted intervention outcome (i.e. employees' job 

satisfaction and work ability) over time found that prior to intervention implementation, line 

manager support needed to be ensured. Hence it was recommended to evaluate current line 

manager support at the outset of an intervention to establish where resources and additional 

support is needed (Tafvelin et al., 2019).  

While the need of participation in interventions and line manager support is important 

(Nielsen et al., 2010), the study conducted as part of this thesis revealed that this involvement 

is more important in some phases of the intervention than in others (Tafvelin et al., 2019). 

The study showed that while employee participation was relevant throughout the whole pro-

ject for implementation success – i.e. in the initialisation as well as the active phase towards 

stabilisation – perceived line manager support was found to be most important during the 
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initialisation and active phases, however this was not to ensure the outcome of the interven-

tion per se, but to ensure participation of employees, which is in line with other studies' 

results (Tafvelin et al., 2019). The interviewees’ comments contributed to these findings and 

extended them by emphasising the importance of an alignment between the organisational 

goals and values and the shared vision displayed in words and actions by management, 

which in turn needs to be aligned with the interventions’ purpose. While the importance of 

a shared aligned safety mindset and values was acknowledged in generating a resilient safety 

climate (Zwetsloot et al., 2017), it has not been reported in the research literature relating 

PAR (to the author’s knowledge). One practitioner recommended linking the empowerment 

of employees and giving them a voice to managers’ targets. Considering the Safety Differ-

ently mindset, linking managers’ financial benefits to a ‘perception of employees having a 

voice’, might be counter-productive, as it puts pressure on managers and does not empower 

them, as well as promoting false-reporting (Dekker, 2018b). Considering that, research sug-

gested that PAR interventions were most successful when there is a trusting relationship 

between managers and the workforce for the workers to open up about the real problems on 

the shop floor (McVicar, Munn-Giddings and Seebohm, 2013), having a transparent leader-

ship style that was in line with the organisational values and targets was found to be essential. 

Along the same line, the interview data suggested that perceived socio-cultural dimensions 

need to be addressed through communication and leadership showing commitment actively 

and consistently to promote positive social learning and reduce potential bullying of inter-

ested employees. It was also mentioned by BEP workers that certain ‘territorial behaviour’ 

of workers was perceived to potentially prevent sharing of solution ideas and the decrease 

of silo-thinking. While these comments reflect the opinions of the BEP workers and there-

fore might be an issue linked to the perceived BEP culture, similar experiences may be pre-

sent in other companies. This topic was not explicitly discussed in the PAR literature, yet it 

was mentioned that the feeling of belonging, when being a representative in a WG, might 

decrease to the outer-WG group which may impact WE (Knight et al., 2017b). This may 

have been related to the employees not being part of the WG feelings excluded. The re-

sponses of the interviewees in the current study, particularly the BEP workers, suggested 

that only having some members of staff involved in the intervention might lead to disap-

pointment, feelings of rejections and therefore, resistance to the whole approach including 

using social pressure to keep others from participating. In addition, considering Tafvelin et 
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al.’s (2019) findings, the impact of superiors’ behaviour mentioned by the interviewees 

should be considered. Hence, it was emphasized that in order to give everyone a voice and 

encourage participation, close superiors, such as team leads and supervisors, need the chance 

to gain the skills and tools required to ensure involvement of every employee with no indi-

viduals feeling just ‘being paid lip service to’. 

Some BEP workers expressed worries about managers’ ‘bullying’ within the WG, pushing 

for their own solution ideas and ignoring workers’ inputs and opinions. This might reflect 

the current plant culture and perceived leader behaviour, as was discussed in Chapter 5. 

Therefore, it indicated the importance of a clear and cooperatively defined framework that 

guides roles, responsibilities and behaviours within the WG that allows contributing and 

decision-making on equal terms of all WG members. This is supported by Nielsen (2013) 

recommending that the relationship within the WG of employees on all levels had an active 

impact on the intervention success, since, for example the shared perception of values, joint 

responsibility and co-operative job crafting need to be defined. It could also highlight the 

importance of a neutral and skilled facilitator in the WG. Nielsen et al. (2021) found evi-

dence in their PAR research for a facilitator significantly improving WE of group members 

as they may create energy and structure to the participants’ experiences and learning pro-

cesses as well as the creation of a shared vision and goal that may impact the team thinking 

process. 

To anticipate potential social pressure and ensure the transparency and co-creation element 

of PAR, the importance of initial communication to ensure comprehension of the benefits of 

participating as well as the importance and gravity of the initiative was emphasised. Consid-

ering that most PAR papers either did not explain their recruitment mechanisms for the 

workforce element (Rasmussen et al., 2006) or seemed to have used workers recommended 

by management or none at all (Rosecrance and Cook, 2000) this was a novel point. Tafvelin 

et al. (2019) pointed out the importance of worker participation in all stages of the process 

for intervention success. Thus, an initial communication needs to tackle the workforce and 

transmit all relevant information. The commentary by the external practitioners highlighted 

that in the first instance it is not needed to have the answers to all question, but rather to keep 

the workforce informed about the current and future steps and give them a platform to ask 

questions and give feedback, and in turn, prepare the employees for the upcoming changes 

in structure. Furthermore, continuous communication though varied means was brought up 
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as a success factor to reduce the risk of rumours and to help people keep up-to-date and be 

encouraged to support either their team-mate’s solution ideas or by becoming part of a WG 

themselves. Again, this topic was not heavily discussed in the PAR literature, which may be 

due to the nature of PAR usually being a long-term research method used in a certain de-

partment not a long-term collaborative intervention structure to the organisation. 

To cater to the specifics of the organisation, most external practitioners and some BEP em-

ployees recommended starting with a pilot study to test the approach and alter the distinctive 

features to ensure their fit to the organisation. While this was recommended as part of the 

development of solution ideas within the process of PAR (Park et al., 2004; Rasmussen et 

al., 2006), using the same approach to set-up PAR within the organisation was a step beyond 

the usual approach. Thus, it was recommended to implement one initial PAR group that then 

aims to define the overall framework for the intervention determining e.g. participation in 

WG under consideration of work situations (e.g. shift and department inclusion), communi-

cation measures, and other elements specific to the organisation.  

A much-discussed topic throughout the interviews was the set-up and characteristics of the 

WG. The responses overall suggested the groups should be mixed in skill and perspective, 

which was at the core of the overall PAR literature (McVicar, Munn-Giddings and Seebohm, 

2013; Nielsen, 2013). Just one practitioner advised against taking workers on board in the 

set-up of the approach. While he explained this recommendation through the lack of work-

ers’ understanding of overall organisational processes, this could also be seen as defeating 

the aim of PAR in developing solution ideas collaboratively and benefitting from the per-

spectives and insights of different employees (Nielsen, 2013). However, the comment should 

be considered in the sense to acknowledge that not all participants will have the same expe-

rience and knowledge level and therefore knowledge gaps need to be considered and poten-

tially closed in relevant topics or by-passed through thematic experts that provide specific 

insights for all participants to make educated decisions.  

Therefore, overall, consensus was reached by the practitioners that the specific set-up of the 

WGs, as well as the whole approach, should be defined based on the requirements of the 

respective organisation, while the proposed intervention framework proposal laid out a 

promising baseline. The BEP employees agreed, while there were some reservations in some 

workers that BEP would ever allow such participatory measures, the intervention showed 
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potential to increase engagement and at the same time create valuable H&S solution ideas. 

However, for this the involvement of representatives versus the whole PL, was mostly reason 

for debate. While these reservations may be due to the current BEP culture and therefore 

may not be as problematic in other plants, since this topic was not as strongly brought up by 

the practitioners, this might be a critical issue to consider prior to setting up individually 

tailored interventions based on the climate in the specific plant. 

7.5 Limitations 

This research obtained valuable perspectives of both BEP employees and external practi-

tioners on the PAR-based intervention framework proposal and offered feedback and in-

sights on how to improve on the proposal for an intervention framework. This added to the 

credibility and acceptability of this intervention framework proposal on a two-dimensional 

level; within BEP and outside in other PL environments. 

Furthermore, practicability and feasibility were not only discussed, but due to the feedback 

the proposal could be strengthened and refined to better suit PL settings in BEP but also 

ensure the transferability to other plants.  

However, the research was not without its limitation. Considering that the evaluation of the 

intervention framework proposal was based on a description on paper, and not a pilot study 

that the participants could have experienced, the perceptions and views were based on hy-

pothetical grounds, and the comments may have changed if they had experienced it in reality. 

Nevertheless, seeking feedback on the feasibility, practicability and acceptability based on 

an intervention framework proposal is not uncommon and is even considered a vital part of 

complex intervention design that has often been overlooked (O’Cathain et al., 2015; 

Hallingberg et al., 2018). 

Additionally, other limitations based on the study design and implementation might be pos-

sible. These are addressed in Table 31. 
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Table 31: Possible Limitations of Intervention Interview Study 

# Bias Reasoning Consequence 

Sampling 

1 Selection 
bias/Research 
Champions BEP 

Taking part in the interviews was 
voluntary, therefore only employees 
who wanted to speak to the re-
searcher were interviewed.  

However, due to Covid-19 re-
strictions, the researcher was not al-
lowed in the plant at first. Therefore, 
she had to rely on chosen ‘Research 
Champions’ within BEP to approach 
workers. 

Using champions provided by the 
company may lead to the risk of 
participants fearing repercussions if 
they choose to not participate in the 
study: Participants may feel obliged 
to take part when addressed by the 
‘Research Champion’, Similarly, 
due to the use of ‘Research Champi-
ons’, the likelihood of selection bias 
might be raised, as they might (im-
plicitly or explicitly) select certain 
participants to talk to. 

Being approached by a ‘Research 
Champion’ might put (unintention-
ally) pressure on the individual who 
may feel obliged to participate. In or-
der to avoid this, the ‘Research 
Champions’ were briefed in-depth 
about how to approach individuals 
and were sensitised about the pressure 
they may insert. Furthermore, they 
were provided with a flyer (Appendix 
X.VIII), so that the individuals could 
contact the researcher directly. This 
way, the ‘Research Champions’ did 
not know who ended up taking part in 
the study and confidentiality can be 
ensured to a certain degree (exception 
see bias 3).  

During the briefings, the ‘Research 
Champions’ were also sensitised for 
the matter of selection bias, and it 
was highlighted, that all workers need 
to be addressed. However, since the 
nature of the sampling was purposive, 
a certain selection was necessary. 
Also, the plant was undergoing com-
missioning at that time, so only a lim-
ited section of the workforce was 
available. 

2 Selection bias 
BEP 

Due to the closure of the plant, the 
plant was undergoing decommis-
sioning at the time of the study. 
Therefore, only a limited number of 
workers was still present. This led to 
not being able to involve assembly 
line workers but only machine 
workers in the research.  

Since this intervention framework 
proposal was primarily aimed at in-
creasing the WE level on the shop 
floor and their Safety-II performance, 
being not able to consider perceptions 
of part of the shop floor element may 
be a limitation.  

However, since the machining ele-
ment was included in the interviews, 
they could bridge the gap, since they 
have experience of working on the 
line before and were working closely 
with the assembly line workers, there-
fore knowing their mindset and needs 
to a certain degree. 
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3 Incentive-
Caused Bias 
BEP 

For the BEP employees, incentives 
were offered for taking part in the 
study, as the participation was antic-
ipated to be low. Due to the incen-
tives, that BEP provided, the H&S 
office as well as the respective su-
pervisor needed to be informed 
about who took part in the study in 
order to issue the voucher and certif-
icate as well as to release the respec-
tive employee from the line. This 
may have intimidated certain em-
ployees as they feared of repercus-
sions from being known to have 
taken part in the study. Furthermore, 
the confidentiality of participation 
could not have been ensured any-
more. 

Furthermore, the use of incentives 
may have altered the participants in-
terest in the study and their motive 
to take part. 

While confidentiality of participation 
could not be completely granted any-
more by the researcher (i.e. the name 
of the participants would be shared 
between researcher, safety depart-
ment in the plant and potentially top-
management, university), the confi-
dentiality and anonymity of input (i.e. 
what the participant shares with the 
researcher) was still ensured. Addi-
tionally, in the consent form, the par-
ticipant could indicate, that they pre-
ferred to have their data shared with 
the plant, however then they needed 
to agree to sacrifice the £25 voucher, 
the certificate and the 3 hours’ time 
off the line and only receive the £15 
voucher by KESS.  

Furthermore, due to the incentives, 
individuals who may not have consid-
ered taken part might have become 
interested. This may have led to par-
ticipants not taking part based on 
their personal motivation to aid the 
project but more based on their inter-
est in receiving the incentives. While 
this might be true, on the positive 
side, this may have opened up the 
sample to more inclusivity as the par-
ticipants did offer up their time and 
input. Furthermore, the insights of 
any individual are valuable, regard-
less of their motivation. 

Interview design/conduction 

4 Researcher/Re-
sponse bias 

The researcher herself might have 
inflicted bias by showing considera-
bly different characteristics than the 
population. While most workers in 
the plant were e.g. male, Welsh and 
without university education, the re-
searcher was female, German and 
with academic education. This 
might have let to cultural misinter-
pretations between researcher and 
participant and may have influenced 
participants’ responses due to possi-
ble perception of lack of e.g. trust, 
or credibility. 

While the researcher tried to build a 
trusting relationship with the partici-
pants through building rapport and 
creating a friendly and relaxed atmos-
phere, the possibility of biased data 
still had to be considered. 

However, this could also have 
seemed more approachable to some 
participants, since a young female 
may seem less threatening.  
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5 Measurement 
bias: Mixed-
methods 

Whilst one-to-one interviews were 
the original aim, one interview 
could only be conducted with two 
external practitioners due to circum-
stances beyond the researcher’s con-
trol i.e. the only time for the inter-
view was while the two external 
practitioners were in a car together 
between meetings. 

While there were concerns of poten-
tial limitations of group interviews 
which the researcher did attempt to 
anticipate, there appeared to be hon-
est and open discourse between the 
participants, with no sign of restraint 
or reluctance in voicing opinions or 
experiences. Since the two external 
practitioners were working together 
for a long time, trust between them 
should not have been an issue. Fi-
nally, in this group interview, at-
tempts were made to address each 
participant equally and ensure both 
had the chance to add to the conversa-
tion. Therefore, it was unlikely for the 
mixed-method to have critical impact 
on the theme development. In fact, 
the setting may have actually en-
hanced the results since the partici-
pants actively discussed their opin-
ions and thus prompted new ideas and 
thought processes. 

6 Observer/analy-
sis bias: Single 
researcher tran-
scription and 
analysis 

Since the transcription and analysis 
was done only by the researcher, 
bias can be assumed. 

With respect to the quality of tran-
scription, coding and theme develop-
ment, after each step in the process, 
the results were discussed in detail 
with the supervisory team in order to 
identify blind-spots or inconsisten-
cies. To ensure quality, the researcher 
herself critically and repetitively sam-
ple checked the work results at each 
stage in a test-retest format (i.e. al-
lowing one to two days between tests 
in order to overcome memory effect). 
While this process may not have 
eliminated all errors and researcher 
bias may occur, on the positive side, 
internal consistency in error can be 
assumed as only one researcher was 
involved in the research. 
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7.6 Implications for This Research Project, Recommendations for Practice and 

Amendments 

Considering the collective feedback from the interview study, the general intervention 

framework proposal was deemed appropriate and promising for its purpose. Furthermore, 

the addition of the external practitioners’ insights confirmed its potential transferability to 

other production environments. However, some amendments were suggested (particularly 

regarding the initial considerations and set-up) that needed to be considered. Based on the 

input, the researcher developed a question guide, that can be used by a company to prepare 

their organisation for the PAR approach. These questions are recommended to be discussed 

by management with worker involvement and together producing solution ideas fitting the 

individual organisation.  

The questions read as follows: 

Things to consider and explore before implementation (potentially within the coordination 

team): 

▪ What has been done to ensure manager and middle manager support? 

o How can insecure or reserved managers be supported in skill or other re-

sources? 

o Potentially, ask the workforce to identify managers that may need more sup-

port (Tafvelin et al., 2019). 

▪ Is there a shared vision and targets between management? How is this being reflected 

in leadership style and everyday actions? 

▪ How do social pressure dimensions (e.g. bullying) impact workers’ decisions to take 

part in an intervention? How can these be addressed? 

▪ What communication channels can be used to ensure two-way information flow 

reaching every employee for initial communication? 

▪ What is the scope of the intervention? 

o How much time can employees have off the line to take part in meetings or 

to work on WG tasks? 
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o What regulations, procedures, etc. are in scope and can be changed – what is 

untouchable? 

o In case experiments need financial investment, up to what amount can WG 

make decisions without other clearance? 

In summary, based on the findings of the feasibility study, four overall recommendations for 

this research but also for practice can be drawn: 

▪ Make sure the organisation and employees are ready for the intervention: Is everyone 

committed and has the resources they need to support the success of the intervention? 

▪ Workers need to be part of the solution: Empower your workers to not only be part 

of the solution, but be the solution. Have the workers design interventions in co-

design with managers and specialists. 

▪ Ensure fit and efficiency through testing: Before implementing full-scale, test inter-

vention on a small-scale through experiments and pilots and gather feedback evalu-

ating they work and to improve upon them.  

▪ How can you make it last? Do not think in terms of one-point interventions but con-

tinuous inputs and follow-ups. 
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Chapter 8 - Final Discussion and Conclusion 

8.1 Overview of the Thesis and Evaluation of Findings 

The aim of this research project was to develop a proposal for an intervention framework, 

which can be applied to increase H&S engagement levels amongst the plant’s PL workers, 

and to potentially provide a framework, which can be transferred to other MF organisations. 

In order to achieve this aim, the research met the following objectives: 

▪ Objective 1: Identify and synthesise the current literature to assert empirical evidence 

that links WE with H&S behaviour and mindset and its connection to the Safety-II 

principle through a literature review. 

▪ Objective 2: Evaluate the existing body of research on WE interventions in a pro-

duction environment to derive measures of good practice and impact on increasing 

WE by conducting a narrative literature review. 

▪ Objective 3: Utilise a qualitative approach to identify factors influencing H&S en-

gagement in the plant through semi-structured interviews. 

▪ Objective 4: Synthesise the findings from the interviews and the narrative literature 

review to design a template intervention framework specific to the target group to 

improve workers’ H&S engagement in the production plant. 

▪ Objective 5: Collect and analyse qualitative perceptions on the template intervention 

framework proposal via a preliminary/exploratory feasibility study involving semi-

structured interviews a) with the target group to assess and critically evaluate the fit, 

feasibility and practicability, and b) with external practitioners to assess and critically 

evaluate external validity and transferability as well as to identify possible improve-

ments. 

▪ Objective 6: Synthesize the findings of the previous studies in the development of a 

proposal for an intervention framework and guidelines improving H&S engagement 

in PL workers within the Safety-II mindset. 

These objectives and their achievement are presented and discussed below. 
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8.1.1 Objective 1: Identify and Synthesise the Current Literature 

According to the MRC framework for the development of a complex intervention, the first 

step of the research, in conjunction with the first objective, was to identify and synthesise 

the evidence base within the existing literature to assert empirical evidence that links WE 

with H&S behaviour and mindset, along with its connection to the Safety-II principle 

through a literature review. This objective was addressed in Chapter 2 and 3, first by gauging 

the general body of WE research, WE in the context of H&S and Safety-II literature in Chap-

ter 2 and then, funnelling down and assessing the empirical body of WE-related studies in a 

PL setting. 

In order to meet Objective 1 in the second chapter of this research, the literature on engage-

ment, and how WE may promote a safety climate, behaviour and mindset was synthesised. 

The existing literature indicated that safety performance and workers mindset towards safety 

was an outcome of engaged workers (Mark et al., 2007; Hansez and Chmiel, 2010; 

Nahrgang, Morgeson and Hofmann, 2011; Yuan, Li and Tetrick, 2015; Collier et al., 2016; 

Laurent, Chmiel and Hansez, 2018). However, available research on the topic was scarce, 

with publications mainly being set in hospitals and focusing on patient safety.  

The importance of workers’ active involvement and engagement was recognised within the 

concept of Safety-II (Hollnagel, 2014; Hollnagel, Wears and Braithwaite, 2015a), an evolu-

tion of safety approaches aiming for resilience through appreciating workers as proactive, 

clever resources that enable performance variability through flexibility. However, to date, 

research into the antecedents of Safety-II in workers and its link to WE has been neglected, 

even though these insights are particularly important when trying to foster an engaged work-

force in the context of a Safety-II mindset. Therefore, the research presented derived psy-

chological Safety-II principles (Hollnagel, 2014a; Hollnagel, Wears and Braithwaite, 2015; 

Dekker, 2018b). Taking the developed Safety-II principles and the overall WE antecedent 

research as a base (Christian et al., 2009; Crawford et al., 2010), a safety engagement frame-

work was proposed, marrying the two concepts. As a result, a construct presenting WE an-

tecedents fostering engaged workers within a Safety-II mindset was derived, and practical 

implications were deduced regarding the resulting concept of H&S engagement within a 

Safety-II mindset. While this concept is mainly based on theoretical assumption to this date, 
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practitioners will likely benefit from testing the impact of the derived engagement anteced-

ents supporting the implementation of a Safety-II mindset within the workforce. This theo-

retical concept adds to the body of literature on system and procedure consideration in the 

context of Safety-II with a psychological perspective on how to support the workforce in 

‘engaging’ with the Safety-II mindset, so that it becomes natural to them, and consideration 

of safety and resilience becomes an integral part of everyday decision-making and action. 

The research surrounding general WE antecedents indicated that factors impacting their job 

and personal resources affecting the individual’s perception of psychological meaningful-

ness, safety and availability in a work context are key in encouraging engagement. Further-

more, the literature review on the impact of WE on H&S relevant topics showed that three 

factors were found to be primarily important: trust, leadership behaviour and the safety en-

vironment. These factors were also included in the antecedents linked to the identified 

Safety-II principles.  

Moreover, the findings from the literature reviews revealed: 

▪ Most WE research focused on understanding the concept, as well as the antecedents, 

of engagement in cross-sectional studies, however, few long-term studies and con-

trolled intervention studies were undertaken; 

▪ A lack of studies taking into account qualitative measures to assess the experience of 

WE levels in diverse samples; 

▪ A lack of understanding of the differences in WE experience between job types;  

▪ A lack of research on the psychological aspects surrounding Safety-II research and 

how to foster workers’ Safety-II mindset; and 

▪ A lack of practical guidelines or interventions regarding fostering engaged workers’ 

Safety-II mindset context. 

Building on the evidence from the initial literature review, a more in-depth look into the 

existing empirical body of engagement research involving BC/PL workers in a MF setting 

was reported in the third chapter. This was to better understand and learn from the experi-

ences of the target group of this research in a narrative literature review, based on a system-

atic literature search. The systematic literature search identified thirty-one publications, in-

dicating the limited amount of PL-specific research. Throughout the review, existing evi-

dence from peer-reviewed publications concerning PL workers was identified and evaluated.  
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The narrative literature review contributed to the overall body of research by: 

▪ Being, to the best of the researcher’s knowledge, the first to synthesise the empirical 

body of engagement research with a clear focus on PL workers; 

▪ Identifying the lack of qualitative research, even though the need for a deeper under-

standing of the individual factors driving engagement was acknowledged;  

▪ Identifying the lack of practical guidelines in PL worker engagement research; thus, 

▪ Proposing practical considerations for production environments based on the re-

view’s findings; 

▪ Identifying that there are differences between job types in how they experience WE, 

highlighting the importance of tailored research and understanding the specific needs 

of the target group. 

However, it had to be acknowledged that being aware of the differences between different 

definitions of engagement, specifically between engagement as an internal affective psycho-

logical state and engagement as a behavioural state was difficult. Particularly in relation to 

production environments and H&S, the behavioural implications appeared to be the focus 

for researchers, possibly due to the practical interest. As not all papers always explicitly 

defined their understanding of WE, it was difficult to differentiate between the two. Hence, 

in the literature review, the two concepts are used interchangeably. 

The reviews of the literature reported in Chapters 2 and 3 contributed to the fulfilment of 

Objective 1 through assessing the empirical evidence that links WE with H&S behaviour 

and mindset, and its connection to the Safety-II principles through a literature review. Con-

sidering the MRC framework, through the findings of the review, an evidence base was 

identified and theories were derived. As a result, an understanding of the underlying impact 

and success factors in the context of the intervention target-group could be developed. With 

regards to the overall intervention framework design, the findings reported in Chapters 2 and 

3 emphasised the importance of understanding the specific underlying factors impacting en-

gagement levels, as well as their respective drivers in a safety context in the target sample.  
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8.1.2 Objective 2: Review on Engagement Intervention Research With a Focus on Produc-

tion-Line Workers 

The second objective was met through the narrative literature review reported in the fourth 

chapter. This review added to the evidence-base regarding underlying success factors relat-

ing to the intervention. This was done by analysing the existing peer-reviewed publications 

in a BC environment on WE interventions to derive measures of good practice and impact 

on increasing WE. The review agreed with the findings of a recent systematic review by 

Knight et al. (2019). Not surprisingly, considering the findings reported in Chapter 3, few 

interventions were found that had included the same target sample and that had focused on 

engagement as a measure. Furthermore, although the importance of an in-depth understand-

ing of individual factors was acknowledged, the review showed that none of the studies ex-

plored engagement in a qualitative way. However, the review’s synthesised findings identi-

fied characteristics of interventions that were found to be important in terms of implemen-

tation (such as ensuring support in resources and social commitment), intervention focus 

(tackling job and personal resources, at the individual and team level) and in terms of sus-

tainability of the intervention, as well as its effect. While all interventions included in the 

review were single, short-term interventions, the results showed that long-term solutions that 

continuously provide employees with personal and job resources were needed to impact en-

gagement. 

8.1.3 Objective 3: Exploring the BEP Workers’ Engagement Levels and Drivers 

In order to contribute to the evidence base for developing theories on what antecedents have 

to be tackled to improve H&S engagement in PL workers and to identify the specific factors 

impacting engagement levels in the plant’s workers, Objective 3 was to identify factors in-

fluencing H&S engagement in the BEP workers through a qualitative approach. This was 

addressed in the fifth chapter, which reported on a study of the plant workers’ individual 

perceptions of the factors influencing their H&S engagement, identified through semi-struc-

tured interviews. The interviews showed that the workers were inherently internally moti-

vated to work safely, and three main themes were identified impacting their engagement 

levels:  
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▪ Safety focus: Aspects of the safety focus and the behavioural characteristics dis-

played through dissonance between actions and communication (including how feed-

back was given and received in order to affect a change in safety behaviour), as well 

as the organisational aspects that support and reflect that safety focus. 

▪ Communication: Perceived quality, direction and intention of communication in re-

lation to H&S in relation to the workers.  

▪ Environment: Psychological, including concerns and fears that workers displayed 

with respect to the current economical and physical climate, and social, such as the 

relationship between workers and managers and between individual workers, factors 

perceived to have an impact or influence on the level of H&S engagement among 

workers. 

This research identified a certain ‘trust barrier’, the level of the workers’ trust in the genu-

ineness of their leaders, which determines the perceived quality of each engagement driver 

(i.e. theme) impacting the workers H&S engagement.  

These findings have important implications to the intervention framework design, as well as 

to practical guidelines in general:  

▪ Leaders: Could benefit from adapting their behaviour and allocating time and re-

sources to building meaningful, trusting relationships with their workforce and learn-

ing how to support their workers and creating a psychologically safe environment.  

▪ Workers: Need the resources (e.g. skill, communication channels) and opportunities 

to take responsibility for their work, to voice their concerns and insights, and to help 

shape their working environment. 

▪ Generally: Processes should be adopted in order to provide a structure and environ-

ment for WE. 

A successful intervention would need to impact workers’ perception of the meaning of their 

work and support the development of a feeling of purpose in their work and expertise, as 

well as their perception of safety within the working environment, leading to considering 

safety as a priority in words and actions. Individual psychological availability could be en-
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hanced through not being distracted by a disruptive or challenging physical or social envi-

ronment, rather having an environment fostering personal resources, such as a feeling of 

competence and self-efficacy. Therefore, Objective 3 was successfully met. While the study 

was conducted in challenging times for the plant, which was potentially distressing for the 

workers and polarising the sample, the findings brought unique insights regarding PL work-

ers’ perceptions of their WE drivers in the context of H&S, adding to the findings from 

studies involving other job roles (Lawani, Hare and Cameron, 2017b). 

8.1.4 Objective 4: Design of the Proposed Intervention Framework 

Research Objective 4, which was to synthesise the findings from the interviews and the nar-

rative literature review to design a template intervention framework specific to the target 

group, to improve workers’ H&S engagement in the production plant was then conducted. 

By taking the multidisciplinary findings (from occupational psychology and safety research) 

from the previous chapters, the proposed intervention framework to increase H&S engage-

ment levels in BEP (and potentially in other MF environments) in a Safety-II mindset context 

was designed, involving participatory, co-design elements as a base for job design. This was 

presented in Chapter 6. The basis for the intervention framework was taken from the PAR 

design, however, instead of using PAR as a research design for a single project, it was pro-

posed to implement the principles of PAR in the organisational structures to support contin-

uous safety job design in a participatory, co-design way. This provided a novel, evidence-

based intervention approach in a production setting for fostering H&S engagement based on 

Safety-II mindset principles. To the best of the researcher’s knowledge, this is the first study 

that proposes not only a single-point intervention, but an integrative framework implemented 

in an individual organisation, therefore supporting the individual production of targeted so-

lution ideas to overcome organisational H&S challenges hindering H&S engagement and/or 

Safety-II principles through a joint team of employees of all levels. While PAR has been 

successfully used as a research method to develop H&S interventions (Rasmussen et al., 

2006) and was expected to increase engagement when implemented in a prepared and sup-

portive environment (Knight et al., 2017b), it has never been considered as a long-term 

structural intervention framework until now.  
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8.1.5 Objective 5 and 6: Feasibility Study on the Proposed Intervention Framework 

The feasibility, practicability and transferability of the proposed intervention framework 

were then assessed on a hypothetical basis in interviews with BEP employees and external 

practitioners to address Objective 5. Improvements for the intervention framework charac-

teristics, as well as considerations for the implementation, were then derived, thereby achiev-

ing Research Objective 6. The importance of a thorough exploratory feasibility study prior 

to be pilot study, in order to understand ‘key uncertainties’ and identify possible improve-

ments on practicability has been emphasised (O’Cathain et al., 2015). Thus, one of the 

strengths of this study lay in the thorough evaluation of the intervention framework proposal, 

before piloting, from different relevant perspectives, at the same time assessing and deriving 

recommendations for better fit to BEP, while also confirming possible transferability of the 

intervention framework to other MF environments. Furthermore, the overall guidelines de-

rived from this study (as presented in Section 0) can be considered relevant to intervention 

implementation of other participatory interventions in a busy production environment within 

similar organisational studies. Thus, practitioners may benefit from bearing these guidelines 

in mind when implementing any kind of intervention. However, acceptability and practica-

bility of the specific characteristics of an intervention should be assessed in the individual 

context to ensure specific company fit.  

In general, BEP employees, as well as external practitioners, confirmed the three dimensions 

under study (i.e. feasibility, practicability and transferability). ‘Key uncertainties’ as well as 

recommendations were identified surrounding the initial implementation of the intervention 

framework in a new plant. Foremost, it was recommended to not define the set-up initially, 

rather to discuss and develop the individual implementation and characteristics of the inter-

vention framework within each company to tailor it within a pilot WG. Based on this valu-

able recommendation, the researcher developed a question guide, which can be used by a 

company to prepare their organisation for the PAR approach. Future research would be ben-

eficial to pilot and evaluate the proposed intervention framework presented in this research 

project in other MF settings.  

Overall, the intervention framework proposed in this research was designed based on evi-

dence derived from the systematic and in-depth analysis of the empirical body of knowledge 
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and qualitative research. Consequently, all research objectives of this research were success-

fully met. It is grounded in an organisational structure that allows a co-design process of all 

impacted stakeholders of H&S, for them to develop and decide upon H&S procedures, and, 

consequently, facilitates an engagement culture and Safety-II mindset through empower-

ment and job redesign mechanisms. This takes the recommendation of the HSG65 (Health 

and Safety Executive, 2013) a step further by not only having workers being consulted and 

involved in the design of solution ideas for H&S issues, they are considered experts in their 

field of work and, therefore, design solutions and decide upon procedures together with other 

stakeholders in the organisation (e.g. managers, H&S professionals), and are considered 

equal partners in the management of H&S. Consequently, through maintaining the interven-

tion framework structure and making it the primary way of managing H&S in the company, 

a Safety-II mindset and worker engagement will be weaved into the fabric of the organisa-

tion. Bearing in mind that the Safety-II principle of H&S is an integral part of decision-

making organisation-wide, considerations should be taken to implement this framework 

throughout the whole organisation, not only to tackle H&S issues solely. While it is acknowl-

edged that an organisational change like this is associated with changes in the organisational 

structure, working procedures and mindsets, and, thus, means resource investment, the po-

tential positive impact on the organisation’s performance and the workers’ wellbeing is ex-

pected to be considerable (Knight et al., 2017b; Dekker, 2018b). To ensure sustainability as 

well as transparency of the intervention framework within the WG, clear goals should be 

developed and progress towards these goals should be measured and communicated openly 

(Kelly, 2005). Furthermore, an effort must be made not only to keep everyone in the organ-

isation informed, but indeed to be included in the solution idea design. In conclusion, this 

intervention framework proposes a comprehensive structure and mindset change within the 

organisation that goes beyond standard H&S practice to become integrated into the general 

practice and culture of the organisation. 

8.2 Recommendation for Practice 

Bringing together the individual findings reported in each chapter, a ‘9-Point Plan for H&S 

Engagement in Production-Line Workers’ was derived. This plan designed to be a guideline 

for practitioners to identify potential opportunities within their organisations to enhance and 

foster workers’ H&S engagement in a Safety-II context. 
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Therefore, the final ‘9-Point Plan for H&S Engagement in Production-Line Workers’ reads 

as follows: 

1. Understand the context and cater to your workers: make an effort to understand 

workers’ needs and their respective requirements regarding job and personal re-

sources, as well as understand ‘work-as-done ‘. 

Suggestion: Sensitise and train leaders and managers to show that they care about 

their workers and hold conversations with workers about their needs as workers. By 

doing this, they enable their workers to engage with safety and their work as well as 

provide the resources needed to work safely. Hence, in conversations with employ-

ees, superiors should ask the workers questions like: 

- How do you see the situation? Based on the situation, what are the open points/ 

main uncertainties? (i.e. asking for opinion and perceptions)  

- What would you do to solve it? What other solutions can you see and how do you 

evaluate them? (i.e. asking about intent and potential ‘work-as-done’) 

- What do you need to solve it? (i.e. showing support through resource provision) 

2. Consider all three dimensions of engagement - The workers’ psychological availa-

bility, safety and meaningfulness. 

Suggestion: Consider and discuss with workers what impacts their psychological 

availability, what shaped the purposefulness that workers experience at work, and 

what social systems impact workers’ perceptions of justice and safety in work. 

- How can workers get more autonomy in their work to generate their own resources? 

- Superiors showing genuine interest in their workers’ wellbeing and ask what they 

can do to increase the individual and team wellbeing. 

- In team meetings, discuss between workers and managers how their individual 

work contributes towards the company’s mission and how that impacts the com-

pany’s clients or the world. Workers’ need to understand their impact on the product 

and the impact the product has on the end-customers. 

- Recognise and celebrate individual as well as team and organisational successes 

and achievements. Again, workers need to feel they are a valuable part of the organ-

isation and their work is appreciated. 
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3. Consider providing resources at a team and individual level as well as on an organi-

sational level. 

Suggestion: After understanding the personal and job resources that workers require 

to be more engaged in a Safety-II context (see points above), it should also be con-

sidered how to provide these resources to workers on an individual level as well as 

within teams. In addition, consideration should be given to the consequences associ-

ated with providing those resources on an organisational level.  

4. Workers’ engagement with safety as a priority in the company on all levels: Organ-

isational processes and decision-making need to reflect this value. 

Suggestion: Critically evaluate existing structures as well as everyday decisions by 

asking the question: “Does this reflect our appreciation of our workers being engaged 

with safety?” and adjust accordingly. 

5. Leaders as coaches and supporters of their workers: leaders (and that also includes 

managers) need to be given the time and training to gather and understand workers’ 

perceptions on daily challenges and what they need to overcome them (i.e. ‘work-

as-done’) as well as supporting workers in their daily work and providing resources 

in challenging day-to-day situations. 

Suggestion: Adjust job descriptions as well as job resources to allow more time on 

the shop floor as well as training and supporting leaders so they can act accordingly. 

6. Consideration and incorporation of all workers: Two-way communication and par-

ticipatory structures in decision-making should incorporate all employees of the 

company.  

Suggestion: Consider, within the context of your company, how to ensure two-way 

communication and input from all employees, also take social structures (e.g. bully-

ing, social pressure) into account. 

- Consider different channels, e.g. personal individual conversations, personal group 

conversations, anonymous feedback mechanisms (e.g. feedback box or app, sur-

veys), communication of goals and progress in a prominent place with question/com-

ment element  

- Consider different group levels, e.g. team meetings, tool-box talks, cantina meet-

ings 
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7. Restorative justice should be the guiding principle in decision-making. In case of an 

event, it should not be about who is to blame and what the consequence of incompli-

ance should be, but organisations need to show care and ethical, value-based leader-

ship. All stakeholders, directly and indirectly affected by the event, need to be con-

sidered and learning opportunities on all levels should be derived. 

Suggestion: Incorporate restorative justice into work processes, e.g. through Dek-

ker’s (2018a) “Restorative Just Culture Checklist” and also consider how the mindset 

can be adapted into day-to-day decision-making. 

“Restorative Just Culture Checklist” by Dekker’s (2018a) consider the following re-

garding first victim, second victim, organisation, community and others: 

 - Who is hurt? 

 - What do they need? 

 - Whose obligation is it to meet the need? 

8. Consider the corporate impact that the organisational actions and events have on 

workers and how the company shows social responsibility. 

Suggestion: In discussion with workers find out what makes them feel cared for by 

the company, and foster these things.  

- Consider social events, that include significant others or show care for (local) 

causes (e.g. family summer party, charity events).  

- Does the company show ethical and responsible leadership? How is that reflected 

in day-to-day decision-making (e.g. is it considered in sourcing of supplies, how con-

tractors are treated)? 

9. Any kind of change and intervention in the company needs consideration and prep-

aration.  

Suggestion: To ensure long-term effects of intervention, consider the following as-

pects:  

a) Make sure the organisation and employees are ready for the intervention: Is eve-

ryone committed and do they have the resources they need to support the success of 

the intervention? 
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b) Workers need to be part of the solution: Empower workers to not only be part of 

the solution, but be the solution. Have the workers design interventions in co-design 

with managers and specialists. 

c) Ensure fit and efficiency through testing: Before implementing a full-scale inter-

vention, test the intervention on a small-scale through experiments and pilots and 

gather feedback evaluating whether it works and how to improve upon it.  

d) How can the improvements be made to last? As opposed to a one-point interven-

tions ensure continuous inputs and follow-ups. 

8.3 Original Contribution 

To the researcher’s knowledge, this is the first research that 

▪ analysed and derived the parallels of the concepts of Safety-II and WE with a focus 

on the psychological factors of the workforce, hence, deriving factors that, if fostered 

may enhance both, the workers’ engagement and their Safety-II mindset;  

▪ had a clear focus on enhancing the PL workforce’s engagement in the context of 

H&S and, therefore, offering insights into an understudied population; 

▪ consolidated findings from multidisciplinary literature as well as from primary re-

search on WE in the context of H&S into a clear and available intervention frame-

work, consequently deriving a proposal for a structural long-term change within pro-

duction companies that will turn an organisation’s way of working and decision-

making, and in doing that fostering their workers’ engagement and Safety-II mindset; 

▪ consolidated findings from multidisciplinary literature as well as from primary re-

search on WE in the context of H&S into a clear and available ‘9-Point Plan for H&S 

Engagement in Production-Line Workers’, thus deriving accessible practical guide-

lines that practitioners can use to enhance H&S engagement in their workers in their 

MF organisations. 

In conclusion, the work presented in this thesis combined existing research evidence with 

the findings of qualitative studies - designed to meet the aim of this project - to produce the 

first practical intervention framework and set of guidelines for improving engagement in 
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H&S practice in a MF environment. Initial evaluation of the framework demonstrated the 

viability of the recommendations and laid the groundwork for future research to test it in a 

pilot intervention. 

8.4 Limitations of the Research  

While the research presented offered many strengths and added novel contributions to the 

practical as well as academic knowledge, there were overall limitations to this research pro-

ject, which were mostly related to the environmental impact on the research as well as con-

ceptual and methodological issues in researching the concept of engagement.  

Despite some limitations of the particular studies, which were already discussed in the re-

spective chapters, this section presents an overall discussion of the limitations impacting the 

complete research project. 

As mentioned before, during the course of this research project, the researcher faced several 

challenges impacting the plan, namely the closure of the plant and the COVID-19 pandemic 

in 2020. While the overall impact these had on the research process were discussed in Sec-

tion 1.2, these also had particular effects on the studies conducted. 

The recruitment of participants at the different stages of this research project was fraught 

with challenges that were sensitively dealt with by following the ethical guidelines as well 

as openness to practicality and flexibility. During the first interview study, it had just been 

announced that the plant would close entirely and, therefore, all workers would lose their 

jobs, and during the second interview study, the first wave of the COVID-19 pandemic in 

2020 was unfolding in the UK, the plant was in a partial lockdown as well as in the decom-

missioning phase. On both occasions, it was difficult to recruit workers to take part in the 

respective studies, even though research champions were used. Most workers showed re-

sistance in being involved in anything extra to their role or feared that what was discussed 

during interviews would be leaked and used against them by management. While these re-

actions were reflective of the trust gap between management and workers, they also meant 

that the researcher had to adapt to the circumstances. Thus, the experience showed that a 

researcher had to be (to a certain degree): 

▪ pragmatic and flexible in their approach and academic mindset; 
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▪ able to build an environment of trust; and 

▪ adaptable to the research environment and participants. 

However, the implications of the adaptions have to be evaluated in respect to ethics, relia-

bility and validity of the study. Hence, the researcher made an effort showing that she cared 

for the input of the workers as well as that she can be trusted to keep the anonymity and not 

share any transcripts or recordings through personal contact and clear explanation of the 

research procedure as well as the independence of the researcher with respect to manage-

ment. Furthermore, the circumstances also meant, therefore, that not all workers were will-

ing or available (i.e. as they had already left the plant) to take part and some perspectives 

might be missing or underrepresented. However, care was taken to ensure that the researcher 

was aware of this limitation and that a balanced sample was recruited. However, valuable 

insights could still be gained as the number of participants does not necessarily add meaning 

to qualitative research (Sullivan and Forrester, 2019). In addition, the demonstrated trans-

parency and reflectivity displayed within the situation and the research added contextual 

information to the overall research, which allows the readers to make their own educated 

assessment of transferability of the findings (Egan et al., 2009). 

With regards to the feasibility testing and evaluation of the intervention framework, it would 

have been interesting and beneficial to the overall project if the opportunity and time were 

given to pilot the proposed intervention framework in BEP or another MF environment. 

However, due to the outside circumstances of the project, this was not possible. Neverthe-

less, within the MRC framework for complex intervention development, it is recommended 

to assess feasibility, acceptability and practicability within the modelling process to improve 

upon the intervention template and possibly abandoned the idea if major problems were de-

tectable within the first exploratory study (Hallingberg et al., 2018). Hence, the procedure 

realised in this research project, through assessing the hypothetical implementation of the 

proposed intervention framework, gave valuable insights regarding feasibility and improve-

ment opportunities before any company had to invest the resources to realise a pilot. The 

pilot would be the next reasonable step for further research. 

From a conceptual perspective, the confusion around the definition and characteristics of the 

term ‘engagement’ are well recorded (Schaufeli and Bakker, 2010; Schaufeli and Salanova, 

2011; Ababneh and Macky, 2015; Bakker and Albrecht, 2018). Indeed, in the research it is 
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not always clear what the respective author means by the term ‘engagement’, and often the 

lines were blurred between an understanding of engagement as an affectionate psychological 

state or a behavioural trait. This might be due to the strong interest of practitioners in en-

gagement research for the potential benefits of engagement (e.g. increased work perfor-

mance), which are mostly behavioural. This fact also made it sometimes unclear what was 

being measured in the literature. Within this research project, engagement was defined as an 

affective psychological state that may lead to a certain behaviour and the researcher tried to 

ensure that in the interviews, the workers understood how the term ‘engagement’ was being 

defined, although a complete understanding and a certain purity of the concept cannot be 

guaranteed. However, the researcher tried to stay vigilant throughout the evaluation of pub-

lications and her own study. 

From a practical perspective, it should be acknowledged that the implementation of the pro-

posed intervention framework can be considered ‘ambitious’ as it would be associated with 

major changes to the company’s structure and resource distribution. However, considering 

the change from a directive safety system to a Safety-II culture, where workers’ engagement 

is being fostered, usually means a major change in mindset for many companies and, there-

fore, needs structural changes to support this. The external practitioner interviews supported 

the potential effectiveness of the intervention framework as well as the feasibility of resource 

distribution (while acknowledging challenges that need to be addressed individually), and 

one plant manager displayed genuine interest in implementing the intervention framework 

in their plant. Also, a pilot of the implementation of intervention framework, as proposed 

within this research project, will allow tailored and incremental implementation of the inter-

vention into the company’s structure. 

Overall, the limitations presented warrant a call of caution when interpreting and transferring 

the results of this research project. Nevertheless, the researcher’s constant endeavours to 

ensure transparency and a systematic approach to the entire process as well as her reflectivity 

regarding the process and the findings, ensured the quality of the research and a diaphanous 

process of knowledge construction and meaning-making that the reader can take into account 

when making their own interpretations and are considering transferability. 
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8.5 Implications for Future Research 

The research findings and consideration within this research project suggest several direc-

tions for future research. 

In terms of general engagement research, the literature reviews showed that little research in 

this area has been conducted that takes different job types into account, even though the 

variability between engagement experience between job types and job characteristics were 

acknowledged (Bakker and Albrecht, 2018). More in-depth research into the differences be-

tween working groups, e.g. construction workers versus PL workers, would be useful and 

more qualitative research is needed to analyse and understand in-depth differences in expe-

riences between working types. 

With regards to the Safety-II engagement framework, the potential marriage between the 

two concepts warrants further exploration into the links between a Safety-II mindset and 

workers’ engagement. This would lead to a clearer understanding of the joint concept for 

researchers as well as for practitioners. Specifically, the development of recommendations 

on how to transform a company iteratively towards an engaged workforce within a Safety-

II mindset could be derived. A first step towards that was already presented within this re-

search project with the ‘9-Point Plan for H&S Engagement in Production-Line Workers’, 

however, it would be beneficial for practitioners to derive and test the effectiveness of inter-

ventions that realise the steps recommended in the ‘9-Point Plan for H&S Engagement in 

Production-Line Workers’.  

Considering the MRC, the next step within the framework would be the evaluation (i.e. as-

sessing the effectiveness of the intervention in detail, understanding the factors impacting 

the change process, and the financial aspects of the intervention implementation) as well as 

the final implementation of the intervention. The practical as well as academic world could 

benefit from further long-term-intervention studies using qualitative (and potentially also 

quantitative measures (e.g. based around the UWES)) to evaluate the effectiveness of the 

proposed intervention framework on workers’ safety engagement in a Safety-II context, 

within a different case study setting, and derive further specific recommendation for PL 

workers. However, considering the ontological and epistemological stance within this re-

search, quantitative measures should be used in a way that still allows considering workers’ 
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construction of their reality. Yet, it might be an interesting avenue to integrate observational 

methods to consider workers behaviour as an indicator of such constructions. 

Based on the additional pilots, the specifics of the development and implementation as well 

as the effectiveness could be assessed and improved upon in a further pilot study in a plant 

setting. Furthermore, a thorough evaluation of the factors promoting success of the interven-

tion and its implementation could be conducted on the base of the additional case studies 

under consideration of the limitations of transferability. Additionally, potentially testing the 

effectiveness of the intervention framework in different BC environments either by a change 

of perspective on focus, e.g. food safety instead of H&S, or by expanding on the population, 

e.g. construction workers, would offer valuable insights into the transferability of this inter-

vention framework as well as adding to the current body of engagement intervention re-

search. 

From a methodological stance, the consideration of the Capability, Opportunity, Motivation 

– Behaviour (COM-B) model, a behavioural change model frequently used in the design of 

complex health intervention, and the Theoretical Domains Framework (TDF), which has 

been designed to evaluate behaviour change intervention implementation issues, and advise 

intervention development (Michie, van Stralen and West, 2011; Cane et al., 2012; Michie, 

Atkins and West, 2014) may offer new insights and perspectives into the drivers of engage-

ment in a Safety-II mindset context. Indeed, Morgan et al. (2021) applied the TDF in an 

occupational safety context to assess safety behaviour influencers and to derive a question-

naire on the elements of the TDF, which after testing showed reliability and stability and 

potentially could support H&S professionals in designing respective interventions. A similar 

approach to H&S engagement within a Safety-II mindset context would offer valuable in-

sights into the factors relevant for behaviour change towards an engaged workforce.  

8.6 Reflections of the Research and the Researcher’s Experiences as Part of That 

8.6.1 Introduction 

Reflective practice is seen as an essential part of qualitative research, allowing the researcher 

to consider how she herself as well as the contextual circumstances influenced the research 

process. Reflective practice shows a sensitivity to the impact of these two factors as well as 

a critical transparent approach to the research process, thus enhancing its rigour (Frost and 
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Kinmond, 2012). Considering the ontological Critical Realist as well as epistemological 

Constructivist stance taken in this research, it cannot be objective and, therefore, the subjec-

tivity in research needs to be given “an overt role” (Frost and Kinmond, 2012, p. 159) 

through reflectivity. Moreover, it was also acknowledged that reflective practice provides 

contextual information, which may help to assess transferability of the knowledge con-

structed (Lincoln and Guba, 1985; Braun and Clarke, 2013). It can also confront assumptions 

and bias that the researcher may bring into the research process, thus creating sensitivity and 

learning opportunities (Bolton and Delderfield, 2018). It should be noted, that there is a dif-

ference between reflection and reflectivity; Reflection refers to making-sense of past events 

to evaluate thoughts and feelings related to that event and its actors, while reflectivity de-

scribes an active attempt of showing critical thinking regarding the role of the researcher in 

the research process and developing strategies to evaluate and understand the impact (Bolton 

and Delderfield, 2018). 

Throughout the report of this research project, reflectivity and reflection can be found 

throughout. Most prominently, in the first chapter (see Section 1.5.1), the researcher’s mo-

tivation and experiences were introduced as well as first observational notes presented to a) 

provide the reader with ethnographical information about context within which the research 

was started; and b) writing the section as one of the first exercises when starting this research 

project provided the researcher with an opportunity to sensitise herself for personal potential 

bias and thus, ensuring that awareness was paid to these vignettes throughout the whole 

project. Furthermore, reflective practice was also demonstrated within the qualitative studies 

presented in this research project. The role and bias of the researcher was also considered in 

the limitation section and further reflective practice was continued, e.g. through the research 

journal to ensure transparency, credibility and contextual insights into the research process. 

During the course of the research, the researcher kept a research journal in which reflections 

and all other research-related decisions and considerations were recorded (Bolton and 

Delderfield, 2018). Furthermore, the researcher often developed reflexivity in a collabora-

tive way through sharing and discussing concerns with peers, other researchers or the super-

visor team (Frost and Kinmond, 2012). 

Throughout this research project, the researcher came across a number of ‘reflective encoun-

ters’ that were shared in the relevant sections to provide clarity of experiences. A commonly 
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used reflective framework was loosely adapted to reflect upon the experiences; namely 

Gibbs’ Reflective Circle (1988), encompassing the phases: (1) Description of the experience, 

(2) Feelings and thoughts regarding the experience, (3) Evaluation of the experience, (4) 

Analysis of the experience for sense-making, (5) Conclusion about the learnings, and (6) 

Action plan for identifying change to improve on the situation now and in the future. Gibbs’ 

Reflective Circle (Gibbs, 1988) was chosen as it provided a systematic structure and by con-

sidering the impact of personal feelings on situations fitted the researchers philosophical 

stance. As a result, the researcher shared the four most impactful or personally meaningful 

reflections. The reflections will be partly written in first person as they are presented from 

the researchers’ view. 

8.6.2 Reflection 1: The Need for Reflection in Research 

The importance of reflection and keeping up reflective practice throughout the whole project 

was evident. However, I found it challenging to find a mode of operation regarding the re-

flection, as I was not used to writing a diary. I tested several different methods and used 

them in parallel in an attempt to find the one method that was right for me, i.e. meeting 

minutes, reflective diary, list of open points and decisions. I felt at times frustrated with the 

process and it felt arduous sometimes. However, the commencement of reflective practice 

and noting down decisions, reasoning and reflective observations regularly also allowed for 

needed clarity and transparency, and felt more natural over time. While possibly sticking 

with one method would have improved the process, to me, testing out new methods kept me 

going, interested, and served the purpose of the reflective practice. In future research pro-

jects, I would again use reflective practice from the beginning and may consider an audio 

journal instead of written notes. 

8.6.3 Reflection 2: Imposter Syndrome – or the two Hearts in my Chest: Business Con-

sultant’s Practicality vs. Researcher’s Rigour 

As mentioned before, I have worked as a business consultant in the automotive industry 

before I became a researcher; therefore, I was already used to project work as well as han-

dling stakeholder expectations. However, as a business consultant, I was used to a more fast-

paced process and finding quick fixes for problems. While analysing the problem was part 

of the job, it usually did not require the methodical rigour that was expected from me in an 

academic research project. Since I have not worked in an academic environment for a while, 
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I had a constant feeling of uncertainty regarding meeting the standards of research and was 

constantly unsure whether what I did had shown enough academic rigour, particularly with 

regards to the changes and amendments, I had to conduct due to the volatile circumstances 

throughout my research project. I am aware that I set high expectations for myself, and start-

ing a PhD brought me out of my familiar comfort-zone where I knew how to perform. I also 

have a strong need for feeling in control, which I partly lost due to the unfamiliar expecta-

tions. In order to overcome this uncertainty on my part, I made sure that I became deeply 

immersed in my research and gained knowledge on the subject through books, visiting lec-

tures and building a network of PhD peers as well as academic professionals with whom to 

discuss my ideas, worries and thoughts. In particular, the exchange with the different indi-

viduals helped me to gain confidence in my practice and knowledge. For future projects, not 

only in academia, I will maintain and extend that network, since I found that to me, ‘bounc-

ing off ideas’ and hearing other people’s views helps me in my creative process. 

8.6.4 Reflection 3: “…But This is how it’s always Been Done.” – Focusing on the Indi-

viduals’ Perception Instead of the Wider System 

Throughout my research project, I often discussed my research with my aforementioned 

network. Since I have no H&S background, particular views and processes interested me. In 

conversation with H&S practitioners, I felt they often based their recommendations on the 

existing safety system and communication measures, thus, setting the H&S system at the 

core of safety in the organisation and measuring its success on people’s behaviour. I was 

often told that I have to analyse the existing SMS in detail to be able to tell in my research, 

for example the interviews, if the participants were lying to me or misinterpreting the ‘truth’. 

However, coming from a constructivist view, and considering the nature of the affective 

psychological state of engagement, to me, analysing in-depth the existing system did not 

make sense, considering that, in the end, the thing that mattered was how the workers per-

ceived the safety to be handled in the organisation, because that was what influenced their 

behaviour and mindset. Hence, to me, even if the organisation had the most amazing state-

of-the-art SMS with the most brilliant communication measures, it all would have been 

worth nothing if the workers did not believe in the genuineness of the organisation and their 

leaders and, thus, rejected the safety directive. However, having professionals in their field 

telling me how it has always been done led to certain insecurities due to my lack of expertise 

in the field. In the end, after discussions with my supervisor team, I had to learn to put those 
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uncertainties aside and trust my instinct and the research that backed me up. This knowledge 

will help me adjust in future situations too, while taking other views into account and con-

templating them, but not being afraid to go my own way and believe in my knowledge. 

8.6.5 Reflection 4: Continuous Uncertainty Throughout This Research Project (The 

Plant’s Closure) 

As mentioned before, the future of this research project was threatened for a long time during 

the PhD, as it was debated if the research could proceed within BEP or be transferred to a 

neighbouring plant within the global company or to a completely different environment al-

together. During the discussions within Ford, the research could not really commence much 

on the applied site, as each decision outcome would have meant a different research plan. 

As also mentioned before, feeling in control is important to my wellbeing and during that 

time, my resilience was tested. Due to my consultant background, I was used to changing 

project plans and amending milestone plans and I have learned that there is no value in 

dwelling on what cannot be done, and rather focus on what is possible. However, due to the 

personal nature of this research project (i.e. the success of the PhD vs. a client project’s 

success), it felt more intense than in the past. Therefore, I got back my feeling of control 

through agile adjustment to the circumstances and amending the research plan accordingly, 

using the time for literature reviews and writing up papers. This led to an increase of my 

perceived resilience, and when several supervisors changed or the COVID-19 crisis hit, I 

only perceived them as minor bumps in my research project process, compared to what I 

have experienced already, and changing the course of my research again could be conducted 

smoothly. For future projects, the experiences gained for me are invaluable, having increased 

my resilience and flexibility in challenging and uncertain circumstances. 

8.7 Conclusion 

The state of engagement can have many positive effects in terms of H&S performance. Tak-

ing the Safety-II principles into account, this research has shown that similar antecedents 

apply between the fostering of an engaged workforce and fostering a Safety-II mindset and 

behaviour within the workforce. Therefore, the argument was made that if an organisation 

supports their workers in being more engaged with H&S, this will also lead to a greater focus 

on a Safety-II mindset. The research reported in this thesis has analysed the evidence base 
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for this argument, as well as the drivers to facilitate the fostering of an engaged workforce 

within a Safety-II mindset, with a special focus on PL workers (particularly BEP workers), 

and derived relevant practical guidelines from it that culminated into a proposal for an inter-

vention framework to support H&S engagement in a Safety-II mindset. 

More precisely, the research was set out to design an intervention for a MF plant improving 

the workers’ engagement with H&S. The presented research project encompassed first the 

building of an evidence-base through a thorough and systematic analysis of the multidisci-

plinary literature. Throughout the literature review that focused on the two concepts ‘WE’ 

and ‘Safety-II’, the parallels of the concepts of Safety-II and WE with a focus on the psy-

chological factors of the workforce were analysed and derived. This is the first research, to 

the author’s knowledge, that joins the two concepts to synthesise and develop a combined 

framework with a special focus on the common antecedents of the psychological state. In 

addition, a lack of safety engagement research that looks specifically at how PL workers 

experience engagement was identified. Secondly, a qualitative approach of in-depth inter-

views was taken; the driving factors for the BEP workers in terms of H&S engagement were 

analysed, which was a unique insight into PL workers’ understanding of their engagement 

levels and their perception on what supports or hinders their engagement with H&S. Thirdly, 

lessons learned were drawn from the existing engagement intervention literature base in a 

MF context. Fourthly, these findings were then taken together with the previous multidisci-

plinary findings from the literature, as well as from the qualitative study, and consolidated 

into a clear and available intervention framework with the aim to support workers’ engage-

ment in a Safety-II context. The results from the final exploratory feasibility study then sup-

ported the potential feasibility and transferability, as well as identified areas for improve-

ment of the intervention framework. It was perceived as acceptable within BEP as well as 

potentially within other MF environments. This research project delivered meaningful in-

sights into the concept of WE within a PL context as well as safety management, particularly 

Safety-II, as well as a novel joint concept, namely H&S engagement within a Safety-II mind-

set. Moreover, at each step of the research, not only the relevant implications for this research 

project were derived, but also valuable recommendations for practitioners. These practical 

recommendations derived from each step of the research were consolidated into a clear and 

available ‘9-point Plan for H&S engagement in production-line workers’ to support practi-

tioners on their way to an engaged workforce with a Safety-II mindset. 
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Overall, this research transformed theoretical approaches into a practical intervention frame-

work and set of guidelines, that can be applied to the business world to support practitioners 

in fostering a H&S engagement environment in a Safety-II context. 
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X Appendix 

X.I Interview Study 1: Ethics Application 

X.I.I Application Form (incl. Amendments) 

When undertaking a research or enterprise project, Cardiff Met staff and students are obliged 

to complete this form in order that the ethics implications of that project may be considered. 

If the project requires ethics approval from an external agency (e.g. NHS), you will not 

need to seek additional ethics approval from Cardiff Met. You should however complete 

Part One of this form and attach a copy of your ethics letter(s) of approval in order that your 

School has a record of the project. 

The document Ethics application guidance notes will help you complete this form. It is 

available from the Cardiff Met website. The School or Unit in which you are based may also 

have produced some guidance documents, please consult your supervisor or School Ethics 

Coordinator. 

Once you have completed the form, sign the declaration and forward to the appropriate per-

son(s) in your School or Unit. 

PLEASE NOTE:  

Participant recruitment or data collection MUST NOT commence until ethics ap-

proval has been obtained. 

PART ONE 

Name of applicant: Franziska Homann 

Supervisor (if student project): Dr. Peter Sykes, Dr. Caroline Limbert 

School /Unit: School of Sport and Health Sciences 

Student number (if applicable): ST20144610 

Programme enrolled on (if applicable): 10870 MPhil/PhD 

Project Title: Engaging workers in health and safety 

measures: Increased health, safety and wellbe-

ing performance by worker engagement 

(working title) 

http://www.cardiffmet.ac.uk/research/Pages/Research-Ethics.aspx
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Expected start date of data collection: 15/10/201815/10/2018 

Approximate duration of data collection: 12 months 

Funding Body (if applicable): KESS (http://kess2.ac.uk/) 

Other researcher(s) working on the pro-

ject: 

none 

Will the study involve NHS patients or 

staff? 

NoNo 

Will the study involve human samples 

and/or human cell lines? 

NoNo 

 

Does your project fall entirely within one of the following categories: 

Paper based, involving only documents 

in the public domain 

NoNo 

Laboratory based, not involving human 

participants or human samples  

NoNo 

 

Practice based not involving human par-

ticipants (eg curatorial, practice audit) 

NoNo 

Compulsory projects in professional 

practice (eg Initial Teacher Education) 

NoNo 

A project for which external approval 

has been obtained (e.g. NHS) 

NoNo 

If you have answered YES to any of these questions, expand on your answer in the non-

technical summary. No further information regarding your project is required.  

If you have answered NO to all of these questions, you must complete Part 2 of this form 

 
In no more than 150 words, give a non-technical summary of the project 

Over the past decade, safety research focused mainly on the prevention of safety errors 

(i.e. Safety-I), and only recently changed to taking humans as proactive resources into 
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account (Hollnagel, Wears and Braithwaite, 2015). A positively perceived safety culture 

is found to be positively related to cognitively and emotionally engaged workers, who 

consequently show increased safety performance outcome (Nahrgang, Morgeson and 

Hofmann, 2011; Wachter and Yorio, 2014).  

Thus, this project aims to explore the critical factors and identify strategies that help to 

understand worker engagement and dimensions that have a positive impact on health and 

safety performance and worker wellbeing. This study marks the project’s first stage con-

sisting of qualitative semi-structured interviews to identify themes regarding the current 

safety culture and climate plus health, safety and wellbeing barriers at an automotive plant, 

to consequently inform the next stage: a mixed-methods approach using qualitative and 

quantitative studies. 

 

References: 

Health and Safety Executive (HSE) (2017) Health and safety at work - Summary statistics 

for Great Britain 2017. Available at: http://www.hse.gov.uk/statistics/over-

all/hssh1617.pdf (Accessed: 22 June 2018). 

 

Hollnagel, E., Wears, R. L. and Braithwaite, J. (2015) ‘From Safety-I to Safety-II: A 

White Paper’, The resilient health care net: published simultaneously by the University of 

Southern Denmark, University of Florida, USA, and Macquarie University, Australia. 

Available at: https://www.england.nhs.uk/signuptosafety/wp-content/up-

loads/sites/16/2015/10/safety-1-safety-2-whte-papr.pdf (Accessed: 2 July 2018). 

 

Nahrgang, J. D., Morgeson, F. P. and Hofmann, D. A. (2011) ‘Safety at Work: A Meta-

Analytic Investigation of the Link Between Job Demands, Job Resources, Burnout, En-

gagement, and Safety Outcomes’, Journal of Applied Psychology, 96(1), pp. 71–94. doi: 

10.1037/a0021484. 
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Wachter, J. K. and Yorio, P. L. (2014) ‘A system of safety management practices and 

worker engagement for reducing and preventing accidents: An empirical and theoretical 

investigation’, Accident Analysis and Prevention, 68, pp. 117–130. doi: 

10.1016/j.aap.2013.07.029. 

 

 

DECLARATION: 

I confirm that this project conforms with the Cardiff Met Research Governance 

Framework 

 

I confirm that I will abide by the Cardiff Met requirements regarding confidentiality 

and anonymity when conducting this project. 

 

STUDENTS: I confirm that I will not disclose any information about this project 

without the prior approval of my supervisor. 

Signature of the applicant: 

 

 

Date:  

FOR STUDENT PROJECTS ONLY 

Name of supervisor: 

Dr. Peter Sykes 

Dr Caroline Limbert 

  

Date:  

Signature of supervisor: 
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Research Ethics Committee use only 

Decision reached: Project approved  

Project approved in princi-

ple 
 

Decision deferred  

Project not approved  

Project rejected  

Project reference number: Click here to enter text. 

Name: Click here to enter text. Date: Click here to enter a date. 

Signature: 

 

Details of any conditions upon which approval is dependant: 

Click here to enter text. 

PART TWO 

A RESEARCH DESIGN 

A1 Will you be using an approved protocol in 

your project? 

NoNo 

A2 If yes, please state the name and code of the approved protocol to be used8 

n/a 

                                                 
 

8 An Approved Protocol is one which has been approved by Cardiff Met to be used under supervision of des-
ignated members of staff; a list of approved protocols can be found on the Cardiff Met website here 
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A3 Describe the research design to be used in your project 

Background: 

The complete research project consists of four stages in all. In the first stage, qualitative 

semi structured interviews will be conducted in order to get a first overview of the current 

safety culture and climate at Ford Bridgend Engine Plant (BEP) as well as current issues 

and barriers regarding health, safety and wellbeing on all hierarchy levels. The interviews 

aim to identify themes that have to be taken into account and inform the next stage. 

This ethic application is for the first stage of this research project, i.e. the semi-structured 

interviews for a first exploration of the current state of worker engagement as well as 

health and safety performance and worker wellbeing. 

 

Aim/objectives: 

The first stage aims to achieve the following objectives: 

1. Objective: Themes that are relevant to explore in terms of the current state of the 

culture and climate at BEP regarding safety, health and wellbeing are identified. 

2. Objective: A first understanding for the current state of BEP’s culture and climate 

as well as workers’ engagement regarding safety, health and wellbeing is estab-

lished. 

 

Research method: 

Semi-structured interviews will be conducted. Therefore, an interview guideline for the 

structured part is constructed (see attachment). Those questions are based on first obser-

vations as well as a first initial literature research. The study will be designed confirming 

to the guidelines used in Interpretative Phenomenological Analysis (IPA). 

Each interview will take 20-30 minutes. The flexibility will allow to go deeper into topics 

that seem significant and also give the participant an opportunity to share whatever he/she 

perceives as relevant. 
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The participant will get a participant information sheet with all necessary information be-

fore starting the interview (see attachment). After reading, the researcher will answer all 

questions that the participants might have. The participants will be asked to give written 

consent (see attachment) to participate as well as to the session being recorded. After the 

session, the participant will be able to request to have the transcript sent to him/her for 

review and with a clear understanding, that he/she can withdraw any statement made 

within 2 weeks of the interview. 

 

Sample and sampling: 

The research is in cooperation with BEP. Since all participants will be employees of the 

plant, this can be considered a purposive sample. Since the aim of the study is to identify 

the themes that are relevant to BEP’s current state of culture and climate as well as work-

ers’ engagement regarding safety, health and wellbeing, the perfect sample size is reached, 

when saturation of themes has been reached. To reach saturation, the data collection will 

be performed iteratively. Keeping IPA in mind, the study will start with a sample size of 

8-10 participants. If no new themes and insights occur after those initial number of inter-

views, the data collection will be considered as saturated. If still new themes arise, the 

number of participants will be increased until saturation is reached. 

In order to gain a comprehensive view and insights from all angles, special attention will 

be paid to recruiting a broad sample of participants across hierarchical levels, product lines 

and departments. 

 

Recruitment of participants: 

Using the organisational chart of the plant, possible participants will be identified and 

contacted. The researcher and the project already was introduced to the plant and therefore 

contacts could be cultivated with most of the management and some shop floor workers. 

Further, the researcher will present the planned research at the next management meeting, 

at which she can then also invite the attendants to participate in the study as well as ad-

vertise the participation to their teams. 
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Additionally, posters will be distributed across the plant at popular places for the shop 

floor workers in order to recruit them to take part in the study (see attachment).  

 

Analytical techniques: 

The interviews will be analysed according to the IPA guidelines, generating codes to iden-

tify patterns and respectively themes across all data. 

 

Further information: 

Some of the conversations during the interview sessions will be recorded using an audio 

tape recorder. The purpose of the recording is to allow the researcher to capture all the 

information discussed during the interview, which is important to analyse them later. The 

recordings will later be transcribed, with all personal information being coded and anon-

ymised. Once the transcription has been completed and checked by the interviewer for 

accuracy, the audiotape will be erased. 

 

All data will be stored in accordance with the Data Protection Act and GDPR. All elec-

tronic data can only be accessed with a secure password. For this purpose, encryption 

software will be used (boxcryptor). Only the researchers, sponsors, regulatory authorities 

and Research & Development auditors will have access to the data. No employees at BEP 

will have access to the data or be allowed to read the transcripts to ensure confidentiality. 

The transcribed data will be filed in a different folder to the consent forms. 

 

Meeting rooms are provided to perform the interviews in a safe and undisturbed environ-

ment. Yet, each participant can choose where he/she feels most comfortable to conduct 

the interview and the researcher will try to comply.  

A4 Will the project involve deceptive or covert re-

search? 

NoNo 
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A5 If yes, give a rationale for the use of deceptive or covert research 

n/a 

A6 Will the project have security sensitive impli-

cations? 

NoNo 

A7 If yes, please explain what they are and the measures that are proposed to address them  

n/a 

 

B PREVIOUS EXPERIENCE 

B1 What previous experience of research involving human participants relevant to this 

project do you have? 

The researcher has conducted a Masters projects (2010-2011) using implicit (i.e. IAT) and 

explicit (i.e. questionnaire) measures and during the masters programme she also con-

ducted research within a project consisting of questionnaires and focus groups. Although, 

the studies’ topics are different to the PhD, it provided the researcher with skills and con-

fidence to conduct the interviews. 

B2 Student project only 

What previous experience of research involving human participants relevant to this 

project does your supervisor have? 

The supervisory team has extensive experience of supervising students undertaking this 

type of research at masters and PhD level. They have also conducted their own research 

with human participants as part of their own research activities using interview method-

ology in a workplace environment. 

 

C POTENTIAL RISKS 

C1 What potential risks do you foresee? 

1. All research will be conducted on site. Even though, most studies will be con-

ducted in a separate area, such as a meeting room, an office or an employee break 
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area, where no heavy machinery will be handled, some interviews and observa-

tions may be carried out while employees are on the job for their convenience. 

This means, that the interviews may take place in a running production environ-

ment with heavy machinery, where extra safety protection policies may have to be 

taken into account as well as extra attention has to be paid to those potentially 

dangerous machinery. 

2. Personal data as well as commercially sensitive information will be handled. The 

security and privacy for personal data and sensitive information has to be secured. 

Yet, the risk of breaches of confidentiality may arise. 

3. Participants may develop feelings of distress or upset during the interview. Fur-

ther, they may get offensive or violent to the researcher. 

C2 How will you deal with the potential risks? 

1. Interviews and observations while on the job will be kept to a minimum. During 

those sessions, naturally all health and safety regulations will be followed and ex-

tra attention will be paid to possible challenging situations, such as being close to 

moving vehicles or other machinery. 

2. Before taking part in the study, participants will be informed in detail about factors 

relevant to the study. This will enable them to give informed consent to participate 

and be aware of their risks and rights. Further, each participant will be given the 

opportunity to review the transcript of their interview and can redact any statement 

in it or withdraw from the study at that point.  

On the same note, a confidentiality agreement between the researcher and Ford was 

signed.  

Regarding the security of data, the recorded conversation will be transcribed. All infor-

mation will be coded and anonymised. Once the transcription has been completed and 

checked by the interviewer for accuracy, the audiotape will be erased. The information 

that was collected as paper copies will be digitalised and all electronic data can only be 

accessed with a secure password using an encryption provider (boxcryptor). Only the re-

searchers, sponsors, regulatory authorities and Research & Development auditors will 
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have access to the data. This means, no employees at BEP will have access to the data or 

be allowed to read the transcripts to ensure confidentiality. 

3. This risk is unlikely, since the questions asked are designed to be neither personal 

nor offensive. Yet, the researcher will always clearly communicate to a colleague 

where she will be with whom for how long. Further, the participant information 

form will contain a link to a helpline in case the participant will feel upset during 

or after the interview. Participants will be made aware that they can withdraw from 

taking part in the interview at any time and there will be no pressure to talk about 

anything they are not comfortable discussing. 

 

When submitting your application you MUST attach a copy of the following: 

• All information sheets  

• Consent/assent form(s) 

An exemplar information sheet and participant consent form are available from the Research 

section of the Cardiff Met website. 
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X.I.II Participant Information Sheet 

Participant Information Sheet 

Reference Number: PGR-57 

Engaging workers in health and safety measures: Increased health, safety and wellbe-

ing performance by worker engagement 

Information Sheet 

What is this all about? 

This project aims to explore the critical factors as well as identify strategies and interventions 

that help to understand worker engagement and dimensions that are known to have a positive 

impact on health and safety performance and worker wellbeing.  

That means, we are keen to try to understand what your current concerns and barriers re-

garding health and safety measures are, what is working well and what are the strengths/ben-

efits of working at Ford Bridgend Engine Plant (BEP) as well as what you need to be able 

to proactively support BEP in creating a safer and healthier work environment for you and 

your colleagues. 

For this purpose, this research is conducted in several stages. In this first stage, in order to 

get an overview of the current safety culture and climate at BEP as well as current issues 

and barriers regarding health, safety and wellbeing on all hierarchy levels, semi structured 

interviews will be conducted. The interviews aim to identify themes that will inform the next 

stage of the research. 

This study focuses on the first stage of a larger Research project project based at Cardiff 

Metropolitan University. The results of this research will be presented to BEP management 

and might also be published. However, all personal data, statements or other information 

will be kept protected and anonymised. 

 

Why were you asked to participate? 
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You are invited to take part in this research project because the aim of it is to benefit you 

and your colleagues and therefore, we need your insights and experience. Taking part in an 

interview will give you an opportunity to have your opinions heard and taken into account. 

Your participation is entirely voluntary and it is up to you to decide whether or not to take 

part. If you decide not to take part, there will be no penalty and nobody at BEP will know 

who has taken part and who has not. 

 

What will happen if you volunteer? 

If you agree to take part in this research project, the following will happen: 

We will describe to you what we are aiming to explore in this study and go through this 

information sheet with you. We will then ask you to sign a consent form to show you have 

agreed to take part. You are free to withdraw at any time or you can refuse to answer any 

question which you feel uncomfortable with, without giving a reason. 

depending on what you feel more comfortable with, the conversations during the interviews 

session will either be recorded using an audio tape recorder or handwritten notes will be 

made. The purpose of the recording is to allow the researcher to capture all the information 

discussed during the interview, which is important for them to analyse later. 

So, what does the study consist of? 

If you agree to participate, you will take part in an interview with the researcher.  

During this conversation, you will be asked open questions related to your opinion of and 

experiences with the current health and safety climate and performance. The interview will 

take about 20-30 minutes. 

 

Are there any risks? 

The interview asks very broad open questions, so it is unlikely that there will be any risks 

involved. However, if you do feel upset or sensitive about any of the issues discussed, you 

do not have to talk about them and if you wish, you can withdraw from the interview at any 

time.  
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Taking part is not expected to cause any discomfort or distress. If you do experience feelings 

of upset or distress following the interview, you can access emotional or practical support 

and advice from the following source: 

MindInfoline: 0300 123 3393 

https://www.mind.org.uk/information-support/helplines/ 

 

What happens to the results? 

The results of the interviews will be used to design a questionnaire to explore the current 

state of BEP workers’ engagement as well as health and safety performance and wellbeing. 

The results will be presented to management and might be published in relevant journals. A 

summary of the results will be communicated to you. 

However, you will not be identified in any report, publications or presentation, all personal 

information will be anonymised and coded. Direct quotes from the interviews may be used 

in reports and publications; however, the quotes will be anonymised to ensure that you can-

not be identified. 

 

Are there any benefits from taking care? 

Yes, you will have the opportunity to actively drive change within BEP and help create a 

healthier and safer working environment for you and your colleagues. 

 

What happens next? 

You will be given a consent form to confirm your permission to take part. If you are willing 

to take part, we need this form signed before we start. A copy of the consent form as well as 

of this information sheet will be given to you for your records. 

 

How do we make sure your privacy and data is protected? 

Everyone working on this study will respect your privacy. We have taken very careful steps 

to make sure that you cannot be identified from any of the information that you give us. 
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In case of recordings, the recorded conversation will be transcribed. Only the interviewer 

will have access to the audiotape. All information will be coded and anonymised. Once the 

transcript has been completed and checked by the interviewer for accuracy, the audiotape 

will be erased. The same applies to handwritten notes. 

The information we collect as paper copies will be digitalised and all electronic data can 

only be accessed with a secure password. Only the researchers, sponsors, regulatory author-

ities and Research & Development auditors will have access to the data. This means, no 

employees at BEP will have access to the data or be allowed to read the transcripts to ensure 

confidentiality 

The data we collect will be used only for the purpose of this research. The transcripts will 

be kept for ten years because we are required to do so by the University. 

All information which is collected about you during the course of the research will be kept 

strictly confidential, and any information about you will have your name, telephone and 

address removed so that you cannot be recognised. 

 

Further information: 

If you have any questions about the research or how we intend to conduct the study, please 

do not hesitate to contact us either directly when you see us on site, via mail or leave a note 

in CardiffMet-project box next to the safety office. 

 

Franziska Homann 

PhD student at Cardiff Metropolitan University 

frhomann@cardiffmet.ac.uk 

 

Dr. Peter Sykes 

Associate Dean (Enterprise and Innovation) 

PSykes@cardiffmet.ac.uk 

mailto:frhomann@cardiffmet.ac.uk
mailto:PSykes@cardiffmet.ac.uk
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X.I.III Participant Consent Form 

PARTICIPANT CONSENT FORM 

 

Reference Number: # PGR-57 

Title of Project: Engaging workers in health and safety measures: Increased health, safety and well-

being performance by worker engagement 

 

Name of Researcher: Franziska Homann 

Participant name or Study ID Number: 

 

___________________________________________________________________ 

 

Participant to complete this section: Please initial each box. 

 

1. I confirm that I have read and understand the information sheet for the above study. 

I have had the opportunity to consider the information, ask questions and have had 

these answered satisfactorily.     

 

2. I understand that my participation is voluntary and that I am free to withdraw at any 

time, without giving any reason. 

 

 

3. I agree to take part in the study described in the information sheet. 

 

 

4. I agree to the study being audio recorded. 
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5.  
 
 

6. I agree to the use of anonymised quotes in publications. 
 

 

 

_______________________________________ ___________________  

Signature of Participant  Date 

 

 

_______________________________________ ___________________   

Name of person taking consent   Date 

 

 

 

_______________________________ 

Signature of person taking consent 

 

 

 

* When completed, 1 copy for participant and 1 copy for researcher site file. 
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X.II Interview Study 1: Final Interview Guide 

In the end, the following questions and probes/follow-ups were developed: 

1. Ramp-up 

1.1. How long have you been working at Bridgend Engine Plant (BEP)? 

1.2. In what line and role are you working? 

1.3. What is your favourite thing about working at BEP?  

- Why? 

1.4. What is your least favourite thing about working at BEP?  

- Why? 

2. Health and Safety at BEP 

2.1. H&S in general 

2.1.1. Tell me about Health and Safety (H&S) here at BEP. 

2.1.2. What factors encourage you to engage in H&S practice? 

2.1.3. Why do you think some people don't follow the H&S guidelines?  

- Can you give examples? 

- What in your opinion would benefit their H&S engagement? 

2.1.4. Do you feel safe at BEP? 

2.1.5. Do you feel that BEP is “taking care” of its employees? 

- In what way? Can you give an example? 

- If not, can you give examples? 

2.2. Communication 

2.2.1. When you first started at BEP, how did you learn about all H&S related top-

ics? 
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2.2.2. In what way are you being informed about H&S policies, etc.? 

2.2.3. How does communication at BEP work? 

- How are H&S documents used?  

- How are H&S documents communicated? 

2.2.4. How are H&S documents developed? 

- What works very well regarding H&S communication? 

- What room for improvement do you see at H&S communication? 

3. Safety audits 

3.1. For safety engineers/managers: 

3.1.1. How do you feel about taking safety walks/audits? 

3.1.2. What is your main focus when walking around or inspecting a site? 

3.1.3. How do you feel you are being perceived while on a safety walk/audit? 

3.1.4. If you had the power, what would you like to change? 

- About the approach? 

- About the perception and attitudes? 

3.2. For shop floor workers: 

3.2.1. How does it make you feel when you are being inspected throughout a safety 

walk/audit? 

3.2.2. If you had the power, what would you like to change? 

- About the approach? 

- About the perception and attitudes? 

4. H&S support 

4.1. What do you need to make work more safely and take better care of yours and your 

co-worker’s health?  
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- From management? 

- From H&S team? 

4.2. If you were in charge of H&S at BEP and your aim was to engage the worker’s in 

H&S and consequently wellbeing, what would you change? 

4.3. Is there anything else, you would like to share with me? 

- Any recommendations? 

- Ideas? 

- Relevant anecdotes? 
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X.III Interview Study 1: Recruitment Details 

The participants were recruited as follows: 

- Recruiting Management and (tariff and hourly-paid) union: Management as well as 

(tariff and hourly-paid) union representatives were approached through a presenta-

tion about the project in general and the upcoming interviews in particular in the 

monthly H&S meeting. They were asked to participate themselves and also distribute 

the information about the interviews to their teams in order to animate them to take 

part. They were then again contacted through a mail asking for a timeslot to have the 

interview. When no response was given or the designated interview timeslot was 

missed, another reminder was sent out by the researcher. Overall, management was 

happy to take part. 

- Recruiting H&S department: The H&S department team members were randomly 

asked by the researcher if they fancied taking part in the interviews. No more effort 

was needed, as they were all keen to join. 

- Engineers: They were addressed through direct contact with the researcher, who, in 

a personal conversation, introduced them to the project, process and asked them if 

they were willing to take part in the research. 

- Recruiting shop floor: Shop floor workers were, as aforementioned, firstly addressed 

through their supervisors. At the same time, posters and screens all over the plant 

were displayed, giving information about the interviews and the need for participants 

(see Figure 22).  
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Figure 22: Recruiting Shop Floor Workers for Interviews (Screen) 

As this approach proved to be ineffective, the researcher changed to a more personal 

and hands-on approach with the assistance of an H&S employee. It was considered, 

that being seen with an H&S employee may lead to the wrong and potentially harm-

ful association. It appears, that the H&S department does not have the best reputation 

among the workers and is also associated with management. Workers tend to be less 

willing to join if they feel that the information may be shared with their superiors. 

Considering this risk, the most well-liked by the workers and seen-as-approachable 

H&S employee was chosen to accompany the researcher and introduce her to the 

employees around the plant. First, the supervisors of the area and shift were ap-

proached and informed about the project and asked for their support, as they have to 

give their workers time off to take part in the interviews. Following, at break time, 

the researcher went to the break areas and introduced herself to the workers, ex-

plained her project as well as the need for volunteers and left some cookies as well 

as information leaflets for the workers (see Figure 23). Through this approach, the 

awareness was raised for the project, and volunteers came forward either right there 

and then or afterwards via mail. 
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Figure 23: Recruiting Shop Floor Workers For Interviews (Cookies) 

The challenges experienced with recruiting in a running plant site under the specific circum-

stances were presented as a poster on the ‘BPS Conference of Qualitative Methods in Psy-

chology & History & Philosophy of Psychology’, 3-5 July 2019 in Cardiff, Wales. The final 

poster can be seen in Figure 24. 
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Figure 24: Poster Presented on the BPS Conference 
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X.IV Interview Study 1: Template Analysis Details Initial Template Participants 

After screening all thirty-eight audio records, interviews were picked for transcription that 

seemed to offer deepest detail on themes and, at to a peripheral degree, give a cross-selection 

of the overall sample, thus a balanced number of each H&S dimension (i.e. areas and de-

partments as well as hierarchy levels and length of employment to BEP).  

This led to the transcription of ten interviews, of which one interview contained a group 

interview involving three participants. Therefore, the number of transcribed participants is 

twelve. The detailed demographics of those participants can be seen in Table 32 to Table 35. 

Table 32: Interviews - Transcribed - Participants 
Across Areas 

Area Count 

PLA 6 

PLB 4 

general 2 

Total 12 

 

 

Table 33: Interviews - Transcribed - Participants 
Across Tenure 

Tenure Count  

1-9 3 

10-19 4 

20+ 5 

Total 12 
 

Table 34: Interviews - Transcribed - Participants 
Across Role Level 

Role level Count 

Shop floor 8 

H&S 2 

Management 2 

Total 12 
 

Table 35: Interviews - Transcribed - Participants 
Across the Shop Floor 

Shop floor 

role 

Count 

Machining 4 

Assembly 4 

Total 8 
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X.V Interview Study 1: Transcription Guidelines 

Transcription means the process of transforming the verbal and non-verbal elements into the 

written word. This includes writing both, what is spoken but also the non-verbal elements 

e.g. nervous laughter, coughing or breaks. In order to analyse the interviews effectively, it 

was imperative to transcribe the interviews accurately. 

While in academia there is agreement that no transcription process is neutral (Baker, 2006), 

different bias may be limited through the systematic use of a transcription system. Nonethe-

less, with spoken and written language having significant differences, such as no punctua-

tions but pauses, pace and volume only present in spoken, a transcript can only be a ‘selective 

arrangement’ (Sandelowski, 1994, p. 311), since it is the product of interaction and transla-

tion between participant, recording and researcher (Braun and Clarke, 2013). 

All interviews were recorded, and the interviews considered in the initial template tran-

scribed by the researcher, enabling the researcher to become immersed in the data. Already 

while interviewing or transcribing, certain codes or ideas were noted down, so impulse ideas 

did not get lost in the process. Nevertheless, in qualitative research, there is always the risk 

of errors as neither interviewing nor transcription or analysis can ever be neutral (Braun and 

Clarke, 2013). 

In this case, the transcription was done orthographically (Hayes, 2012) using a practical ap-

proach. The use of a transcription notation system ensures the transcription of the spoken 

word into written form is consistent and thorough. In TemA the detail provided by the Jef-

ferson’s system (2014) is not needed and the system should be amended to the researcher’s 

needs (King, Brooks and Tabari, 2017). Further, Braun and Clarke (2013) recommended 

adopting as many of the verbal and non-semantic (i.e. uhm, mm-mh, etc.) properties of the 

spoken word as possible. This includes errors (.e.g. sentence structure, grammatical, etc.), 

stutters (e.g. I I I I I wasn’t sure) and vernacular/slang terms (e.g. when “can’t” was said, not 

changing it to “cannot”). They emphasise taking care with punctuation, so as to avoid chang-

ing meaning to the spoken word. However, this research is focused on the themes, as op-

posed to emotional reactions, i.e. what was said instead of how it was said. Therefore, a 

routine transcription (Sparkes and Smith, 2014) was adopted and contextual information as 
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well as semantic errors, such as stutters, repetitions and filler words/sounds, were only in-

cluded, if relevant to understanding the meaning of the spoken word. However, recordings 

of the interviews were archived, therefore independent assessment and analysation of the 

verbal and non-verbal responses can be conducted for verification purposes (Mays and Pope, 

1995). 

Consequently, the following transcription guidelines (see Table 36) were used:  

Table 36: Used transcription notation system (adapted from Jefferson (2014)) 

Feature/characteris-

tic 

Explanation and notation in transcript 

Identity of speaker The speaker’s name is signalled at the beginning of each speak-

ing part. Speakers are being introduced as “Px” (i.e. participant 

x), x stands for the number and the researcher is signalled as 

“R” (e.g. Participant 5 is signalled by P5). 

A new line is used for each speaker switch. 

Start and end times At the beginning of each speaking part, in the first line, infor-

mation was given on where this audio part can be found in the 

recording, noting the exact start and end time. 

Non-sematic utter-

ance 

Non-semantic sounds were mostly ignored. This includes affir-

mational noises or words by the researcher that were made in 

order to confirm listening or understanding during a monologue 

of the participant. All relevant non-verbal sounds, interruptions, 

spoken errors and alike were only signalled, when relevant to 

understanding the context of the content. 

The phonetically common non-verbal/non-semantic utterance, 

such as “uhm”, “ahm”, “hm-mh”, was spelt out trying to capture 

the phonetic sounds in letters  

Interruptions, overlap-

ping speech 

When two people were talking at the same time, those interrup-

tions were marked with a “//” at the start of the overlap. 
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Pauses When important to understanding the context of the content, 

pauses in speech (e.g. for thinking or taking notes) were sig-

nalled using “((…))”. “((…))” for a short pause (i.e. not more 

than 3 seconds) and “((……))” for long pauses.  

Non-verbal sounds When important to understanding the context of the content, 

non-verbal sounds, such as laughing, coughing, etc., were sig-

nalled using ((laughs)), ((coughs)).  

Connotations and ex-

planations 

When important to understanding the context of the content, 

background information on connotation or other background in-

formation/explanation are given by the researcher using square 

brackets (e.g. [sarcastic, sad voice]. This was also used for giv-

ing information on when parts of the audio file were not tran-

scribed because for example another person entered the room, 

and the interview was interrupted. 

Unrelated talk In the case in the recording the conversation drifted into unre-

lated topics or personal conversations about topics that were 

deemed irrelevant were not translated. Information about the 

left-out parts are shown in square brackets (e.g. [chatting about 

set up of the microphone]. If in the middle of the interview the 

topic drifted of, e.g. about the researcher’s home country and 

what areas there are worth a trip, those parts were additionally 

highlighted with three dots in square brackets (e.g. [[…] con-

versation about researcher’s home country]). 

Undecipherable 

words, unclear speak-

ing 

In case it could not be understood at all what was said, the part 

unclear is signalled as “((unclear))”. If the researcher was not 

sure, if she understood right, those words were signalled as 

“((unclear, maybe “xxx”))”. 

Irrelevant sounds or 

words/speech 

All other sounds, conversations etc, that are not directly relevant 

or important to the research, e.g. chitchat before the interview 



Appendix 
 

382 
 

or mumbling something to oneself are signalled as e.g. ((chit-

chat before the interview)). 

Emphasised words If a word was particularly highlighted and emphasised within 

speech, this word was written in capital letters (e.g. “I like my 

job. I REALLY like my job.”). 

Reported speech If an apparent verbatim report of a direct speech that was con-

ducted outside the current conversation was made, this was sig-

nalled by quotes around the respective part (e.g. …and then I 

said, “I think this is ok.”) 

 

An example of transcription can be seen in Figure 25. 

 

Figure 25: Example Excerpt for Transcription 

Each transcript was checked three times and, if necessary, edited for accuracy purposes, with 

randomised spot tests for quality assessment.  
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X.VI Interview Study 1: Quality of the Study 

In order to demonstrate and ensure the quality of the study, the criteria recommended by 

Sullivan and Forrester (2019) was followed. 

X.VI.IVReflexivity 

Being personally involved in the research and the main instrument, the researcher’s past 

experiences, mindset and personal skills does have an impact on the study. As such it is 

important to be aware of these impacts and reflect on them to minimalise potential impacts. 

Overall ethnographic vignettes were reflected upon and naturally apply to this study.  

During the interview process, the researcher kept a sporadic reflective diary, in which she 

noted down all feelings or thoughts related to the interviews (Houghton et al., 2013). On two 

occasions, strong feelings and personal beliefs which clashed with a participants’ mindset 

were identified.  

While these situations challenged the researcher, it also promoted personal growth and learn-

ing, with increased self-awareness. Consequently, greater care was taken in interviews to 

manage the extent of emotion displayed to maintain the relaxed environment without being 

perceived as judged. Moreover, this increased criticality of judgement to the analysation and 

interpretation process, through questioning and discussing insights and implications of own 

perceptions and values in supervision sessions.  

X.VI.V Transparency 

In order to ensure the quality of the study, a systematic and consistent approach was followed 

and transparently outlined in this chapter. This includes an explanation of all steps taken and 

any changes made to traditional procedure with the potential impacts they may have on this 

research.  

To enhance the quality of the data, during the transcription, coding and theme development, 

the results from each step were discussed detail with the supervisory team to identify blind-

spots or inconsistencies. Independent coding or respondent feedback were considered but 

avoided, as they would have broken the ethical contract made with the participants. Instead, 

the researcher herself critically and repetitively sample checked the work results at each 

stage in a test-retest format (i.e. allowing one to two days between tests in order to overcome 
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memory effect). As discussed previously, while it may not have eliminated all errors and 

risked researcher bias, internal consistency in error can be assumed. Additionally, detailed 

information on the undertaken steps and a change history of the codes and themes as well as 

the coding template was saved and can be seen on request.  

Due to ethical considerations, consent forms including personal information of the partici-

pants, audio records and detailed transcripts were saved on a secure drive and can only be 

provided to sponsors, regulatory authorities and Research & Development auditors on re-

quest. However, anonymised examples are given within the chapter where appropriate.  

X.VI.VICoherence 

Internal consistency, i.e. did the research study achieve what it aimed to look at and answer 

the research question, had to be achieved through coherence (Yardley, 2007). 

Closely linked to the aforementioned sub-section ‘Transparency and audit trails’, throughout 

the whole research process, a systematic approach was followed and the reasoning for all 

steps including process adjustments and handling of challenges including the impacts of de-

cisions on the research were critically considered and discussed with the supervisory team 

and then documented. Thus, coherency was ensured through a reflective and structured study 

process. 

X.VI.VII Trustworthiness and Rigour 

To ensure trustworthiness and rigour, it is important to demonstrate a thorough, coherent, 

transparent and systematic study process, in addition to a critical evaluation of decisions 

with respect to the study design, conduction, and interpretation of results (Sullivan and 

Forrester, 2019). 

Considering the above, the researcher applied a critical balancing method. This approach 

required considering both critical and opposing cases in the data when presenting a theme 

or a view. This challenged the researcher’s mindset and focus, since it was ensured that not 

only cases that fit the researcher’s thinking found their way into the report and a critical 

discussion could emerge.  
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In addition, the audit trail provided reliability by demonstrating the process and key deci-

sions as well as the underlying reasoning and considered implications. Thus, external re-

searchers can reconstruct and evaluate all decisions made, with the outlined study being 

critically and systematically conducted, while maintaining the quality of the research. 

X.VI.VIII Contribution 

This study offers a unique view of the H&S climate and H&S engagement including the 

relevant motivating factors and consequences within BEP. So far, BEP solemnly worked 

with quantitative surveys or technical audits in order to gauge H&S climate or performance 

issues. For the first time, qualitative data was gathered, systematically analysed and inter-

preted to understand workers’ motivations, perceptions, meaning-making as well as explore 

factors that currently or potentially can benefit or hamper positive H&S engagement and 

climate. 

Additionally, this study provides unique insights into how the BEP H&S climate influenced 

H&S engagement in workers. The study has also highlighted the challenges that exist within 

the plant with respect to the difference in perception of H&S compliance and behaviour 

between managers and shopfloor. It also demonstrated the strong influence that the leader-

follower relationship had on climate as well as engagement.  

Therefore, this study added to the literature by confirming the factors influencing engage-

ment and climate. However, it identified the leader-follower relationship as the strongest 

moderator of factors in the context of BEP. 
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X.VII Interview Study 1: Reflection Examples 

Occasion 1: Within one of the first management interviews, the researcher got a strong feel-

ing that the participant just told her what he thought she wanted to hear. While social desir-

ability bias was acknowledged to be a general threat in research and particular in qualitative 

research where the topic might be personally challenging (i.e. admitting rule-breaking or 

personal shortcomings), in this particular case the researcher felt strongly that this was the 

case. The manager reported how very positive and compliant everything runs in his depart-

ment. Through prompts and examples from other lines, the researcher then tried to motivate 

the participant to open up, as the researcher knew from observation and experience, that the 

department did not run as smoothly as the manager displayed it. The researcher realised then, 

that she felt annoyed by the dialogue and almost a little betrayed as if the participant was 

purposefully lying to her, which made it harder for her to keep a friendly and casual atmos-

phere. Luckily, being able to recognise the emotions within the interview and due to her 

experience in challenging emotional situations, she was able to keep a professional and 

friendly dialogue (presumably; no reactions to the mood swing could be detected). Later, 

upon reflection, the researcher had to admit that her reaction was not fair to the participant. 

Perhaps, he did not feel comfortable enough to share the challenges in his department or 

other fears kept him from opening up. Therefore, maybe the researcher could have done 

more to address or ease those fears. Another reason could be that the participant was simply 

very positive by character and rather sees the positive and likes to ignore the negative. This 

means that he did not feel that anything in his department may not be up to standard. The 

researcher made a note to herself to be more accepting of different characters in the future 

and valuing their insights as accounts on the positives in the plant. 

Occasion 2: In another management interview, the researcher was confronted with a man-

ager that showed a very positivist view of the world. He criticised the workers for being lazy 

and disloyal and showed no understanding of why the workers do not comply with all rules 

at all times since they are being paid for it and not always follow his orders as a manager. 

This view strongly clashed with the researcher’s mindset that workers are independent-

thinking individuals who have positive intentions and generally come to work to make a 

good job, yet still follow their own values and beliefs which may not always are congruent 
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with this managers’ values and beliefs. To the researcher, it appeared that this manager ex-

pected the workers to be life robots who when charged (through salary) just do their job 

while following the processes without asking questions or having individual emotions. The 

researcher was surprised to still find this kind of mindset and perceived it as a lack of social 

intelligence since she generally got to know this manager as a sharp and caring being. On 

reflection, the researcher again acknowledged that she has to be more open to different mind-

sets and value the insights considering that this manager was probably not the only one shar-

ing these kinds of beliefs, and thus, might reflect on the culture and climate in the plant. 
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X.VIII Interview Study 2: Ethics Application 

X.VIII.IX Application Form (incl. Amendments) 

When undertaking a research or innovation project, Cardiff Met staff and students are 

obliged to complete this form in order that the ethics implications of that project may be 

considered.  

The document Ethics application guidance notes will help you complete this form and is 

available from the Ethics Governance Section of the Cardiff Met website. The School or 

Unit in which you are based may also have produced some guidance documents which you 

can access via your supervisor or School Ethics Coordinator.  

PLEASE NOTE:  

Participant recruitment or data collection MUST NOT commence until ethics approval 

has been obtained.  

This is an addition to the former ethics application. For easier navigation, changes are 

highlighted in yellow.  

PART ONE  

1A: GENERAL INFORMATION  

Name of applicant:  Franziska Homann  

Supervisor (if student project):  Dr. Peter Sykes, Dr. Caroline Limbert  

School /Unit:  School of Sport and Health Sciences  

Student number (if applicable):  ST20144610  

Programme enrolled on (if applicable):  10870 MPhil/PhD  

Project Title:  Engaging workers in health and safety measures: 

Increased health, safety and wellbeing perfor-

mance by worker engagement (working title)  

Expected start date of data collection:  15/06/2020  
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Approximate duration of data collection:  3 months  

Funding Body (if applicable):  KESS (http://kess2.ac.uk/)  

Other researcher(s) working on the pro-

ject:  

none  

Will the study involve NHS patients or 

staff?  

No  

Will the study involve human samples 

and/or human cell lines?  

No  

  

1B: Does your project fall entirely within one of the following categories:  

Desk based, involving only documents and not involving the collection of 

data from participants  

No  

Laboratory based, not involving human participants, human samples, animals 

or animal derived material  

No  

Practice based not involving human participants (eg curatorial, practice audit)  No  

Answering YES to any of these questions indicates that the project does not include any 

participants and you will not therefore be collecting participant data.  

If this is the case, please provide a short (150 words) non-technical summary of the project, 

complete the Declaration at the bottom of the form and forward this form to your School 

Ethics Committee (or equivalent).  

No further information regarding your project is required and you do not need to complete 

any more sections of this form.  

  

If you have answered NO to all of these questions, please proceed to 1C.  

Non-technical summary of the project:  
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Click here to enter text.  

  

1C: Does your project fall entirely within one of the following categories:  

Compulsory projects in professional practice (eg Initial Teacher Education)  

  

No  

A project for which NHS approval has been obtained  

NB If this is the case, please ensure that you submit copies of the following 

with this form:  

• any questionnaires to be used  

• participant consent /asset form and withdrawal form  

• participant information sheets  

  

No  

A project which is not compulsory in professional practice and has gained 

external ethics approval from a body other than the NHS.  

NB If this is the case, please ensure that you submit a copy of the approved 

ethics application with this form.  

  

No  

If you have answered YES to any of these questions, please provide a short (150 words) 

non-technical summary of the project and complete the rest of Part One of this form. You 

do not need to complete Part Two.  

Forward your completed form, along with any additional documents required (as indicated 

above) to your School Ethics Committee (or equivalent).  

  

If you have answered NO to all of these questions, please complete the rest of this form 

including Part Two.  
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Non-technical summary of the project:  

Click here to enter text.  

  

1D: DATA COLLECTION AND STORAGE  

What types of data will you collect or create?  

Data will be qualitative and created and collected using video conference call-based inter-

views  

How will you manage access to and security of the data?  

All data will be stored in accordance with the Data Protection Act and GDPR. All electronic 

data will be stored in secure online University OneDrive cloud storage. Only the researchers, 

sponsors, regulatory authorities and Research & Development auditors will have access to 

the data. No employees at BEP will have access to the data or be allowed to read the tran-

scripts to ensure confidentiality. The transcribed data will be filed in a different folder to the 

consent forms.  

Participants will be informed that they will have the opportunity to change their responses 

to the interview questions or withdraw from the study at any stage during the interview or 

up to two weeks following data collection, data will be kept for 10 years, participants will 

be allowed access to their data up to this time, anonymity will be maintained as names will 

be coded, with information relating names to codes only held by the lead researcher, and 

names will not be included in any publication or write up.  

Will the data collected be subject to the data retention protocols of any of the following 

bodies?  

• Human Tissue Authority (HTA)  

• Health and Care Research Wales (HCRW)  

• Applications involving the NHS which will be submitted via IRAS  

Yes  ☐  
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For any project which is subject to the data retention protocols of an external body listed, 

you must develop a data storage plan to be submitted alongside this document for consider-

ation by your School or Unit Ethics Panel.  

  

No ☒  

Please confirm that the data collected will be stored in a manner which complies with Cardiff 

Met requirements via one of the following statements.  

  

STATEMENT 1: FOR STUDENTS ON TAUGHT COURSES  

I confirm that any non-anonymised data related to research participants will only be 

stored on OneDrive and that all data held elsewhere will be deleted, unless it is anon-

ymised.  

  

  

  

☐  

STATEMENT 2: FOR STAFF APPLYING ON BEHALF OF STUDENTS ON 

TAUGHT COURSES  

I confirm that all students covered by this application are aware of their obligation to 

ensure that non-anonymised data related to research participants must only be stored 

on their Cardiff Met student OneDrive account and that all data held elsewhere must 

be deleted, unless it is anonymised.  

  

  

  

  

☐  

STATEMENT 3: FOR RESEARCH STUDENTS AND STAFF  

I confirm that any non-anonymised data related to research participants will be stored 

in a secure manner (using a platform such as OneDrive or FigShare) and that all data 

held elsewhere will be deleted unless it is anonymised.  

  

  

  

  

☒  
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Signature of the applicant:  

  

  

Date: 30/05/2020  

FOR STUDENT PROJECTS ONLY  

Name of supervisor:  

  

  

Date: 03/06/2020  

Signature of supervisor:  

  

  

  

Research Ethics Committee use only  
Decision reached:  
Click here to enter text.  
Project reference number: Click here to enter text.  
Name: Click here to enter text.  Date: Click here to enter a date.  
Details of any conditions upon which approval is dependant:  
Click here to enter text.  
 
PART TWO  
If you haven’t already done so elsewhere on this form, in the box below, provide a short 
(150 words), non-technical summary of the project.  
Over the past decade, safety research focused mainly on the prevention of safety errors (i.e. 
Safety-I), and only recently changed to taking humans as proactive resources into account 
(i.e. Safety-II; Hollnagel, Wears, & Braithwaite, 2015). A positively perceived safety culture 
is found to be positively related to cognitively and emotionally engaged workers, who con-
sequently show increased safety performance outcome (Nahrgang, Morgeson, & Hofmann, 
2011; Wachter & Yorio, 2014).  
In a previous study, factors that influence health and safety (H&S) engagement in workers 
in the Ford Bridgend Engine plant were identified. Following, based on the findings and the 
relevant literature, an intervention idea in the form of a participatory action research ap-
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proach was designed. This preliminary study aims to gather feedback from relevant employ-
ees on the proposed intervention idea in order to develop the intervention recommendation 
further. However, implementation is not in scope of this project.  
￼  
References:  
Health and Safety Executive (HSE) (2017) Health and safety at work - Summary statistics 
for Great Britain 2017. Available at: http://www.hse.gov.uk/statistics/overall/hssh1617.pdf 
(Accessed: 22 June 2018).  
￼  
Hollnagel, E., Wears, R. L. and Braithwaite, J. (2015) ‘From Safety-I to Safety-II: A White 
Paper’, The resilient health care net: published simultaneously by the University of Southern 
Denmark, University of Florida, USA, and Macquarie University, Australia. Available at: 
https://www.england.nhs.uk/signuptosafety/wp-content/uploads/sites/16/2015/10/safety-1-
safety-2-whte-papr.pdf (Accessed: 2 July 2018).  
￼  
Nahrgang, J. D., Morgeson, F. P. and Hofmann, D. A. (2011) ‘Safety at Work: A Meta-
Analytic Investigation of the Link Between Job Demands, Job Resources, Burnout, Engage-
ment, and Safety Outcomes’, Journal of Applied Psychology, 96(1), pp. 71–94. doi: 
10.1037/a0021484.  
￼  
Wachter, J. K. and Yorio, P. L. (2014) ‘A system of safety management practices and worker 
engagement for reducing and preventing accidents: An empirical and theoretical investiga-
tion’, Accident Analysis and Prevention, 68, pp. 117–130. doi: 10.1016/j.aap.2013.07.029.  
￼  
A RESEARCH DESIGN  
A1 Will you be using an approved protocol in your project?  No  
A2 If yes, please state the name and code of the approved protocol to be used1  
Click here to enter text.  
A3 Describe the research design to be used in your project  
Summary:  
The preliminary study will be conducted to gather feedback from potential participants on 
the intervention idea with respect to its practicability, acceptability and feasibility. Hereby, 
the focus is on the proposed intervention idea and its possible implementation. Feedback 
will be collected through semi-structured interviews via video conferencing call and face-
to-face.  
  
Research aim:  
Gathering and analysing feedback on the intervention idea with respect to acceptability, 
practicability and feasibility of the proposed intervention recommendation from the target 
group to ensure effectiveness of the intervention. Further, gaining insights about possible 
shortcomings that affect the target group’s acceptability of the intervention are aimed to be 
identified.  
  
Research method and process:  
Semi-structured interviews via video conferencing call (i.e. Teams) and fact-to-face will be 
conducted as it allows the researcher to gather the participants’ perceptions and opinions on 
the whole intervention idea as well as particular parts of it. Furthermore, it allowed the 
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needed flexibility to adapt to the challenging situation because of the limited availability of 
participants due to the COVID-19 pandemic as well as the timeframe of the PhD.  
Each interview will take 30-40 minutes. The flexibility will allow to go deeper into topics 
that seem significant and also give the participant an opportunity to share whatever he/she 
perceives as relevant.  
At least a week before the interview, participants will be provided with the following:  
a) A participation sheet: The participant will get a participant information sheet with all 
necessary information before starting the interview (see Appendix). In case of questions, 
they have the researcher’s mail address. It will be highlighted that, after the interview, the 
participant will be able to request to have the transcript sent to him/her for review and that 
he/she can withdraw any statement made within 2 weeks of the interview.  
b) An intervention idea information handout: Participants will be asked to read the interven-
tion idea information handout before the interview. This document provides the participant, 
along the participation sheet, with information on how the study will be conducted as well 
as with the main questions that will be asked during the interview. However, the main part 
of the document is the detailed description of the intervention idea (see Appendix). The aim 
is here to give the participant the chance to immerse him-/herself in the topic in his/her own 
time and therefore, potentially reduce the time of the interviews. The participant therefore 
has the chance to think about the feasibility and practicability of the intervention up front 
and note down questions and comments.  
c) Link to consent form: After having read the participation sheet (and possibly the inter-
vention idea information handout), so that they can make an informed decision, they are 
asked to consent to taking part in the study by signing an online consent form (see Appendix 
B; https://tinyurl.com/interventioninterviewconsent).  
After the participant has consented to taking part in the research, a date for the interview 
will be set.  
In the video call session, a brief introduction to the study, the ethical background and the 
intervention idea will be given to the participant. The depths of the information concerning 
the intervention idea is dependent on the participants understanding of the handout (i.e. if 
he/she understood everything, the overview will be more concise then for someone, who 
reports understanding problems). As an aid, a presentation was prepared (see Appendix)  
In case of online interviews, interviews will be recorded using the software within Teams 
and using an additional audio recorder as backup. In case of face-to-face interviews, record-
ings will be conducted using an audio recorder. The purpose of the recording is to allow the 
researcher to capture all the information discussed during the interview, which is important 
to analyse them later. The recordings will later be transcribed, with all personal information 
being coded and anonymised. Once the transcription has been completed and checked by 
the interviewer for accuracy, the videotapes will be erased. The resulting transcription files 
will be uploaded to a password secure cloud storage.  
To ensure the effectivity and efficiency of the interviews in meeting the research aims, two 
pilot interviews will be conducted in order to test the understandability of the supporting 
documents as well as the question guide. The feedback from these interviews will be used 
to improve the supporting materials as well as the question guide before further participants 
will be recruited.  
  
Interview guide:  
The questions in the interview guide were developed based on the seven components of the 
theoretical framework of acceptability (TFA) by Sekhon et al. (2017) which was developed 
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following an extensive literature review (n=43) of acceptability interventions in a healthcare 
setting. While some of the categories reflect on concurrent and retrospective evaluation of 
intervention acceptability, these were adapted to fit the evaluation of the intervention idea 
instead of an implemented pilot. In addition, areas that were already mentioned in the liter-
ature as challenging (e.g. time for working group sessions during tide production-line sched-
ules as mentioned by Jeschke et al. (2017)) were addressed. The complete chronological 
order of the questions as well as additional questions concerning the intervention implemen-
tation can be found in the interview guide (see Appendix).  
On top of that, out of actuality, two questions were added that reflect on the influence of the 
COVID-19 pandemic on the participants’ mindset towards H&S. In the last interviews, 
many workers expressed that they do not feel cared for by the company. Due to the COVID 
pandemic, the plant implemented several measures and invested a sustainable amount of 
money in different measures (e.g. temperature scanners at all entrances) to keep their work-
ers safe from the virus and adhere to the government guidelines. Therefore, it begs the ques-
tion, if the general view of the workers with respect of ‘feeling cared for’ has changed or if 
there is a difference on how they perceive the COVID measures in comparison to the general 
H&S measures. While these questions are not directly related to the intervention idea, they 
give valuable insights on how the plant employees perceive different H&S measures, how 
they change their perception of the company and what makes intervention more accepted 
than others. Hence, the following two questions were added to the questionnaire:  
Tell me about the changes in safe working in the plant since the COVID pandemic?  
How do the pandemic related measures make you act or think differently about health and 
safety?  
  
Sample and sampling:  
The research is in cooperation with the Bridgend Engine Plant (BEP). Since all participants 
will be employees of the plant, this can be considered a purposive sample. In order to gain 
a comprehensive view and insights from all angles, special attention will be paid to recruit-
ing a broad sample of participants across hierarchical levels, product lines and departments. 
Therefore, the aim is to recruit 12-15 participants to have a representative sample of the 
plant (i.e. 1-2 managers, 1 safety professional, 1-2 supervisors, 2-4 assembly line workers, 
2-4 machining workers, 1-2 speciality area workers).  
Safety professionals within the plant will be used as “study champions” who will talk to 
workers. These will be briefed in depth beforehand, so they know all details about the study 
and can answer questions.  
In order to still keep anonymity of participants, the “research champions” will be provided 
with flyer (see Appendix), that entail the most important information about the study as well 
as the researcher’s email. This way, the workers who are interested can contact the re-
searcher directly.  
Furthermore, posters (see Appendix) will be hung up in public places throughout the plant 
to catch the workers attention.  
Further, workers attending safety training will be approached by the researcher and asked if 
they were interested to take part in the study.  
As an incentive, a token of their voluntary participation and a recognition of their time in-
vested in the study (i.e. reading the about 3.500 word intervention idea information handout 
and taking part in the interviews), a £15 amazon voucher by KESS will be given to each 
participant who completes the interview. After the very limited amount of volunteers in the 
first few weeks, the plant agreed on offering an additional £25 voucher (that they can spend 
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on the Terryberry recognition catalogue: https://eur01.safelinks.protection.out-
look.com/?url=https%3A%2F%2Fwww.terryberry.com%2Fproducts-and-ser-
vices%2Frecognition-awards%2F&amp;data=02%7C01%7Cfrhomann%40cardiff-
met.ac.uk%7C3cc20dad5d984ce48ff508d8272cc9dd%7C189dc61c769b40488b0f6de074b
ba26c%7C0%7C0%7C637302420599638517&amp;sdata=WVq17WxL919VDK2LfQO8
C3AgzRa%2Fkan90nlwYyjkleE%3D&amp;reserved=0) as well as a Reward & Recogni-
tion (R&R) certificate for participation in order to promote and encourage participation in 
the study (see Appendix H).  
To triangulate the replies from the plant workers’ with other sets of experiences, profession-
als with extensive experiences in implementing interventions in a production-line setting are 
to be interviewed. The potential participants of this study part will be identified via profes-
sional magazines and recommendations.  
  
Data analysis:  
Interviews will be audio recorded and transcribed verbatim. A thematic analysis approach 
will be adopted to categorise participant responses into themes. Thematic analysis has been 
chosen, as the study aims to understand the opinions and attitudes of participants with re-
spect to feasibility, practicability and acceptability of the proposed intervention idea, hence 
thematic analysis of responses is appropriate.  
  
Further information:  
The plant agreed on offering each participant 3 hours off the assembly line, so they have 
time to read the handout and conduct the interview on work hours (see Appendix). Further-
more, BEP will provide meeting rooms with computers for the participants to take part in 
the interviews in a safe and undisturbed environment (see Appendix). Of course, participants 
are also free to choose to conduct the videocall from their home in case they have access to 
a sufficient computer there. Hence, each participant can choose where he/she feels most 
comfortable to conduct the interview and the researcher will try to comply. Workers can 
also have the interview face-to-face in a safe and clean meeting room provided by BEP. 
During the face-to-face interviews, masks must be worn and at least 2m distance must be 
kept at all times.  
The safety office will offer to provide printed versions of the intervention idea information 
handout and the participation sheet for those participants that prefer to read from paper than 
a screen.  
Three participants were already interviewed under the original ethics agreement. To keep 
the benefits in participating fair, these will be asked if they would be interested in the addi-
tional incentives and if so, if they were willing to re-submit the consent form accordingly 
(i.e. the added question: agreeing to sharing their name with the safety department and re-
ceiving the incentives).  
  
A4 Will the project involve deceptive or covert research?  No  
A5 If yes, give a rationale for the use of deceptive or covert research  
Click here to enter text.  
A6 Will the project have security sensitive implications?  No  
A7 If yes, please explain what they are and the measures that are proposed to address them  
Click here to enter text.  
  
B PREVIOUS EXPERIENCE  

https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.terryberry.com%2Fproducts-and-services%2Frecognition-awards%2F&amp;data=02%7C01%7Cfrhomann%40cardiffmet.ac.uk%7C3cc20dad5d984ce48ff508d8272cc9dd%7C189dc61c769b40488b0f6de074bba26c%7C0%7C0%7C637302420599638517&amp;sdata=WVq17WxL919VDK2LfQO8C3AgzRa%2Fkan90nlwYyjkleE%3D&amp;reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.terryberry.com%2Fproducts-and-services%2Frecognition-awards%2F&amp;data=02%7C01%7Cfrhomann%40cardiffmet.ac.uk%7C3cc20dad5d984ce48ff508d8272cc9dd%7C189dc61c769b40488b0f6de074bba26c%7C0%7C0%7C637302420599638517&amp;sdata=WVq17WxL919VDK2LfQO8C3AgzRa%2Fkan90nlwYyjkleE%3D&amp;reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.terryberry.com%2Fproducts-and-services%2Frecognition-awards%2F&amp;data=02%7C01%7Cfrhomann%40cardiffmet.ac.uk%7C3cc20dad5d984ce48ff508d8272cc9dd%7C189dc61c769b40488b0f6de074bba26c%7C0%7C0%7C637302420599638517&amp;sdata=WVq17WxL919VDK2LfQO8C3AgzRa%2Fkan90nlwYyjkleE%3D&amp;reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.terryberry.com%2Fproducts-and-services%2Frecognition-awards%2F&amp;data=02%7C01%7Cfrhomann%40cardiffmet.ac.uk%7C3cc20dad5d984ce48ff508d8272cc9dd%7C189dc61c769b40488b0f6de074bba26c%7C0%7C0%7C637302420599638517&amp;sdata=WVq17WxL919VDK2LfQO8C3AgzRa%2Fkan90nlwYyjkleE%3D&amp;reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.terryberry.com%2Fproducts-and-services%2Frecognition-awards%2F&amp;data=02%7C01%7Cfrhomann%40cardiffmet.ac.uk%7C3cc20dad5d984ce48ff508d8272cc9dd%7C189dc61c769b40488b0f6de074bba26c%7C0%7C0%7C637302420599638517&amp;sdata=WVq17WxL919VDK2LfQO8C3AgzRa%2Fkan90nlwYyjkleE%3D&amp;reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.terryberry.com%2Fproducts-and-services%2Frecognition-awards%2F&amp;data=02%7C01%7Cfrhomann%40cardiffmet.ac.uk%7C3cc20dad5d984ce48ff508d8272cc9dd%7C189dc61c769b40488b0f6de074bba26c%7C0%7C0%7C637302420599638517&amp;sdata=WVq17WxL919VDK2LfQO8C3AgzRa%2Fkan90nlwYyjkleE%3D&amp;reserved=0
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B1 What previous experience of research involving human participants relevant to this pro-
ject do you have?  
As a PhD student, the researcher has conducted 38 interviews in a former study with BEP 
employees. This has provided her with in-depth experiences and an understanding of the 
challenges surrounding interviewing in general and of this particular population. Moreover, 
the researcher attended several workshops and lectures with respect to qualitative research 
and in her role as an Hourly Paid Lecturer even lectured Bachelor students in qualitative 
research methods with a focus on Thematic Analysis.  
Furthermore, the researcher has conducted a Masters projects (2010-2011) using implicit 
(i.e. IAT) and explicit (i.e. questionnaire) measures and during the masters programme she 
also conducted research within a project consisting of questionnaires and focus groups. Alt-
hough, the studies’ topics are different to the PhD, it provided the researcher with skills and 
confidence to conduct the interviews.  
B2 Student project only  

What previous experience of research involving human participants relevant to this pro-
ject does your supervisor have?  

The supervisory team has extensive experience of supervising students undertaking this type 
of research at masters and PhD level. They have also conducted their own research with 
human participants as part of their own research activities using interview methodology in 
a workplace environment.  
  
C POTENTIAL RISKS  
C1 What potential risks do you foresee?  
1. Risk to participants’ rights related to personal information: Personal data as well as (po-
tentially) commercially sensitive information will be handled. The security and privacy for 
personal data and sensitive information has to be secured. Yet, the risk of breaches of con-
fidentiality may arise.  
2. Risk of misrepresentation of participant data: Participants may feel uncomfortable with 
certain questions or afterwards with answers they provided.  
3. Risk of participant fear of repercussion if they choose to not participate in the study: 
Participants may feel obliged to take part when addressed by the “Research Champion”.  
4. Similarly, due to the use of “Research Champions”, the likelihood of selection bias might 
be raised, as they might (implicitly or explicitly) select certain participants to talk to.  
5. Interviewees feeling uncomfortable/underprepared for the interviews: Participants may 
develop feelings of distress or upset before or during the interview. Further, they may get 
offensive or violent to the researcher.  
6. Due to the incentives, that BEP provides, the H&S office as well as the respective super-
visor need to be informed about who took part in the study in order to issue the voucher and 
certificate as well as to release the respective employee from the line. This may intimidate 
certain employees as they fear of repercussion in being known to have taken part in the 
study. Furthermore, the confidentiality of participation cannot be ensured anymore, since 
certain individuals within BEP need to know the names of the participants in order to issue 
the rewards.  
7. Bias due to incentives: The use of incentives may alter the participants interest in the 
study and their motive to take part.  
8. Covid-19: Participants and interviewer spreading infection during interviews.  
9. Covid-19: Infection from disease while walking on plant site.  
C2 How will you deal with the potential risks?  



Appendix 
 

399 
 

1. To ensure participants’ rights of confidentiality is maintained, this research will comply 
with the Data Protection Act/GDPR (2018) and the Cardiff Metropolitan University research 
data management policy. Before taking part in the study, participants will be informed in 
detail about factors relevant to the study through the participation sheet and the handout. 
This will enable them to give informed consent to participate and be aware of their risks and 
rights. Further, each participant will be given the opportunity to request review of the tran-
script of their interview and can redact any statement in it or withdraw from the study at that 
point.  
Regarding the security of data, the recorded conversation will be transcribed. All infor-
mation will be coded and anonymised. Once the transcription has been completed and 
checked by the interviewer for accuracy, the audiotape will be erased. All electronic data 
will be filed on a secure cloud storage and can only be accessed with a secure password. 
Only the researchers, sponsors, regulatory authorities and Research & Development auditors 
will have access to the data. This means, no employees at BEP will have access to the data 
or be allowed to read the transcripts to ensure confidentiality, besides the participant his/her 
own data.  
2. The risk of misrepresenting participant data is low, however, giving participants the op-
portunity to withdraw their data and allowing participants to change their responses to the 
questions of the interviews within two weeks following completion will reduce the risk of 
the misinterpretation of data. Participants will be informed through the participant infor-
mation sheet that they can request a copy of their transcript for them to review their re-
sponses to the questions.  
3. Being approached by a “Research Champion” might put (unintendedly) pressure on the 
individual and it may feel obliged to participate. In order to avoid this, the “Research Cham-
pions” were briefed in-depth about how to approach individuals and were sensitised about 
the pressure they may insert. Furthermore, they were provided with Flyer (Appendix), so 
that the individuals can contact the researcher directly. This way, the “Research Champions” 
do not know who ended up taking part in the study and confidentiality can be ensured to a 
certain degree (exception see risk 6).  
4. The “Research Champions” were repeatedly briefed by the researcher. During those brief-
ings, they were sensitised for the matter of selection bias and it was highlighted, that all 
workers need to be addressed. However, since the nature of the sampling is purposive any-
way, a certain selection is necessary. Further, it was decided, that poster will be hung up in 
popular places in the plant to catch the workers attention, and therefore, increase the likeli-
hood of reaching all workers (Appendix).  
5. This risk is unlikely, since the questions asked are designed to be neither personal nor 
offensive. To ensure the participants of the research feel prepared for the interview, the in-
terview guide, participation form and the handout will be provided to participants alongside 
the participant consent form at least a week before the interviews. This gives participants 
the opportunity to ask any questions via email and help them prepare for the interview. Fur-
ther, the participant information form will contain a link to a helpline in case the participant 
will feel upset during or after the interview. Participants will be made aware that they can 
withdraw from taking part in the interview at any time and there will be no pressure to talk 
about anything they are not comfortable discussing.  
6. The likelihood for this risk is very slim, as the study does not tackle a sensitive subject 
and therefore is unlikely to trigger mockery by other employees. However, the researcher 
will try to keep the circle of knowing people to as small as possible (namely, the managers, 
Reece Adams & Neil Davis (for R&R certificate sign-off) and the three safety department 
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employees (for submitting and giving out R&R certificate) as well as the respective super-
visor of the participants (to let him/her off line). Yet, it will be highlighted to them how 
important it is to guarantee the participants’ welfare through confidentiality. While confi-
dentiality of participation cannot be completely granted anymore by the researcher (i.e. the 
name of the participants will be shared between researcher, safety department in the plant 
and potentially top-management, university, the confidentiality and anonymity of input (i.e. 
what the participant shares with the researcher) is still ensured. Additionally, in the consent 
form, the participant can indicate, that he/she prefers to have his/her data shared with the 
plant, however then he/she needs to agree to give the £25 voucher, the certificate and the 3 
hours time off line a miss and only receive the £15 voucher by KESS.  
7. While this risk is likely, the negative consequences are limited. Due to the incentives, 
individuals who may not have considered taken part might be interested now. This may lead 
to participants not taking part based on their personal motivation to aid the project but more 
based on their interest in receiving the incentives. While this might be true, on the positive 
side, this may open up the sample to more inclusivity as the participants do offer up their 
time and input. Furthermore, the insights of any individual are valuable, regardless of their 
motivation.  
8. Meeting duration will be kept to a minimum. Eating during the interview is prohibited. 
Only two people together in a room – 2 m minimum apart. Mask must be worn by both 
parties. Desk fan use prohibited. Disinfection clean of table, chair, door handle etc. after 
each session.  
9. 2m distance to be kept at all times. Everyone entering the plant to attest that they under-
stand their personal responsibilities.  
Number of workers entering the plant at one time reduced by staggered shift start times. 
Only business essential contractors and visitors are permitted on-site. All employees to be 
issued with a personal care kit, inclusive of face masks, hand sanitiser and personal ther-
mometer. All people entering the plant to complete a daily health questionnaire. Any failures 
will not be issued with a badge and will be denied access into plant. Vulnerable categorised 
or registered employees will be pre-screened by OHD.  
All workers to be temperature screened within the carpark or Main Security Lodge - Any 
person with an elevated temperature to be refused entry into plant. Information & instruction 
on identified hazards & control measures to be given to workers. Widespread deep cleaning 
of the plant has occurred to include turnstiles, doors, handles etc. Floor markings in place to 
define 2m intervals at high footfall areas.  
  
When submitting your application you MUST attach a copy of the following:  

• All information sheets  
• Consent/assent form(s)  
• Withdrawal of consent form  

An exemplar information sheet, exemplar participant consent form and exemplar participant 
withdrawal form are available via the research section of the Cardiff Met website (see section 
on Ethics Governance). These are based on good practice and will be useful in the majority 
of cases. However, it is recognised that in some cases a project will be subject to require-
ments from an external body. Use of these exemplars is therefore not obligatory.  
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X.VIII.X Participant Information Sheet  

  

  

Participant Information Sheet 

Reference Number: PGR-2855 

Engaging workers in health and safety measures: Increased health, safety and wellbe-

ing performance by worker engagement 

Information Sheet 

Thank you for considering taking part in this study.  

This study aims to gather feedback from you on an intervention idea that aims to improve 

the health and safety engagement in the plant. We need your input with respect to its practi-

cability, acceptability and feasibility. Hereby, the focus is on the proposed intervention idea 

and how it would work in a full-running plant, similar to BEP. Your feedback will be col-

lected through a semi-structured interviews in a video conferencing call or face-to-face.  

We would like to ask for a small amount of your time (30-40 min) and invite you to take 

part in this exciting research study. Before you decide to take part, however, it is important 

that you understand what the research is for, and what it will involve for you. Please read 

the following information and do not hesitate to ask any questions about anything that might 

not be clear to you by contacting the researcher - contact information can be found at the 

end of this information sheet. Make sure that you are happy before you decide what to do. 

Thank you for taking the time to consider this invitation to participate in this new study.  

What is this all about?  
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The last interviews in the plant revealed that in order to improve the health and safety en-

gagement in the plant, a future intervention should aim for the workers to feel:  

• heard and properly listened as well as taken serious to by management,  

• appreciated and recognized for their expertise by management,  

• involved and part of decision, as well as genuinely fared for by the company and 

management.  

Thus, the next question in the research was: What exactly do we need to do to improve this?  

This is where you come in and where I need your help.  

Based on the interview findings and the scientific literature an intervention idea was de-

signed. In this study, we would like to present this intervention idea to you and ask for your 

feedback on it.  

The results of the interviews will then be used to improve the intervention idea.  

  

Why were you asked to participate?  

You are invited to take part in this research project because the aim of this intervention is to 

improve the health and safety engagement of workers, hence the intervention should be tai-

lor-made for you as a worker and a plant. Taking part in an interview will give you an op-

portunity to have your opinions heard and taken into account.  

Your participation is entirely voluntary and it is up to you to decide whether or not to take 

part. If you decide not to take part, there will be no penalty and nobody at the plant will 

know who has taken part and who has not.  

  

What will happen if you volunteer?  

If you agree to take part in this research project, the following will happen:  

After reading this participation sheet and answering all your questions, we will ask you to 

sign a consent form to show that you understood the participation sheet and that you have 

agreed to take part.  
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If you choose to take part, you can change your mind at any time and withdraw from the 

study without need to provide a reason. You can also withdraw any data you have provided 

for up to two weeks after participation. You can also request a copy of your interview tran-

script and amend or withdraw any responses you make up to two weeks following the com-

pletion of the interview.  

For consenting to the research please visit https://tinyurl.com/interventioninterviewconsent 

and check the required boxes or fill out the paper consent form. As a little thank you for your 

time, you will also be offered a £15 Amazon voucher after the successful interview conduc-

tion for which you can provide your information in the consent sheet. Furthermore, if you 

agree that your name is shared with the BEP Safety department, then BEP like to offer you 

as an additional token of gratitude a £25 voucher for the Terryberry Recognition catalogue 

(https://www.terryberry.com/products-and-services/recognition-awards/) and a Reward and 

Recognition (R&R) certificate that confirms your participation in this culture project can 

may enrich your personal CV. In addition, to prepare for and conduct the interview, you can 

take up to 3 hours off the line in agreement with your supervisor.  

  

After that, the researcher and you will agree on a date for the interview.  

To prepare for the interview, please take a quiet moment to read the Intervention Idea Infor-

mation Handout. This will be sent to you by the researcher. It will describe the intervention 

idea in-depth to you. In case you prefer a paper copy, the safety office can provide you with 

one. This will be the base for our interview, so please make sure you understand it in detail 

and potentially make notes on comments. In this document you can also see what questions 

you will be asked in the interview. If you have any questions regarding the intervention, the 

study or anything else, please do not hesitate to contact the researcher.  

In the interview, the conversations will be recorded using the build-in software or an audio 

recorder. The purpose of the recording is to allow the researcher to capture all the infor-

mation discussed during the interview, which is important for her to analyse later.  

We foresee interviews taking no longer than 30-40 minutes. If you decide to participate, as 

said before, you will be given a copy of the questions before the interview, so that you can 

prepare if you wish to do so.  

http://ttps/tinyurl.com/interventioninterviewconsent
https://www.terryberry.com/products-and-services/recognition-awards/
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You can choose where you would feel comfortable to conduct the interview. In case you 

prefer an online conversation/video call, BEP will provide a meeting room with a computer 

for you to take part in the interviews in a safe and undisturbed environment. Of course, you 

are also free to choose to conduct the video call from the comfort of your own home, pro-

vided that you have access to a sufficient computer there and a quiet place. If you rather have 

the interview in person, BEP will provide us with a clean and quite meeting room in which 

we can talk face-to-face, of course while adhering to the Covid-19 safety measures (e.g. 

wearing a mask, keeping 2m distance).  

Are there any risks?  

The interview asks very broad open questions, so it is unlikely that there will be any risks 

involved. However, if you do feel upset or sensitive about any of the issues discussed, you 

do not have to talk about them and if you wish, you can withdraw from the interview at any 

time.  

In terms of Covid-19, the risk of infection during the meeting exists. However, all possible 

measures to keep you and the researcher safe will be adhered to (e.g. wearing masks, keeping 

2m distance, cleaning all touched surfaces between participants and providing disinfection 

spray/gel, etc.).  

Taking part is not expected to cause any discomfort or distress. If you do experience feelings 

of upset or distress following the interview, you can access emotional or practical support 

and advice from the following source:  

MindInfoline: 0300 123 3393  

https://www.mind.org.uk/information-support/helplines/ 

  

What happens to the results?  

The results of the interviews will be used to improve the intervention idea.  

Following completion of the study, your responses will be stored securely. The research 

team will analyse the data and identify overall themes. This will then be written-up as part 

of a doctoral (PhD) report, and will likely be published in the form of, at least one, if not 
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more academic journal articles. If you have any questions or queries regarding the study, 

either before its start, during or after the study has been completed, or if you are interested 

in learning about the outcomes of the study, then do not hesitate to ask the researchers in-

volved.  

However, you will not be identified in any report, publications or presentation, all personal 

information will be anonymised and coded. Direct quotes from the interviews may be used 

in reports and publications; however, the quotes will be anonymised to ensure that you can-

not be identified.  

  

Are there any benefits from taking part?  

Yes, you will have the opportunity to actively drive change within Ford plants as well as 

help create a healthier and safer working environment for you and your colleagues and po-

tentially in other sectors and plans. Furthermore, you actively help forming this research.  

As our way of saying thank you for initially signing-up to the walking project, as well as 

your support with this new study, we would like to offer all participants a £15 amazon 

voucher for you to spend as you wish for successfully participating. Furthermore, as men-

tioned above, if you agree that your name is shared with the BEP Safety department, then 

BEP like to offer you as an additional token of gratitude a £25 voucher for the Terryberry 

Recognition catalogue (https://www.terryberry.com/products-and-services/recognition-

awards/) and a Reward and Recognition (R&R) certificate that confirms your participation 

in this culture project can may enrich your personal CV. In addition, to prepare for and con-

duct the interview, you can take up to 3 hours off the line in agreement with your supervisor.  

  

What happens next?  

To consent to the research please visit https://tinyurl.com/interventioninterviewconsent or 

fill out the paper-based version and check the required boxes to confirm your permission to 

take part. If you are willing to take part, we need this form confirmed before we start. You 

can print a copy of the consent form as well as of this information sheet for your records.  

  

https://www.terryberry.com/products-and-services/recognition-awards/
https://www.terryberry.com/products-and-services/recognition-awards/
http://ttps/tinyurl.com/interventioninterviewconsent
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How do we make sure your privacy and data are protected?  

Everyone working on this study will respect your privacy. We have taken very careful steps 

to make sure that you cannot be identified from any of the information that you give us.  

In case of recordings, the recorded conversation will be transcribed. Only the interviewer 

will have access to the tape. All information will be coded and anonymised. Once the tran-

script has been completed and checked by the interviewer for accuracy, the tape will be 

erased. The same applies to handwritten notes.  

The information we collect and all electronic data can only be accessed with a secure pass-

word. Only the researchers, sponsors, regulatory authorities and Research and Development 

auditors will have access to the data. This means, no employees at BEP will have access to 

the data or be allowed to read the transcripts to ensure confidentiality.  

The data we collect will be used only for the purpose of this research project. The transcripts 

will be kept for ten years because we are required to do so by the University.  

All information which is collected about you during the course of the research will be kept 

strictly anonymous, and any information about you will have your name, telephone and ad-

dress removed so that you cannot be recognised. The only exception to this is, that in order 

to receive the £25 voucher and the certificate as well as the 3 hours off line by Ford, we need 

to share your name with the Safety department. Therefore, the three safety department em-

ployees (for submitting and giving out your R&R certificate and the voucher) and the man-

agers, Reece Adams and Neil Davis (for R&R certificate sign-off), as well as the respective 

supervisor of the participants (to let you off line) will know that you have taken part in the 

study. However, it can be guaranteed that your confidentiality will be ensured when it comes 

to anything that will be said during the interviews or that is shared with the researcher in 

confidence. This information will be anonymised as described above.  

If you do not feel comfortable with your name being shared with BEP, you can indicate so 

on the consent form. However, unfortunately, you cannot receive the £25 catalogue voucher, 

the certificate and the 3 hours time off line by BEP and instead only receive the £15 voucher 

by KESS.  
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This study has been reviewed by the Cardiff Metropolitan University’s Research Ethics 

Committee; all proposed processes and procedures are considered appropriate and granted 

ethical approval.  

  

Further information:  

If you have any questions about the research or how we intend to conduct the study, please 

do not hesitate to contact us via mail.  

  

Franziska Homann  

PhD student at Cardiff Metropolitan University  

frhomann@cardiffmet.ac.uk  

  

Dr. Peter Sykes  

Associate Dean (Enterprise and Innovation)  

PSykes@cardiffmet.ac.uk  

  

Alternatively, if you would like to speak to someone whom is independent of this research 

study/sport science support service, please email: CSHSRESOFFICE@cardiffmet.ac.uk 

 

mailto:frhomann@cardiffmet.ac.uk
mailto:PSykes@cardiffmet.ac.uk
mailto:CSHSRESOFFICE@cardiffmet.ac.uk
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X.VIII.XI Consent form  

This was provided online using Qualtrix (including the voucher details)  

PARTICIPANT CONSENT FORM 

Reference Number: PGR-2855 

Many thanks for participating in this study. 

We plan to use your input from the interview to understand how we can better improve our 

intervention idea aiming to improve the health and safety performance in production plants 

through worker engagement. 

Before taking part, however, it is important that you understand what is involved. Please 

read the information sheet by clicking here. Once you have read the information sheet, please 

click next below and complete the short survey. If you have any question, please do not 

hesitate to ask by emailing Franzi Homann (the researcher) via frhomann@cardiffmet.ac.uk. 

 

Participant to complete this section: Please check each box  

1) I confirm that I have read and understand the information sheet for  

the above study. I have had the opportunity to consider the information, ask questions and 

have had these answered satisfactorily.  

2) I understand that my participation is voluntary and that I am free to withdraw at any time, 

without giving any reason. 

3) I agree to take part in the study. 

4) I agree to the interview being recorded. 

5) I agree to the use of anonymised quotes in publications. 

_________________________________________________________________  

The following personal information will be kept confidential (see participation sheet for 

more information). 

Please provide us with the following information: 

https://cardiffmet.eu.qualtrics.com/jfe/form/SV_6VALKHfy18CEaup
https://outlookuwicac-my.sharepoint.com/:b:/g/personal/sm77266_cardiffmet_ac_uk/EeNndLpcTg1Joh8JfErRMjQBP73vjiocgh4PbpV5NQOUEA?e=szlzIL
mailto:frhomann@cardiffmet.ac.uk?subject=Question%20about%20intervention%20idea%20interviews
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Full name: 

I would like to receive a £15 amazon voucher after participation: yes/no 

If you would like to receive the voucher, to what mail address should it be sent? 

I agree that my name is being shared with the relevant employees within the Ford Bridgend 

Engine Plant in order to prepare my R&R certificate, £25 catalogue voucher and for me to 

be released from my job for up to 3 hours in order to prepare for and conduct the interview. 

Please note, that “yes” means, that you agree to share your name in exchange for the rewards. 

If you do not feel comfortable with the plant’s representatives knowing, choose “no”. Then, 

you can still receive the £15 amazon voucher and the researcher will not share your name 

with the plant: yes/no 

 

What is your role? 

 

For what department do you work: Dragon/AJ/Sigma /Other (please specify) 

For how long have you worked for Ford? 
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X.VIII.XII Flyer/Poster for Recruitment/Information for Potential BEP Participants 
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X.IX Interview Study 2: Intervention Idea Information Handout for the BEP Work-

ers 

  

Welcome, and thank you for participating in this study to collect feedback on my initiative 

idea.  

As you may remember, between November 2018 and February 2019, I conducted several 

interviews asking workers and managers from different areas about their opinions on the 

health and safety climate and the workers’ engagement in this context in the plant. In these 

interviews, I found that overall, workers generally thought of themselves as safe, but did not 

always agree with the different health and safety rules in the plant. In particular, some rules 

or procedures were thought of as “tick-box exercises” or impractical.  

Furthermore, a clear trust gap between workers and management was found due to workers’ 

perception of not feeling heard and appreciated enough for their expertise and opinions by 

management. This trust gap was found to lead to workers not feeling motivated to “go the 

extra mile” for health and safety. Hence, to improve this situation future measures should 

aim for the workers to feel:  
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▪ heard and properly listened to as well as taken serious by management,  

▪ appreciated and recognized for their expertise by management,  

▪ involved and part of decisions, as well as  

▪ genuinely cared for by the company and management.  

Thus, the next question in my research was: What exactly do we need to do to improve this?  

This is where you come in and where I need your help.  

  

Since, at the moment, the whole intervention is just an idea made up based on the interview 

findings in the plant and research, we need your input to see, if this idea could work in reality 

or what needs to be changed to improve it. So, we need you to imagine what it would be 

like, if such an initiative would be implemented in a similar plant like BEP in the future that 

works on full capacity. I have prepared a few questions to go through in the interview, but 

they will just be used as a guide, so we will not miss any important factors to look at. You 

can see them later, on page 36, in this handout.  
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Just to give you a bit of background information, I propose that workers will be most happy 

to “go the extra mile” when they are engaged. What engagement means to me? With en-

gagement I do not only mean involvement or participation. I mean a positive and fulfilled 

state of mind that is defined by the workers feeling dedicated and motivated. This was found 

in research (among many other positive things) to be linked to workers being happy to go 

the ‘extra-mile’ as well as them being more proactive and creative, since they enjoy chal-

lenges and proactively come up with creative solutions to solve them. Do you see how it 

makes a difference to you as a worker if you felt like that in work (more often)?  

Similarly, safety science is changing. For a long time, the focus was more on ‘controlling 

safety’ through predicting every possible negative safety event and anticipating those 

through rules and procedures. Thus, humans in the process were mostly seen as potential 

error sources that need to be managed and therefore must comply to the rules to keep every-

one safe. This approach is often referred to as Safety-I. However, now the focus is turning 

towards Safety-II: With a Safety-II mindset, organisations acknowledge, that safety is dy-

namic and that you cannot predict everything. Therefore, you need the workers to step up 
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and be part of the solution. Meanwhile, on a daily basis, things usually go more often right 

than wrong, and when it comes to an accident, it is often a (sad) exception. Therefore, in 

Safety-II it is believed that it is important to understand, why things usually go right. So, the 

difference between work-as-planned (i.e. how it is being written down in the rules) and 

work-as-done (i.e. how it is actually being done on the shopfloor including the workarounds 

of the workers) needs to be understood and learned from. Yet, it does not mean that Safety-

I and Safety-II are mutually exclusive rather they complement each other.  

As you can already see, when workers are actually in in charge of health and safety, that 

means they need to step up and be proactive. Do you see how that fits with what I mentioned 

before about engagement?  

  

The proposed initiative is aimed to bring those two concepts together and define measures, 

or what in research we call “interventions”, to create an environment in which health and 

safety engagement is promoted. For this, workers need to be empowered so they can take 

responsibility over their work and safety. Further, the safety focus needs to change and look 

at negative things but also on the positives, as the Safety-II approach suggests.  
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Empowering the workers means, that the leadership style needs some adjustment. A so-

called two-way communication has to be created. That means that communication between 

workers and managers need to be on equal terms and not only in one direction. Managers 

need to appreciate the input from workers and actively listen to their suggestions. However, 

for an honest, constructive conversation, a positive relationship between both parties need 

to be established, otherwise, workers may feel like they do not want to share anything, be-

cause they feel that they would not be taken seriously. Hence, that needs to change. Simi-

larly, workers need the freedom and opportunity to be empowered and take responsibility. 

Therefore, the workers need to be allowed to propose changes to processes and rules to make 

them fit their working situation as well as reduce unnecessary paperwork.  

Equally, a balanced safety focus has to be implemented – that means that the focus is not 

only on negative events and when something goes or is being done wrong, but also positive 

things, thus when things go right and things are being done well. This is meant in the context 

of giving feedback, hence being approached for positive and negative behaviour, as well as 

in the context of analysis and risk management. Efforts need to be made by everyone to 

understand why things usually go right (i.e. understanding workers’ workarounds), and not 

only focus on understanding why things sometimes go wrong. In order to create such a cul-

ture, safety needs to be established as a key value – by this I do not mean have it written on 

the wall everywhere, but it needs to be a consideration in every aspect of work – so, risks 

and safety need be become part of each conversation and commonplace. Furthermore, failure 

or errors need to be seen and handled/appreciated as learning opportunities. For example, in 

terms of non-compliance, it needs to be understood, why the person did not comply to the 

rules and what risk arose from that and how to support the person in doing their work safer.  
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Looking at BEP, when this project started, they faced the challenge that there were a signif-

icant number of near-misses and (small as well as severe) incidents; mostly small cuts, hand 

hygiene issues with gloves that lead to skin diseases. Furthermore, it was observed as well 

as communicated in the interviews that the attitude towards health and safety was problem-

atic. This was being linked to factors such as:  

▪ non-compliance of workers (e.g. headphones, short-cuts),  

▪ production focus of managers, and  

▪ inconvenient/non-practical rules.  

On top of that, as reason for the challenging attitude as well as behaviour, the interviews 

revealed a problematic relationship between workers and managers, which is being based 

on:  

▪ mutual distrust between managers and workers,  

▪ communication issues between both parties, as well as  

▪ workers’ lack of feeling appreciated and listened to.  
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Consulting the academic literature and taking into account the insights from the interviews, 

two main dimensions for improvement were identified:  

Empowerment of workers and adjustment of leadership style  

▪ Two-way communication on equal terms  

o Appreciation of input from workers  

o Trusting relationships between leaders and workers  

▪ Empowerment/Job redesign  

o Context-relevance of procedures/processes/rules  

o Reduction of unnecessary bureaucracy  

Balanced safety focus  

▪ Focus on both positive and negative performance and the underlying factors  

o Learning mindset  

o Safety as a key value – discussion about risk and safety are commonplace and 

constant  

o Recognition of complexity  

Consequently, the literature suggested, when these factors will be improved, the relationship 

and trust issues are likely to be solved as well.  

Page Break  
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Here is the idea: A one-size-fits all solution will not be the answer here, neither will a single 

initiative. Therefore, based on the literature and to create an environment in which all levels 

in the company talk on equal terms and find solutions together, I propose establishing a 

participatory action research approach.  

That basically means, that in working groups that include all hierarchical levels and depart-

ments (i.e. participatory), the group members discuss the problems and challenges in the 

plant together to come up with individual solutions (i.e. action). To make sure that these 

solutions are practical and effective, every member of the working group acts as a repre-

sentative of their area. While drawing on the individual experience and knowledge of the 

group members, they are also encouraged to discuss the identified challenges and problems 

as well as the designed solution ideas with their peers to get their feedback and input. This 

could be done just by simply telling them about the ideas and asking them what they think 

about it, or, when it comes to the solution idea, to actually test it as a little pilot in the area 

(i.e. like an experiment) to see if it works as planned with the expected effect and is practical. 

Therefore, workers and managers would be together responsible to drive the change in the 

plant and come up with solutions, that are tailor-made for the different working areas in the 

plant.  
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How should this work and how do we get this running?  

Of course, we need top management on board and their approval first: After all, this approach 

will change quite a bit in the old structure within the plant and naturally everyone involved 

needs the necessary time to take part in the group meetings and the freedom to “experiment” 

in their areas. Also, there are probably certain rules and procedures that are linked to law 

and therefore should not be changed. Hence, it needs to be defined what can be changed by 

the working groups and what must stay untouched. Plus, we need their commitment that they 

support this project and give all employees the time to take part and the freedom to realise 

their ideas.  

Through the management approval, the overall responsibility in terms of coordination and 

economic decisions will be handed over to the coordination team which has to be set up. 

This will oversee the coordinating of the working groups. Within the coordination team 

every area of the plant should be represented by a manager, a supervisor, and a worker. 

Furthermore, a safety professional and a union representative should complete the group. 

However, within the coordination group there are no hierarchies, and all group members 

should be treated on equal terms, with no single person being able to “pull rank” – every 

member and their respective experience, opinion and insights are equally valuable.  
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Within the coordination team the topics and issues within the plant that need to be addressed 

within the working groups are being defined. That means that for each issue a working group 

will be established. To identify issues that need working on, the reoccurring topics from 

safety audits, topics identified from safety climate assessments or simply topics that the par-

ticipants feel strongly about can be addressed (also, the health and safety engagement matrix 

in Appendix A see page 41 might be of help here). Within the steering committee these 

identified issues will then be prioritised and working groups will be established, to take the 

work from there.  

The members of the coordination group can also act as so-called “Change Agents“. That 

means they are responsible of communicating the progress of the coordination group but 

also the individual working groups into their own working areas and to their peers. So, you 

can see, how this aims to include as many employees of the company as possible, and even 

if they are not directly involved in any of the groups, they still get regular updates about the 

progress from their peers.  

As already mentioned, the working groups will be built based on a particular topic. Here, 

everyone in the organisation, who is interested, is welcome to work on the topic within the 

group. Initially, just certain representative from the coordination team that took over the 

respective topic are part of the working group. However, it is their responsibility to recruit 

the right people for the working group in order to work on the topic and come up with solu-

tions. In the best-case scenario, a mixed group of 8-12 people consisting of manager, work-

ers, and supervisors from the relevant areas (depending on the size of the area) should take 

part in the working group. Yet, it is important to also have “a fresh pair of eye” on the topics, 

so recruiting workers that may not be directly affected by the topic could provide valuable 

insights, too. Firstly, the aim of the working group is to understand the topic in depth. Only 

when they understand the different factors that impact the topic, they can come up with 

solution ideas, that they can then pilot/test as little “experiments” in one area to gather feed-

back on their solution. When they have enough feedback and “polished” their solution idea 

according to the feedback, their detailed plan for action can be taken to the coordination 

team or the management team for overall implementation approval. Therefore, the working 

team should also prepare a business case to justify their solution idea.  
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Thus, you can see, that each working group is in charge of its own topic. 1- 2 representatives 

of the working group should regularly report in the coordination team meetings about their 

current progress or also challenges they may face. The members of the coordination team 

can also support or give feedback on the working groups’ work.  

Furthermore, it is important for the working group members to stay in constant contact with 

their peers outside the working groups. This means, working group members are encouraged 

to talk to their co-workers about the progress and ideas from the working groups and so 

gather feedback and new insights as well as bounce off ideas, that they can then bring back 

to the working groups. This will not only improve the solutions designed in the working 

groups, but also may attract other workers to take part in the working groups or at least keep 

them up-to-date on what is being done.  
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Following, the different phases of the working groups will be explained. Here, you can find 

most information in the pictures, the text underneath just adds additional information.  

Please keep in mind, that one phase does not necessarily equals one meeting. For some 

phases, several meetings are necessary to achieve all necessary steps.  

Starting with the “familiarisation phase”, this is basically the first meeting of the working 

group. In this phase all members have to get to know each other. In this phase, if necessary, 

it should be discussed if further members for the group are needed and how to approach 

them.  
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In the second phase, the so-called “skill building phase”, it is all about enabling the partici-

pants of the working group to do their jobs. Consequently, participants of all the working 

groups get a thorough basic skill set that will not only support their personal development, 

but also enhance their CVs.  
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After setting up the group and giving them the necessary skills in the first two process steps, 

in the third step the focus is on the issue at hand. As I said before, each working group is in 

charge of one specific topic. This topic could be a general problem or issue in the plant or in 

a specific area, or simply an overall theme that needs attention.  

In the first instance, it is important for all members of the working group to get a good 

understanding of the topic. That means to investigate, for example by reading the relevant 

documents (e.g. reports, meeting minutes) or by talking to co-workers that are affected by 

the topic. Then, the working group members brainstorm/come up with ideas for solutions.  
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In the “action step”, the group members come up with a detailed work plan to meet the team 

goals and to address the identified priority issues.  

In order to test their prioritised solution ideas, so called “mini-experiments” need to be set 

up. A mini-experiment is meant as a pilot on a smaller scale where, for example, only the 

participants of the team test the action experiment idea (or parts of it, as a ‘light’ version) 

for a few days in their daily work routine.  

Definition of action experiment:  

▪ What is being changed?  

▪ For whom?  

▪ How can success be measured?  

▪ When should the success of the experiment be re-evaluated?  

▪ What are the costs and benefits associated with the experiment/with the whole 

change?  

Furthermore, the relevant success factors need to be identified and considered in the exper-

iment as well as the later solution idea presentation:  
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▪ Stakeholder involvement – Who needs to be informed/involved? What changes do 

result to them (that need to be agreed on)?  

▪ Changes in responsibilities – What will change to the role description and who 

gains/loses which responsibility?  

▪ Necessary resources – How much time is needed to implement the change? What 

investment must be made? Are new tools/materials etc. needed?  

▪ Changes in procedures – What documentations and procedures are impacted by the 

change? How are they being documents?  

▪ Supporting tools – What will help the stakeholders to stick to the proposed change?  

  

The experiments provide the working group with real-live feedback on their solution idea 

on a small scale. Through their own experience, but also the feedback from their colleagues 

being affected by the experiment, the working group can gather valuable experiences and 

insights on the effectiveness and practicability of their solution idea. Afterwards, this feed-

back should be used to improve the solution idea. This process can be repeated until the 

working group members are happy with their solution. Then, they should prepare to present 

their solution to the coordination group, and potentially, the management group.  
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Before final implementation, a business case must be prepared for the solution implementa-

tion and presented to the coordination group, and potentially, the management group, who 

will then confirm the implementation. The business case as well as the presentation should 

be conducted by members of the working group.  

After successful solution design, all members of the working group get a certificate that 

acknowledges their active participation in the group and their solution development skills 

presented by a member of the top-management team. Again, this can be a valuable enhance-

ment for the individual CV. Moreover, the success of the working team members and the 

solution idea will be celebrated in the plant’ quarterly safety newsletter.  

What do you think, could this work and bring the plant towards an improved health and 

safety engagement? If anything did not make sense to you or if you have any questions, 

please do not hesitate to contact me.  

Page Break  

  

Figure 1: Questions  
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These are the questions that I would like to discuss with you during our interview. Please 

have a look, and if you like, already make notes and write down comments or questions with 

respect to the intervention idea presented.  
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Have I missed to ask you anything? Is there anything left you think I should have asked you 

or that you think I should know or take into account? Please let me know!Page Break  
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In case you have any questions left or any ideas outside of our interview, please do not 

hesitate to contact me.  

  

If there is nothing more you want to add, it leaves me to thank you very much for taking part 

in my study. I highly appreciate you taking the time and value your input.  

My next step will be to analyse and consolidate all the feedback I’ve gathered from the 

interviews and adjust the intervention idea accordingly. Afterwards, I will prepare a manual 

for Ford on how to implement this approach, taking into account your feedback.  

Thank you again, this all would not be possible without your help! 
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X.X Interview Study 2: Question Development 

Table 37: Question Development (based on TAF by Sekhon, Cartwright and Francis, 2017) 

# TFA di-
mension 

First Draft: Derived question for inter-
views  

Final: Derived question for interviews 
(after discussion with other researchers) 

1 Affective 
Attitude 

What are your initial thoughts on the inter-
vention approach? 

What suggestions do you have, if any, that 
could help improve the realisability of this 
intervention design and implementation? 

Timeframe of intervention (e.g. how often 
should the work groups meet?) 

Duration of work group sessions (e.g. how 
long?) 

Delivery of the intervention (e.g. Facilita-
tion of all workshop sessions or empower-
ment to self-facilitation, group as well as 
individual sessions) 

Themes of proposed sessions/theme identi-
fication 

What are your initial thoughts on the idea? 

What suggestions do you have, if any, that 
could help improve the realisability of this 
idea and its implementation? 

Timeframe of intervention (e.g. how often 
should the working groups meet?) 

Duration of working group sessions (e.g. 
how long?) 

Delivery of the intervention (e.g. facilita-
tion of all workshop sessions or empower-
ment to self-facilitation, group as well as 
individual sessions) 

Themes of proposed sessions/theme identi-
fication 

2 Burden Do you have any concerns about the effort 
or commitment that workers have to make 
to participate? 

What do you think: What persons or 
groups within the organisation would ap-
prove or disapprove of the presented inter-
vention approach? Why? If they disap-
prove, what could make them change their 
mind/what strategies would counter these 
barriers or facilitate implementation? 

Have you seen similar approaches (or 
components of it) being implemented in 
the plant before? If so,  

what were they? 

what went well and should be adapted? 

what did not go well and should be 
avoided? 

Do you see any challenges that might be 
encountered when implementing/during 

Do you see any problems that might arise 
when implementing/during the interven-
tion? How could they be avoided/ad-
dressed? 

Participation or approval of certain 
groups? 

Commitment/Effort? 

(If you think about past new processes’ or 
tools’ implementation efforts) What re-
sources are needed to implement and 
maintain the idea? 

What do you think, how could the outputs 
and the progress of the sessions be made 
transparent to the whole organisation ef-
fectively? 
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the intervention? How could they be 
avoided/addressed? 

What resources are needed to implement 
and maintain the intervention? 

What do you think, how could the outputs 
and the progress of the sessions be made 
transparent to the whole organisation ef-
fectively? 

3 Ethicality In your opinion, do you feel this interven-
tion approach would make you feel  

- more involved with H&S deci-
sions? 

- listened to your suggestions? 

- like your job has more meaning? 

- more secure in your job? 

Do you think this approach could increase 
your personal and job resources? 

How do you think would be the best way 
of recruiting appropriate people into the 
working groups? 

Do you think of yourself as someone who 
would want to actively form the H&S ef-
forts in your organisation? Do you think 
your peers/colleagues would feel simi-
larly? 

Do you see H&S in the organisation as 
something that you should be personally 
responsible for? 

Would you see any challenges in hierarchi-
cally mixed groups (i.e. managers and 
workers together)? How could the chal-
lenges be addressed/avoided?  

What positive or negative consequences to 
yourself/other workers/the organisation 
could the realisation of this idea have? 

In terms of  

- personal and job resources (i.e. 
what could you learn? What 
would you gain? What would be 
improved in your day-today tasks 
and interactions?) 

- taking responsibility for H&S 

- involvement with H&S decisions 

- perceived meaningfulness (i.e. 
purpose/value) of your job 

- workers’ engagement in H&S be-
haviour and decision-making 

- Safety-II and aid workers to cre-
ate resilience within the organisa-
tion 

- a balanced feedback culture and 
‘just’ culture in which positive 
behaviour and performance is be-
ing acknowledged 

- Reflection and learning within the 
organisation with respect to pre-
sent and past (negative and posi-
tive) events 

Would you see any problems in hierarchi-
cally mixed groups (i.e. managers and 
workers together)? How could the prob-
lems be addressed/avoided? 

How do you think would be the best way 
of getting the right people on board to take 
part in the working groups? 
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5 Interven-
tion co-
herence 

Does this intervention make sense to you? 
Do you have questions about the interven-
tion/how something is supposed to work? 

Does this idea make sense to you? Do you 
have questions about the idea/how some-
thing is supposed to work? 

6 Oppor-
tunity 
costs 

In your opinion, do you think that the time 
and commitment effort related to the inter-
vention is worth the possible benefits and 
outcomes? What measures could improve 
this? 

How much of your personal time per 
months would you be willing to invest to 
take part in an intervention like this? 

What would make the participation more 
attractive to you?/What changes could be 
made/what needs to be added to make par-
ticipating in the intervention more attrac-
tive to others? 

What variables do you think should be 
considered when analysing the cost effec-
tiveness of the intervention? 

How much of your personal time per 
months would you be willing to invest to 
take part in an initiative like this? 

What would make the participation more 
attractive to you/your peers? 

 

7 Perceived 
effective-
ness 

How do you think this intervention could 
be used to support the safety, health and 
wellbeing of the organisation? What posi-
tive consequences can you see? 

Do you feel, if this approach was imple-
mented in your organisation, it would pro-
mote  

- workers’ engagement in H&S be-
haviour and decision-making? 

- Safety-II and aid workers to cre-
ate resilience within the organisa-
tion? 

- a balanced feedback culture and 
‘just’ culture in which positive 
behaviour and performance is be-
ing acknowledged? 

- reflection and learning within the 
organisation with respect to pre-
sent and past (negative and posi-
tive) events? 

In terms of implementation, what sugges-
tions do you have, if any, that would help 
to facilitate the implementation? 

How do you think this intervention could 
be used to support the safety, health and 
wellbeing of the organisation? What posi-
tive consequences can you see? 
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What positive or negative consequences 
can you see arising through this interven-
tion approach? 

In terms of implementation, what sugges-
tions do you have, if any, that would help 
to facilitate the implementation? 

8 Self-effi-
cacy 

If you imagined you were asked to take 
part in the working groups, … 

what skills or knowledge would you/your 
colleagues/supervisors/managers need/pre-
fer to acquire upfront? 

what skills or knowledge do you/your col-
leagues/supervisors/managers already have 
that you think could make a valuable con-
tribution? 

what skills or knowledge would you/your 
colleagues/supervisors/managers gain over 
the course of the intervention? 

Do you feel you could successfully take 
part in the working groups right now? If 
not, what would you need? 

Training? 

Resources? 

Motivation/incentives? 

Would your colleagues feel similarly? 
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X.XI Interview Study 2: Final Question/Interview Guide  

  

Interview Guideline 

Reference Number: PGR-2855 

Engaging workers in health and safety measures: Increased health, safety and wellbe-

ing performance by worker engagement 

Preliminary study on intervention idea 

Warm-up  

Presentation of study background information (aid: presentation on intervention)  

• Welcome the participant  

• Introduction to the interview:  

o Objective  

o Length  

o topics  

• Participation Information Sheet: Explaining all relevant points and giving the partic-

ipant time to ask questions.  

• Participant Consent Sheet: Making sure that participant understands what he/she is 

signing.  

• Special highlight on recording and right to withdraw at any time.  

  



Appendix 
 

438 
 

Ramp-up  

Presentation of background information (aid: presentation on intervention)  

• How long have you been working at Bridgend Engine Plant (BEP)?  

• In what line and role are you working?  

  

Feedback on the intervention idea  

• Does this idea make sense to you? Do you have questions about the idea/how some-

thing is supposed to work?  

• What are your initial thoughts on the idea?  

• What suggestions do you have, if any, that could help improve the likelihood of this 

idea being a success?  

• What would make the participation more attractive to you/your peers?  

  

Consequences of intervention  

• What positive or negative consequences to yourself/other workers/the organisation 

could the realisation of this idea have?  

Possible probes:  

In terms of  

o personal and job resources (i.e. what could you learn? What would you gain? 

What would be improved in your day-today tasks and interactions?)  

o taking responsibility for H&S  

o involvement with H&S decisions  

o perceived meaningfulness (i.e. purpose/value) of your job  

o workers’ engagement in H&S behaviour and decision-making  

o Safety-II and aid workers to create resilience within the organisation  
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o a balanced feedback culture and ‘just’ culture in which positive behaviour 

and performance is being acknowledged  

o Reflection and learning within the organisation with respect to present and 

past (negative and positive) events  

  

Implementation  

• In terms of implementation, what suggestions do you have, if any, that would help 

to facilitate the implementation?  

Possible probes:  

o Timeframe of intervention (e.g. how often should the working groups meet?)  

o Duration of working group sessions (e.g. how long?)  

o Delivery of the intervention (e.g. facilitation of all workshop sessions or em-

powerment to self-facilitation, group as well as individual sessions)  

o Themes of proposed sessions/theme identification  

• Do you see any problems that might arise when implementing/during the interven-

tion? How could they be avoided/addressed?  

Possible probes:  

o Participation or approval of certain groups?  

o Commitment/Effort?  

• (If you think about past new processes’ or tools’ implementation efforts) What re-

sources are needed to implement and maintain the idea?  

• How do you think would be the best way of getting the right people on board to take 

part in the working groups?  

  

Communication of outputs  
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• What do you think, how could the outputs and the progress of the sessions be made 

transparent to the whole organisation?  

  

Conduction of the intervention:  

• Would you see any problems in hierarchically mixed groups (i.e. managers and 

workers together)? How could the problems be addressed/avoided?  

• How much of your personal time per months would you be willing to invest to take 

part in an initiative like this?  

• Do you feel you could successfully take part in the working groups right now? If not, 

what would you need? Would your colleagues feel similarly?  

Possible probes:  

o Training?  

o Resources?  

o Motivation/incentives?  

  

Ramp-down and closing  

Ramp-down: Summary of the topics discussed  

• Is there anything left that you would like to add or that you think I should be aware 

of?  

o Any recommendations or ideas?  

o Relevant anecdotes?  

Closing: “Thank you very much for your time and your valuable input – it’s highly appreci-

ated. If any other things come to mind, please do not hesitate to contact me. I hope you will 

have a nice day.” 
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X.XII Interview Study 2: Recruitment Details 

X.XII.XIII Recruitment Mail to Individuals Identified Through Publications 

Good day xxx, 

I reach out because I read your publication “xxx”. //[when by snowball recommendation:] I 

reach out because xxx recommended you and your research group to me as a potential point 

of contact for my study inquiry. 

I'm currently in the third-year of my PhD at Cardiff Metropolitan University in Wales, UK. 

Within my project, I aim to develop an intervention to increase the psychological state of 

work engagement in automotive production-line workers to enhance their health and safety 

performance. 

After careful consideration of the literature and my own research, I decided, that establishing 

PAR structures within my partner company would allow them to achieve an increased 

worker engagement with health and safety through allowing the workers to support the de-

sign of their work. I would like to ask you and/or your colleagues, if you were willing to 

take part in an interview with me as part of my feasibility study to improve my intervention 

idea. 

In more detail, I have prepared an intervention idea, and would like to present it to you and 

hear your opinion and improvement recommendations on it in order to test the feasibility 

and practicality of the intervention idea and gather learnings for the implementations. I’m 

sure, from your own experience you will have many lessons learned to share when imple-

menting PAR with assembly/production-line workers. 

Hence, your input will be used to improve the intervention idea. This will be done in the 

form of a semi-structured interview online (most likely via teams; in English or German). 

After I have conducted all interviews and have analysed and consolidate all information 

(hopefully by May this year), I’m happy to share a brief summary of the learnings with you. 

Timewise, the interview will take about 30 minutes, and you need to schedule another about 

30 minutes beforehand for the preparation for the interview (i.e. reading the intervention 

idea document). 
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If you want to take part and share your experience and knowledge with me, please let me 

know. I would highly appreciate your input. 

Of course, I totally understand if you do not have the time currently to take part. However, 

in that case, I would appreciate it, if you could please share this with anyone you may know 

who would be interested (and fitting) to participate. Thank you very much. 

Best wishes, 

Franziska 
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X.XII.XIV Post in Relevant LinkedIn Groups 

Good day everyone, 

I’m a third-year PhD student developing an intervention to increase the psychological state 

of work engagement in automotive production-line workers to enhance their health and 

safety performance. To test the feasibility and acceptability of my intervention idea and im-

prove on it, I need your help! 

If you are someone, who successfully implemented interventions, new processes, change 

programmes and initiatives etc. involving engaging workers directly with production-line 

workers before and have extensive hands-on experience on how to bring interventions “on 

the street”, I would love to have you as a participant in my research. By successful I mean 

interventions that survived long-term and not only until the next busier production period, 

since I want to learn exactly form that: What made the intervention implementation success-

ful and what should I avoid to not have a “flavour of the month”-intervention, that is forgot-

ten of after it gets a bit more hectic. 

If you want to take part and share your experience and knowledge with me, please contact 

me via Messaging. 

Best wishes and I hope to hear from you soon, 

Franziska 
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X.XII.XV Message Sent to Direct Professional Network 

#research #automotive #production #engagement 

+++ Looking for participants +++ 

Good day everyone, 

I'm currently in the third-year of my PhD. Within my project, I aim to develop an interven-

tion to increase the psychological state of work engagement in automotive production-line 

workers to enhance their health and safety performance. 

If you are someone, who has successfully implemented, or have knowledge of, interventions, 

new processes, change programmes and initiatives etc. that involved engaging production-

line/assembly workers directly then I would love to have you as a participant in my research. 

I have prepared an intervention idea and would like to present it to you and hear your opinion 

and improvement recommendations on it. 

Timewise, the interview will take about 30 minutes, and you need to schedule another about 

30 minutes beforehand for the preparation for the interview (i.e. reading the intervention 

idea document). 

If you want to take part and share your experience and knowledge with me, please contact 

me via mail: 

frhomann@cardiffmet.ac.uk. 

Please share with anyone you may know who would be interested. Thank you very much. 
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X.XII.XVI Message Sent to Indirect Network 

Good day, 

I hope you had a great start into the New Year. I’m a third-year PhD student developing an 

intervention to increase the psychological state of work engagement in automotive produc-

tion-line workers to enhance their health and safety performance. To test the feasibility and 

acceptability of my intervention idea and improve on it, I need your help! 

If you are someone, who has successfully implemented, or have knowledge of, interventions, 

new processes, change programmes and initiatives etc. that involved engaging production-

line/assembly workers directly then I would love to have you as a participant in my research. 

I want to learn exactly from those factors that made the intervention implementation suc-

cessful and what should I avoid to not have a “flavour of the month”-intervention, that is not 

sustainable. I have prepared an intervention idea and would like to present it to you and hear 

your opinion and improvement recommendations on it. Timewise, the interview will take 

about 30 minutes, and you need to schedule another about 30 minutes beforehand for the 

preparation for the interview (reading the intervention idea document again depending on 

personal speed). 

If you want to take part and share your experience and knowledge with me, please contact 

me via mail: frhomann@cardiffmet.ac.uk. 

Best wishes and I hope to hear from you soon, 

Franziska 
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X.XIII Interview Study 2: Quality of the Study 

In order to demonstrate and ensure the quality of the study, the criteria recommended by 

Sullivan and Forrester (2019) was followed. 

X.XIII.XVII Reflexivity 

Being personally involved in the research and the main instrument, the researcher’s past 

experiences, mindset and personal skills does have an impact on the study. As such it is 

important to be aware of these impacts and reflect on them to minimalise potential impacts. 

Overall ethnographic vignettes were reflected upon and naturally apply to this study.  

During the interview process, the researcher kept a sporadic reflective diary, in which she 

noted down all feelings or thoughts related to the interviews (Houghton et al., 2013). Several 

times throughout the interview process, the researcher was emotionally challenged when 

participants drifted off with their discussions and the researcher struggled to get them back 

on topic.  

Consequently, the researcher discussed those occasion with her supervisors and together 

they reflected upon the situation and derived strategies to handle the situation when it hap-

pens again. Thus, the researcher became more self-aware throughout the interviews and 

managed to use the techniques developed to avoid further diversions. Hence, the researcher’s 

practice was improved. 

X.XIII.XVIII Transparency 

As the transparency process and measures applied in the first interview study showed fitting 

to the research as well as the researcher’s way of working, similar measures were applied in 

this study. 

In order to ensure the quality of the study, a systematic and consistent approach was followed 

and transparently outlined in this chapter. This includes an explanation of all steps taken and 

any changes made to traditional procedure with the potential impacts they may have on this 

research.  

To enhance the quality of the data, during the transcription, coding and theme development, 

the results from each step were discussed detail with the supervisory team to identify blind-



Appendix 
 

447 
 

spots or inconsistencies. Independent coding or respondent feedback were considered but 

avoided, as they would have broken the ethical contract made with the participants. Instead, 

the researcher herself critically and repetitively sample checked the work results at each 

stage in a test-retest format (i.e. allowing one to two days between tests in order to overcome 

memory effect). As discussed previously, while it may not have eliminated all errors and 

risked researcher bias, internal consistency in error can be assumed. Additionally, detailed 

information on the undertaken steps and a change history of the codes and themes as well as 

the coding template was saved and can be seen on request.  

Due to ethical considerations, consent forms including personal information of the partici-

pants, audio records and detailed transcripts were saved on a secure drive and can only be 

provided to sponsors, regulatory authorities and Research and Development auditors on re-

quest. However, anonymised examples are given within the chapter where appropriate.  

X.XIII.XIX Coherence 

Internal consistency, i.e. did the research study achieve what it aimed to look at and answer 

the research question, had to be achieved through coherence (Yardley, 2007). 

Closely linked to the aforementioned sub-section ‘Transparency and audit trails’, again, the 

same approach as in the first interview study was taken: Throughout the whole research 

process, a systematic approach was followed and the reasoning for all steps including pro-

cess adjustments and handling of challenges including the impacts of decisions on the re-

search were critically considered and discussed with the supervisory team and then docu-

mented. Thus, coherency was ensured through a reflective and structured study process. 

X.XIII.XX Trustworthiness and Rigour 

To ensure trustworthiness and rigour, it is important to demonstrate a thorough, coherent, 

transparent and systematic study process, in addition to a critical evaluation of decisions 

with respect to the study design, conduction, and interpretation of results (Sullivan and 

Forrester, 2019). 

In addition, the audit trail provided reliability by demonstrating the process and key deci-

sions as well as the underlying reasoning and considered implications. Thus, external re-

searchers can reconstruct and evaluate all decisions made, with the outlined study being 

critically and systematically conducted, while maintaining the quality of the research. 
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X.XIII.XXI Contribution 

This study offered unique, qualitative insights into BEP employees’ and external practition-

ers evaluation of the feasibility and practicability of the proposed intervention framework. 

Through the study a so far novel approach to H&S management was evaluated and could be 

improved upon. Furthermore, general guidelines for practitioners could be derived, that de-

viate from the current standards in the industry.  

 

 


