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Introduction 
Following the Directive 89/391 [1], the various European states had to restructure, sometimes considerably, their 
legislation concerning the organization of health, safety, wellbeing at work. In particular, the companies are since 
required to carry out a risk assessment for all their workplaces. 
Very many methods were developed and proposed to carry out this assessment. Many of them actually draw up 
only one inventory of the dangerous situations, with some general and usually stereotyped recommendations. 
The SOBANE strategy presented here gives less importance to this phase of recognition of the problems to go 
more directly towards the search for solutions. It is not of a method, a checklist nor a tool, but a strategy seeking 
to organize efficiently, economically and durably the efforts of the various partners of health and safety at work: 
the employees, the hierarchy, the occupational physicians, the occupational health and safety (OHS) practitioners 
and the experts. 
The document discusses the principles that underlie a coherent and efficient prevention program for occupational 
health, safety and wellbeing: the need of a global approach of these problems not only at the workplace but for 
the whole of the living conditions at work; a clear understanding of the complementarity between the different 
partners of this prevention; the role of actor of the workers and their local management (hereunder called the 
work collective) and therefore the absolute necessity of a participative approach; the real usefulness of 
measurements and of risk quantification in general; the differences between risk assessment and risk 
management and the specificities of small and medium size enterprises. 
On the basis of these principles, the various steps and levels of intervention are defined. The SOBANE 
prevention strategy is introduced and its 4 levels (Screening, Observation, Analysis and Expertise) are 
described as well as the Déparis guide for the Screening level.  
The strategy proved to make it possible to approach the work situations progressively in small as well as in large 
companies, to coordinate the cooperation between the workers, the technical staff and the OHS practitioners and 
to prevent the problems more rapidly, more efficiently and more economically. 
The document describes the role of the OHS practitioner - ‘facilitator’ to introduce the philosophy and the tools of 
the SOBANE strategy in the company, to monitor its application and insure the continuity and the efficiency of the 
participatory approach. 
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Fundamental principles 
 
1. Workstations and work situations 
By 'workstation', one generally understands, in a restrictive way, the place and the conditions (noise, heat, 
dimensions, spaces…) in which a worker has to perform a stereotyped task. This concept is now obsolete and, in 
the new forms of work organization, the work is more changing and the operators work in a group of workstations, 
which we will call a ‘work situation’, where they interfere the ones with the others. 
Moreover, as discussed below, the behavior, satisfaction, quality of work and wellbeing of any worker do not 
depend only on the physical or chemical factors of his working environment, but also on the work organization, 
the responsibilities, the collective relations… 
The expression work situation refers  

• To all the aspects, physical, organizational, psychological, social of the working life, which influence the 
health, the behavior and the wellbeing of the employees. 

• To the work collective, i.e. the whole of the people (workers and direct management) who depend on 
each other, interfere the ones with the others and form a small functional unit 

2. OHS practitioners and experts 
We will call OHS practitioners all the persons, such as safety officers, occupational nurses, occupational 
physicians, industrial hygienists, ergonomists…, who received some training in health and safety at work and who 
developed a particular motivation to recognize, evaluate, prevent and limit the risks. The training and 
competences of these people can be diverse and one will make a distinction between the general OHS 
practitioners and those more specialized, for example, on musculoskeletal disorders, occupational hygiene, 
stress… 
We will call experts the people, coming in general from specialized laboratories, who have the competences and 
the methodological and technical means to look further into a particular problem. In general however, these 
competences and means are limited to a particular aspect: electricity, toxicology, acoustics, mental load, stress… 

3. Risks and risk factors 
We will call risk factors all the aspects of the work situation that have the property or the capacity to cause a 
damage. These factors can relate to safety (machines, ladders, electricity…), to physiological health (heat, 
pollution, repeated movements…), or to psychosocial health (problems of relation, work contents, temporal 
organization…). 
The risk in itself is the probability of a damage of a certain 
severity, taking into account the exposure to the risk factor and the 
circumstances of this exposure. It is for example the probability of 
breaking a leg (S) while falling from a ladder, taking into account the 
circumstances of use of this ladder (C) and the fact that the 
employee works on it at 3m high during 2 hours per day (E). 
When a rigorous use of the terms is essential - and thus in 
discussions between OHS practitioners and in the regulations - the 
terms of risk factors should be used rather than the terms of hazard 
(referring mainly to the risk factors of safety) or nuisance (used rather for the factors of environment, in the 
discomfort zone). 
It appears unrealistic to seek to impose this rigorous terminology in industry but, however, a clarification of what 
the interlocutors imply by these terms is needed in many occasions. This definition of the terms of risk factors 
differs from that adopted in medicine, where, for example, cholesterol is called a risk factor for cardiac problems. 
These individual characteristics (age, gender, weight, personal sensitivity…) are thus actually risk co-factors 
since they increase the risk for a given person. 

4. Small and medium-sized enterprises (SMEs) 
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In the western countries, less than 40% of the employees work in companies with more than 250 people. Usually, 
in these large companies, a well trained OHS practitioner is present, competences are available, OHS 
committees function rather well, the problems are dealt with and the frequency and severity rates of accidents 
and occupational diseases are lower by 30 to 50% to those in small and medium-sized enterprises (SMEs). 
The majority of the employees work in SMEs where the situation is much more variable. In the medium-sized 
companies, an internal OHS practitioner is sometimes available, but often he remains isolated and appointed 
part-time to this mission of prevention.  In the smallest enterprises, the 
employer himself is often theoretically in charge of this mission. 
In many countries, the regulations organize the recourse to external 
occupational health and safety services or consultants to fulfill the 
missions that cannot validly be accomplished in-house. These 
external OHS practitioners are or should be general OHS 
practitioners, since they are confronted, here with a safety problem in 
a garage, there with an occupational disease in a dry cleaning shop, 
or still with a stress problem in an office. They have in general at their 
disposal some basic material for ordinary measurements. 
The methods to be developed must therefore be addressed in priority at these SMEs, by taking account of the 
limited means and competences, which are there available. 
The strengths - or weaknesses – of the SMEs are due mainly to the following facts [2]: 
• A single person is often responsible for all decisions: technical, commercial, managerial or regarding health, 

safety and wellbeing at work.  The time that she spends on these different aspects is based on the needs at 
short term rather than at long term. 

• Finances, investments, sales and expiries have an incidence much more direct and immediate on the life of the 
company.  The priority is often the company's survival. 

• The overall average for SMEs is an accident (with more than one day absence) for 10 workers.  A small 
company therefore can expect 4 accidents per year if it employs 40 workers, but an accident every 2 years if 
there are only 5 workers.  The risk of work accident is thus small compared to other risks.   
Even more than in a large company, which faces recurring costs due to accidents, SMEs will put the latter on 
the expense of bad luck or awkwardness.  The cost of occasional accidents will consequently appear to be 
much less significant than other financial problems such as defaulters, debt… It follows that the manager will 
keep little memory of the accidents and be little conscious of their importance. 

Little (and often not) awakened to these problems during their training, little (or not) subjected to the pressure of the 
authorities and the trade unions, little (or not) motivated to read or consult the administrative information, little (or not) 
assisted by the external Prevention and Protection Service, the manager of the SME consequently will often adopt a 
position primarily legalistic: being in order with the law to spare trouble and any contact with the authorities. 
If we accept this analysis, we can underline the characteristics that should have a strategy oriented towards SMEs 
[2]: 
• To break their isolation by encouraging contractual contacts, sector associations, links between co-contractors, 

in order to facilitate the transmission of verbal information based on experiences; 
• To talk about benefit rather than costs and to link the concepts of health, safety, motivation, productivity, 

development, creativity, reputation, quality and competitiveness; 
• Therefore to address the health and safety aspects, not for themselves, but at the time of a thorough 

examination of the conditions of life to work, not to put them in order to seek an optimal state of health and 
wellbeing for the employees and of technical and economic health for the company. 

• Not only to seek to change the way SMEs perceive the health and safety aspects, but equally that of inspectors, 
consultants, health services at work who often behave the same way regardless of company size; 

• To thus bring the latter to adopt other methods and other behaviors, better adapted to the flexibility and diversity 
of SMEs. 
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5. The qualifications available 
Knowledge from what really occurs in the work situation is decreasing from the employee to the expert. Quite 
realistically (and unfortunately), the situation can be described as follows in the majority of the cases: 
- The employee knows what he does and what he lives every day (real work); 
- The foreman and even more so the management of the company know what the employees are supposed to 

do (prescribed work) and believe to know what they live; 
- The internal OHS practitioner knows what he has time to study; 
- The occupational physician knows what he asked and what he heard (complaints) on the occasion of the 

periodic medical checkups with the employee and what he sees, feels, hears (noise) when he visits the 
company; 

- The external OHS practitioner called for a specific problem 
knows what one tells him and, again, what he sees, feels, 
hears during the 2 hours -- 2 days when he stays in the 
company; 

- The expert knows only what interests him for the specific 
problem for which he was called in.  

On the other hand, qualification in health, safety and wellbeing 
increases in the opposite direction. 
- Employees, foremen, direction… are not or are little aware of 

the risks they incur, depending upon the health education they 
received or acquired; 

- The internal OHS practitioner, depending upon the training he received, knows the main legal requirements 
and the general principles of prevention; 

- The external OHS practitioners have, the ones a rather general qualification, the others more specialized 
competencies; 

- The experts are specialized in a certain field and very often unaware of the others. 
It thus appears logical to consider that the two sets of knowledge – about the work situation and the principles of 
the wellbeing - are complementary. Remain to organize this cooperation in an interdisciplinary way.  

6. Multidisciplinarity and interdisciplinarity [3] 
A discipline is an 'isolable field of knowledge with its own community of experts and its particular characteristics such 
as the same objectives, the same concepts, the same capacities, the same methodologies' [4]. 
Admittedly, (occupational) medicine, engineering, (occupational) psychology are disciplines quite recognizable. 
Ergonomics and occupational hygiene are not strictly speaking disciplines as they borrow concepts and methods 
from the three preceding disciplines. 
A multidisciplinary approach consists of joint actions of several specialists from various disciplines towards the 
same objective.  These specialists can work 

• In parallel, without ever meeting: it is what can be called 'juxta-disciplinarity'; 
• Or in a completely integrated way using each the concepts, objectives, methodologies of the others: it is 

what can truly be called 'interdisciplinarity'. 
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Multidisciplinarity is thus a continuum going from an extreme of juxta-disciplinarity to the other of 
interdisciplinarity. 

The degree of interdisciplinarity depends among others of 3 factors [4]: 
• The number of disciplines available; 
• The distance between these disciplines: the couple engineer - physician is certainly more distant than the 

couple engineer – industrial hygienist. 
• The level of integration between the partners 

The conditions for the interdisciplinarity rest on these factors: the disciplines work alongside; they complement each 
other and work as a team. 
This team work requires a team spirit which is not obtained through proximity. Experience shows indeed that, when 
people from different disciplines are simply put together, often arise conflicts of interest and a compartmentalization 
of the disciplines (juxta-disciplinarity). 
This team spirit can only be achieved by a thorough analysis and a clear and no ambiguous clarification of: 

• Shared values of integrity, fairness, equity, equality, transparency; 
• Common objectives: the wellbeing of the workers; 
• Personal objectives; 
• Complementarities; 
• Means. 

this being carried out in a climate of trust and mutual respect. 
A system must be conceived from the beginning and accepted by all to supervise the daily operations, to confront 
them with the values and objectives and to learn the lessons through an adequate jurisprudence. 
The SOBANE strategy of risk management presented hereafter proposes a model to articulate these 
complementarities and these means and to work out a really interdisciplinary approach. 
The above is not complete insofar as another group of people has its own characteristics of same goals, same 
concepts, same capacities and same methodologies. It is the collective of the workers and their local management 
who, in the context of prevention, must be regarded as another discipline in itself. 

7. The main actors of the prevention 
Insofar as the goal of an OHS intervention in the work environment is the maintenance 
or the improvement of the wellbeing of the employees, no relevant action can be taken 
without the knowledge of the work situation that only the employees and their local 
management hold, as discussed above. Thus it is understandable that many studies 
undertaken by an OHS practitioner or an external expert, the day that is convenient for 
him, on a specific problem not put in its context, have very little effects, or even have a 
negative effect due to the missed opportunity for a more coherent action. 
Prevention requires not only to understand the situation of work, but to know it.   
The employees and their local management must thus be the main actors - and not only the objects – of 
prevention and must be regarded as such by all the OHS practitioners or others.  
Then the work collective is no longer only the source of information for those who, qualified, take on to consult 
them, to understand their work, to analyze, interpret, draw conclusions and propose stereotyped solutions.  It is 
recognized as knowing not only what it lives, but also what it wants [5]. 
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It is in the center of its prevention, the OHS practitioner bringing to it the special skills needed to improve its 
safety and health education and make its prevention more effective.  
It would however be unrealistic and demagogic to believe that workers and their local management have a 
sufficient understanding of all the risks and that this knowledge and their opinions are sufficient and cannot be 
questioned. This understanding depends upon the safety and health education they received up to then and it 
must be noted that for many workers and especially for new recruits, trainees and temporary workers, this 
education is neither thorough nor reliable. It is also well known that in some sectors - particularly in the 
construction industry - that health education is often limited. 
Whatever it is, however, it is undeniable that the employees are trying to influence their work situation in order to 
work better, faster and more comfortably. To give them a voice and place them in the center lead them to "think" 
their work situation and develop the health education. They become plaintiff, rather than simply recipient, for 
additional training because they see its direct relevance for improving their life everyday in their work situation. 

8. Participation 
The World Health Organization [6], the International Labor [7] and the European Union [1] for a long time recommend 
the participation of the workers to the safety, health and wellbeing policy of the company.   
This is an evolution of the society in general, supporting the participation in the organizations [4,8]. The most recent 
developments of total quality management rest also partly on the participation of the workers. Thus according to 
Deming [9], 
'There will be no room for managers who do not know how to work with their people to produce high quality goods at 
low cost.  High reliability cannot be secured without worker cooperation.    
In the competitive world of the future, companies which have not mastered these ideas will simply disappear.   There 
will be no excuses.' 
It is thus not a fashion, but a necessity as well economic as human.   
Still it is necessary to clarify what one understands by 'participation' and what it implies. 
In many companies, it appears clearly that the workers and their management are simply consulted, via 
questionnaires for example, during studies initiated and orchestrated by specialists.  In these cases, it is preferable 
to speak about consultation.   
Synthesizing work of various authors [5,10,11,12,13], we will give the following definition of participation:  
'Direct, active and egalitarian cooperation between the workers and the hierarchical line, to the life of the company, 
with sufficient information and decision power to found and maintain a optimal state of health, safety and wellbeing 
for the personnel and of technical and economic health for the company'.   
This definition stresses that: 

• Participation  has an precise objective: to improve the living 
conditions of the workers and the economic health of the 
companies; 

• The partners of this participation stand on equal terms. 
The type of participation referred to in this document is that which leads 
to decisions and implementations in result of a negotiated consensus 
integrating the temporal and financial requirements. We should rather 
speak about participative process [14,15], i.e., concretely of the 
continuous and pragmatic series of operations ensuring and 
maintaining the change in time.  

• This process must relate to the whole of the system of work and to the revision of all the technical, 
organizational and psychosocial components of the work situation, and not be limited to a product or a 
work station for a particular modification; 

• It must be a continuous process integrated into daily management of the company and not a specific and 
occasional operation; 
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• It must be voluntary:  the workers and the hierarchical line must take part of their own free will, with full 
knowledge of the facts and not because they are forced, for example, by a certification system (progress or 
quality circles…); 

• It must be direct: the workers and the technical management must be involved directly and personally, and 
not only through OHS committees by elected permanent representatives; 

• It must be finally active: the personnel takes part in local work groups which become the driving force of 
the health, safety and wellbeing within their work situation. 

9.  The legalistic versus the preventive approach of the problems 
“Quantification is essential to determine whether there is a 'risk' and thus whether or not an action is necessary”.   
This assertion rests on the belief, often not formulated but real, that a risk exists above a certain threshold (25 kg, 80 
dB(A), 100 ppm on average…), and that below these values, the situation is safe. This position is the legalist: 
position: one wants to comply with the law. 
To this, it is necessary to oppose the preventive approach, which for instance does not make any difference 
between 83 and 87 dB(A) because the risk of hearing impairment is practically the same and which seeks to 
improve the work situation as much as possible. 
This distinction between the preventive and legalist 
approaches appears fundamental in the context of a long-
lasting prevention: 
• A legalist approach requires the quantification of the risk, 

by trained people in order to determining when the legal 
threshold is reached: the worker, little or not trained in 
these quantitative methods, is possibly consulted, but is 
not the main actor. 

• The preventive approach seeks the optimal state of health 
and wellbeing for the workers, of technical and economic 
health for the company: the work collective can then not be circumvented and becomes the main actor. 

The legalist approach simply seeks to put the things in compliance with the regulations in force. The preventive 
approach on the other hand seeks to found and maintain the state optimal, beyond the laws. 
The goal of the preventive approach is to reduce the problems as fast as possible.  Consequently it asks to minimize 
the preliminary analyzes and to integrate any problem in the broader concerns of effectiveness, productivity, human 
and industrial quality of life, so that the recommendations are pragmatic, practical, adequate and saleable [16]. 

10. The globality of the problems 
20 to 30 years ago in the western countries, the priority was to avoid very handicapping accidents and 
occupational diseases: specific actions on specific factors (electricity, falls, fire, chemical agents…) had to be 
taken rapidly to reduce the hazardous exposures. Since then, the number of industrial disastrous situations has 
been reduced and a particular problem can no longer be isolated and solved independently of the context. 
The employee sees his work situation like a whole and not like a set of distinct and independent facts: he is being 
well or not, he likes his job globally or not… In addition, all aspects of the work situation are interrelated: the noise 
influences the relations between the people; the technical organization influences the risks for musculoskeletal 
disorders; the division of the responsibilities influences the work content, the accidents... 
The employees can hardy understand, and furthermore actively cooperate to, a prevention program focused on a 
specific aspect (for example, vibration, as a new european directive has been published), while other aspects, 
more significant for them, are ignored. 
It is also the reason why training programs on manual handling or actions on the stress conditions are doomed to 
fail when they are not preceded and accompanied with a revision of the machines, of the work organization, with 
noise abatement… 
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According to the theory of Motivation and Hygiene developed by Herzberg [17], two types of factors are 
determining the behavior of the employees:  
- The context in which they works:  
 The physical working conditions: work 

organization, requirements of the task, 
physical factors… ; 

 The economic conditions: wages, 
financial advantages, insurances, 
welfare benefits ; 

 The management, the colleagues, the 
policies and company regulations. 

- The possibilities of: 
 Using and developing his capacities; 
 Managing difficult things; 
 Exerting responsibilities; 
 Deserving the admiration of the others. 

While the first aspects are factors of 
dissatisfaction, only the second are factors of 
personal satisfaction. 

Therefore, reducing the noise level or the concentration of a pollutant at a workplace is just reducing the level of 
dissatisfaction of the people concerned, but not contributing to their satisfaction, and probably very little to the 
improvement of productivity. 
If and when the objective of the Occupational Health practitioner and the company is the wellbeing of the 
employees and of the company, it is a strategic error to focus on the 'problems' and it is necessary to consider at 
the same time all the factors which determine this wellbeing. 

11. Quantification vs. qualification of the risks 
The number of methods aiming at assessing the risks is definitely greater than the number of methods aiming at 
preventing them and these methods relate generally to only one particular risk factor. Most of them were 
developed by researchers whose responsibility and interest lay mainly in the establishment of general relations 
between constraints and effects, rather than in the solution to a problem in a particular work situation.  
That is particularly obvious in the case of the environment factors: evaluation of the concentration of a pollutant in 
the air, of the personal exposure to noise, of the exposure to heat. Extremely sophisticated methods were 
published to this end [18,19,20,21]. These methods are little, and most of the time badly used, because difficult, 
complex and expensive.  
• What means for example the report of a noise level of 93 dB (A) in a workshop, if, at the same time, one fails to 

specify the exact place and the duration of measurement, the operational status of the machines and the 
representativeness of the moment of measurement. 

• What means the report of an illumination level of 342 lux, when the place where the measurement was made is 
not specified and when it is known that anyway the position even of work posture influences this illumination level  
by over 100 lux. 

From these methods and handbooks, it should be concluded that the representative and correct quantification of 
the exposure to any risk factor is very difficult and expensive and that the majority of measurements as performed 
in industry have little or no value. 
The tendency for systematic quantification in the field results from four wrong beliefs:  
1. 'What is not quantified, does not exist';  'There is no data, therefore there is no problem';  'Low cost 

things (products, reports, experts…) are not worth anything' 
These opinions often lent to the decision makers, and in particular to the engineers, are very costly for the 
companies. Indeed, the problems are often simple, obvious, inexpensive to solve and any request for 
quantification involves unjustified expenses.  
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 Even if, indeed, this is the request of the decision makers, there is advantage not to answer it systematically 
and a priori, on pain of maintaining the need.  

2. 'Quantification leads to solutions' 
Experience shows that on the contrary the quantification of the whole (time weighted average level for 
example) can harm the understanding of the details on which it is possible to act to eliminate or reduce the 
risk. The How much? often replaces the How? and the Why? and the quantification ends in sterile 
observations.  

3. 'Quantification is essential to determine whether a risk does exist or not' 
This third assertion rests implicitly on the belief that a risk exists above a threshold (25 kg, 80 dB(A), 100 ppm 
on average…), and that, below, the risk does not exist. This is the legalist approach discussed above, in 
opposition to the preventive approach, which seeks, as much as possible, to improve the work situation 
according to all principles of logic and the terms of the national and international regulations.  

4. 'It is necessary to measure to 'objectify the subjective' complaining of the workers' 
This implies that the opinions of the workers – and the workers themselves - are not reliable, that they do not 
have enough knowledge and integrity for their opinions to be the basis of preventive actions.   Obviously the 
managers who share this prejudice, even implicitly, will not share neither the ideas presented to advocate the 
participation as defined above and to implement strategies such as the one presented in this document. 

The true reasons for these systematic measurements might be: 
• On the one hand to delay actions, hoping that the 'problem' will simply disappear.  Indeed, if the complaint 

of the workers is a fantasy, it might vanish, perhaps replaced by another that will be treated in the same 
way. 

• On the other hand, it must be noted that the training of the OHS practitioners focuses mainly on methods of 
measurement and very little on how to prevent or resolve the problems.  Facing a problem, the reflex of this 
OHS practitioner will therefore be to measure.  Consulting firms have also sometimes noticed that 
measurements are prestigious and profitable. 

It is thus necessary to draw the attention of the  OHS practitioners who measure systematically and of the 
employers who ask for these quantitative data, on the real interest of these measurements, their validity and their 
cost and to encourage them to quantify better and more validly, but more advisedly and for explicit prevention 
objectives.  
It is thus necessary to discourage the systematic and at first quantification, which is likely to distract from the first 
goal, prevention. In each case, it is up to the OHS practitioner to determine if he must or not conduct a 
quantification of the risks and the reasons (epidemiologic, technical, political…) for which he must conduct it. 
The quantification of the risks advisedly for a given work situation remains useful and necessary in some cases:  

• To better know the source of a problem and consequently find prevention measures more adapted; 
• In the event of development of a certain pathology by certain people; 
• Following a request for compensation for an occupational disease; 
• To compare the work situation with others; 
• In the context of epidemiological studies; 
• By researchers, to develop recommendations that thereafter could be used directly in other work situations 

This conclusion is much the same as the standpoint of Goelzer [22] in her Yant lecture in 1994, saying 'It is not 
unusual to see more attention given to exposure assessment and monitoring than to hazard prevention and control.  
The fascination exerted by sophisticated equipments and numbers is, for some reason, greater than the interest in 
designing pragmatic solutions to prevent exposure'. 
It also is similar to the point of view of the participants in the Control Banding workshop held in London in November 
2002 [23].  As underlined Oldershaw [24], "A single simple personal sample may cost more than $400: three quarters 
of the members states of WHO spend less than this per capita and per year in their health systems." 

12. Risk assessment vs. risk management 
This tendency for systematic quantification is especially obvious in the field of safety. Methods were proposed that 
make it possible to classify the risks of accidents and to define the priorities - and this is certainly very desirable. 
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Experience shows however that the users often neglect to consider in detail the elements defining these risks and 
the ways of reducing them. The quantification then becomes the aim in itself. 
The undeniable advantage of such a technique is to make it possible to compare and classify risks very different in 
nature, such as the fracture of the leg while falling from a ladder and lumbago while handling building materials.... 
The method thus makes it possible to define priorities, to compare various solutions....  
The validity of these priorities or these decisions is obviously function of the validity of the estimates of the 
parameters C, E and S, and these estimates, apparently very simple, require the collection of information, visits of 
the workplaces and discussion with the workers about the exact nature of the activities. A risk study performed one 
afternoon, in an office, in front of a computer spreadsheet, is consequently strongly subjective, biased and invalid.  
An obvious bias is the fact that the analysis of the risks made by the OHS practitioner alone is inevitably a function of 
the way he knows and sees the work situation. If this knowledge is false or fragmentary, it will be inevitably the same 
for the study of the risks. Again, this underlines that the participation of the work collective is essential as they are 
the only ones to know exactly how the work is actually performed.  
Moreover, the prevention consists in seeking the most effective means to reduce the risk by acting on one or several 
of its components: elimination of the risk factor, reduction of the exposure, increase of the reliability of the work 
system.... It is thus essential that the risk analysis be not simply a recording and a quick evaluation of the 
components of the risk R, but consist in a careful consideration of the reasons of the exposure, of the conditions of 
exposure, of the severity and of the most relevant and reasonably practicable means to reduce them.  The final 
quantitative evaluation of the risk is consequently secondary, the most important thing being the study of the 
components and the reasonable practicable means to reduce them.  
Rather than speaking about risk assessment or risk evaluation, it is thus more appropriate to speak about risk 
management.  
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Dynamic management: the various steps of intervention 
Although all the problems are dependant, it is neither realistic nor possible to solve all of them at once. Just like a 
cast-iron ingot is rolled to its final thickness in several passes, the problems - risks - can be solved only 
progressively. The process is dynamic. 
- The first rolling consists, for example, in replacing a defective tool, leveling the ground, improving the 

ventilation system … Essential step, this is however not sufficient because the reasons for which the tool was 
defective, the ventilation was degraded, the tool was defective… did not disappear and the situation will return 
soon or later towards its initial state. 

- Perhaps the second rolling will consist in re-examining the work organization, the institutional links between 
the people, in rearranging the operating areas… 

- Perhaps a third rolling will relate to the training of the work collective: vocational training to perform the tasks, 
education to their wellbeing, leading them to recognize themselves the problems, to manage them directly as 
they arise, leading them to a degree of self-management of their health, safety and wellbeing to work. 

- Maybe a fourth, fifth… rolling will relate to the culture of the company, the integration of the concerns of 
wellbeing in the overall management of the company. 

The amplitude of each step will vary as a function of numerous parameters and the number of steps will be 
infinite, as, each time, the risk is great to regress to a state of carelessness and improvisation. 
The knowledge, information, data… necessary during the first steps relate primarily to the work situation: the tools 
used, the machines circulating, the chemical products to exhaust… Knowledge in ergonomics, medicine and 
safety is certainly desirable to select the good tool, to ventilate more effectively… but is less essential than the 
knowledge of the work situation day after day. This first step must therefore be carried out as close as possible of 
the work situation and its output will be especially a function of intimate knowledge of what occurs in the course of 
time in this work situation. 
Conversely, at a more advanced step of the rolling of the work situation, the problems might require more 
qualification in work organization, training, management of the relations…. The analysis must be finer, more 
specific and requires tools and competences that only OHS practitioners generally have. 
According to the step, the necessary competences will thus rather be those of an OHS practitioner or of the work 
collective itself, who remains the main actor of the prevention, for whom and by whom prevention is implemented. 
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The SOBANE strategy of risk management 
The elimination of the risks or their reduction under an acceptable threshold can be done at first sight of the work 
situation only if all competences and all the means are available. However, the number of risk factors and the 
number of work situations of work are so large that it would be utopian and impossible to attempt to study them 
all, a priori and in details.  
It would be useless also, since, in the majority of the cases, prevention measures can be taken from the start on 
the basis of simple Observations by the people directly concerned in the companies and who know in details the 
work situations day after day.  
In some cases only and after the obvious solutions are implemented, a detailed Analysis can prove to be 
necessary, and only in some particularly complex cases will the participation of experts become essential  
This corresponds to what is carried out spontaneously in many cases. 
- Following a complaint or a routine visit (Screening), a problem is examined more in details (Observation); 
- If that does not make it possible to solve the problem, an OHS practitioner is called in (Analysis); 
- In the extreme cases and when that becomes indispensable, one turns to an expert to help solving a quite 

specific aspect (Expertise). 
This spontaneous procedure remains however little used systematically and overall is not very effective, due 
mainly to the lack of tools to guide these Screening and Observation levels and of the frequent desertion by the 
people in the field (the work collective) of the problems to the OHS practitioners and the experts. 
It is thus a question of developing tools for the Screening and Observation levels, for the work collective, in 
SMEs, and of ensuring the complementarity with the other partners. 
The strategy, called SOBANE (Screening, Observation, Analysis, Expertise), follows the criteria defined in 
table 1. 

Table 1: Characteristics of the four levels of the SOBANE strategy 

 Level 1 
Screening 

Level 2 
Observation 

Level 3 
Analysis 

Level 4 
Expertise 

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

How?  Simple  
observations 

Qualitative 
observations 

Quantitative 
observations 

Specialized 
measurements 

Cost?  Very low 
10 minutes per factor 

Low 
2 hours 

Average 
2 days 

High 
2 weeks 

By whom?  
Work collective 

 
 

Work collective 
 
 

Work collective 
+ OHS practitioner 

 

Work collective 
+ OHS practitioner 

+ Expert 
Qualifications  
•  work situation  
•  health at work  

 
Very high 

Low 

 
High 

Average 

 
Average 

High 

 
Low 

Specialized 

 
It is indeed a strategy, in that it involves tools, guides and 
means more and more specialized, as and when required. 
At each level, solutions to improve working conditions are 
sought. Recourse to the next level is necessary only if, despite 
improvements, the work situation remains unacceptable. 
The guide of level 1, Screening, is used is done regardless of 
the nature of the problem (complaint, accident ...) that triggers 
interest in the work situation. This problem is thus put in context 
and other aspects conditioning also the health, safety and 
wellbeing are identified. Solutions are sought for the whole of the 
work situation. 
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The following levels (Observation, Analysis, Expertise) are carried out only if the previous level failed to solve the 
problem in a completely satisfactory way. The need of transition to the next level thus depends on the complexity of 
the work situation. 
The means used for finding solutions are inexpensive in the first two levels. They are more expensive at the higher 
levels, but are used when absolutely necessary and are appropriate to the work situation encountered. The strategy 
makes it possible therefore to act more quickly, more efficiently and economically on the work situation. 
The strategy also helps to situate the various stakeholders: 

• the work collective (workers and local management) at the Screening and Observation levels 
• the recourse to external assistance, an OHS practitioner  for the Analysis 
• and possibly an expert for the Expertise. 

1. Level 1, Screening 
Objective: 
The objective here is to identify the main problems and make up for the obvious 
errors, such as holes in the ground, containers with toxic materials and 
abandoned, VDUs oriented towards a window…  
Actors: 
This identification must be carried out internally, by the people in the company 
knowing the work situations perfectly, even if they have no or little qualification in 
safety, physiology or ergonomics. They will thus be the work collective, the 
employer himself in the small companies, with an internal OHS practitioner when 
available, in the medium-size or larger firms. 
Method: 
For this, they need a simple tool that can be used rapidly. It is useless or even counterproductive to require at this 
level a rigorous use of the terms risk, damage, probability of occurrence…. They will discuss 'problems' in the 
general understanding of the common language.  
The tool on this level 1, Screening, must make it possible to identify the problems in all the circumstances of the 
work situation, during the day or the year and not at a precise time. The Déparis guide presented below fulfils 
these criteria. 
At this first level, some problems will already be solved and others will be identified. They will be further discussed 
at level 2, Observation. 

2. Level 2, Observation 
Objective: 
The problems unsolved at the time of level 1, Screening, are investigated 
further in order to design adequate solutions.  
Actors: 
The Observation guides must remain simple to assimilate, fast and inexpensive 
to implement, so as to be used again, as systematically as possible, by the 
employees and their local management with the collaboration again of a internal 
OHS practitioner when available. 
Method: 
This level 2, Observation, requires an intimate knowledge of the work situation under its various aspects, its 
alternatives, the normal and abnormal operations. 
The depth of the Observation will vary according to the risk factor and according to the competence of the 
participants. 
The essential is again to lead this work collective to consider the various aspects of the work situation and to 
identify the prevention solutions as soon as possible. 

3. Level 3, Analysis 
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Objective: 
When the Screening and Observation levels do not make it possible to bring the risk back to an acceptable level 
or that a doubt remains, it is necessary to go further in the Analysis of its components and the search for 
solutions. 
Actors:  
This requires now the assistance of someone with the needed qualifications, 
tools and techniques. These people will often be OHS practitioners external to 
the company, intervening in close cooperation with those who conducted the 
Screening and the Observation levels (and not in their place). 
Method: 
The Analysis is usually about particular circumstances of the work situation defined at the end of level 2, 
Observation. It can require simple measurements with current instruments, measurements with the explicit 
objectives to authenticate the problems, investigate the causes and optimize the solutions. 

4. Level 4, Expertise 
The study of level 4, Expertise, must be conducted by the same people of the 
company and OHS practitioners, with the additional assistance of highly 
specialized experts. It will relate to particularly complex situations and will 
possibly require special measurements.  
 
The Déparis guide presented in the next section is the tool for the first level, Screening 
The tools for the Observation, Analysis and Expertise levels of the strategy were developed and validated with 
regard to noise [27,28], thermal environments of work [29,30,31], lighting [32], whole body [33], hand-arm vibration [34], 
musculoskeletal disorders [35,36], chemical agents[37], biological agents[38], fire and explosion hazards[39], electric 
safety[40], machine safety[41], falls and slips[42], work on VDUs[43], social premises[44] and psychosocial 
aspects[45]. 
The whole set of documents is available (in French and Dutch) on the www.SOBANE.be site.  
Some documents in different languages are available on the web site www.deparisnet.be. 
 
  

http://www.sobane.be/�
http://www.deparisnet.be/�
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The dialog guide Déparis [25,26] 
 

1. Criteria general of a risk Screening guide 
According to the philosophy of the SOBANE strategy, the criteria for a Screening tool of the risks can be defined 
as follows: 

• To approach quickly as many aspects as possible of the work situation;  
• Not to require any special knowledge in safety, physiological or cognitive ergonomics; 
• To be based only on the intimate knowledge of the work situation of the work collective; 
• To be usable directly by this collective, with, if possible but not in essential manner, the assistance of a 

person trained in safety, ergonomics… It results that the tool must be simple to understand, must use the 
common vocabulary, take time little and not require any measurement; 

• To be directed towards the questioning of the work situation and the search for improvements. It proves to 
be essential to avoid rating scales that divert the attention from the search for solutions towards the sterile 
determination of a score; 

• To be oriented not only towards the disappearance of the health and safety problems, but rather towards 
the search for the optimal state of health technically, humanly and economically for the company; 

• To lead to an action plan in the short, average and long terms and later to a plan of effective interventions 
by more specialized OHS practitioners; 

• To be conceived within the framework of the general strategy of prevention SOBANE of which it 
constitutes the first level. 

2. The Déparis guide 
Déparis (Dépistage participatif des risques, participative screening of the risks), the tool of the Screening level, 
strictly follows the criteria given in the previous section. It consists primarily in a systematic review by the 
employees and their technical management of the work situation. 
The Déparis guide consists of a series of 18 tables, successively approaching 18 facets of the work situation:  

1. Premises and working areas  
2. Work organization  
3. Work accidents 
4. Electricity, fire and explosions 
5. Controls and signals 
6. Work material, tools, machines 
7. Work postures 
8. Efforts and handling operations 
9. Lighting 
10. Noise 
11. Chemical and Biological risks 
12. Thermal environments 
13. Vibration 
14. Autonomy and individual responsibilities 
15. Work content 
16. Time constraints 
17. Relationships between workers and with the hierarchy  
18. Psychosocial environment 

The order of these sections was studied to best suit the way anyone physically approaches a work situation, going 
from general to specific, considering the overall organization (no 1 and 2) before security (no 3 and 4) and what 
occurs directly in the work stations (tools, postures ...) (no 5 to 8).  The environmental factors (no 9 to 13), often 
approached in the first place, were deliberately pushed back into the list to order to fight against this practice and to 
draw attention to the first points. The psycho-organizational factors (no 14 to 18) were kept in last place, as in most 
former methods, for two main reasons: 
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• Pragmatically, one cannot deny the persistent reluctance of some industrial sectors to address these 
fundamental issues; 

• During a meeting, the discussion should start on more neutral technical subjects and trust must be 
established before these more sensitive topics are tackled. 

The Déparis guide offers for each heading a series of points to be discussed and, for each one, outlines in a few 
words what is desirable. Keywords, in bold, are  
used to guide the discussion, while the 
recommendations, in smaller characters, help to 
find the most practical and suitable improvement 
measures. 
Next to this section, the table includes a space 
where the Déparis coordinator (see below) will 
note the measures considered during the 
discussions.  
The discussion attempts to identify: 

• Who is best suited to implement these 
improvement measures (What) and how 
soon it could be done (When); 

• The financial implications of these measures. Although this is difficult and not always reliable, the participants 
are invited to consider the cost of the solutions they propose and their potential impact on product quality and 
on productivity. They are invited to quickly make this assessment according to three criteria: direct cost, work 
quality and productivity and in terms of: 
 No cost (0):  The measures could be directly implemented; 
 Inexpensive ():  Current budgets are expected to make it possible to implement these measures in 

the near future; 
 Moderately expensive ():  A special budget is necessary and actions can be considered in the 

medium term; 
 Very expensive (): The measures require investments that may be made only in the long term. 

Within the third part of each heading, the Déparis coordinator will note the measures that require further study (at 
the level of Observation) to clarify solutions proposed during the meeting, for example: 

 To review systematically and more thoroughly the problems of using chemicals; 
 To re-examine the layout of workstations and the postures (with the choice of a particular seat, for 

example); 
 To re-examine the sharing of responsibilities and optimize the work content of each employee. 

Finally, the group leading the study makes an overall assessment (final indicator) of the priority with which changes 
are to be made. The assessment is conducted according to an intuitive figurative system with three levels of color 
and smiles: 

 ☺ Green:   completely satisfactory situation; 
    Amber: average and ordinary situation, to improve if possible; 
    Red:      situation unsatisfactory that requires improvements. 

A system using a numerical score was deliberately avoided, as experience shows that it leads to useless 
discussions and interpolations.  A system with three levels was preferred to avoid the dichotomous approach (2 
levels: right and wrong, lawful or not ...) or on the contrary the search for useless nuances (more than 3 levels). 
At the end of the discussions of the 18 headings, the results are summarized in two tables: 

• A synoptic table showing the judgments for the 18 headings: this table gives an overview of the status of the 
work situation and enables quick and visual comparison of a current and a previous state or the state of 
different work situations of the same company or the state of a work situation as seen by different teams; 
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• A summary table of the actions and complementary studies under consideration during the discussion with the 
listing of Who does What and When and the corresponding financial implications. This table will lead to the 
action plan in the short, medium and long terms for the work situation. 

There exists a partial redundancy between various headings. This has been avoided wherever possible in order to 
come up with rather complementary headings. However complete separation is neither possible nor desirable since, 
as discussed previously, the work situation is a whole and is experienced by workers as this whole, where all the 
different aspects interact, reinforce, neutralize each other. 
The Déparis guide is presented in Annex 1 and available in editable version (winword) on the website of the 
strategy SOBANE:  www.deparisnet.be. 
The guide presented here is the general guide and the reader will quickly realize that, because of this general 
character, it can serve as a basis for Screening in all work situations, but is appropriate to none in particular. 
Indeed, the 18 topics are addressed in almost all cases, but a work situation in a hospital is quite different from 
another on a construction site or in the service sector.  The guide therefore needs to be adapted to the peculiarities 
of the different sectors.  A number of 'sectorial' guides have been and continue to be developed. They are available 
on the website, to allow easier development of a guide adapted to the characteristics of the actual work situation. 

3. The checklist of audit of the major risks  
Participation is a process that starts slowly and never finishes. Many conditions must be met for it to go well: 
involvement of the direction and the hierarchical line, training of stakeholders in the dialog process.... The process 
improves gradually their implication, their training, their mutual confidence… 
But it is normal that at the beginning of the process, the results remain partial. 
Now, can exist in the work situation risks of such gravity that it is not acceptable to wait the success of the 
participation. process. Some aspects, such as electrical or fire risks, could also be completely forgotten during the 
Déparis meetings, when they have no direct influence on the living conditions at work. 
It is therefore necessary that, besides the participative process, there is a verification system for the main technical 
risks. This usually consists of a visit of the work situation by an OHS practitioner using a checklist. 
Any checklist covering the most important aspects of health and safety may be used. However, the OHS practitioner 
performing this inspection may find it beneficial to use a checklist close to the Déparis guide. This may be the 
Déparis guide itself. When checking the essential points, the OHS practitioner may use however a short version of 
the Déparis guide covering specifically these main aspects. This checklist is presented in Appendix 2. It covers 
essentially the same items as the Déparis guide for the following aspects: 

• Work-related accidents: (Section 3 of Déparis) 
• Electrical hazards, fire and explosions (Section 4 of Déparis) 
• Chemical and Biological (Section 11 of Déparis) 
• The tooling and machinery (Section 6 of Déparis) 

The two approaches are quite complementary. During this visit, the OHS practitioner can hardly consider what the 
people 'live', but only what himself sees, feels, hears and what he can measure that day. 
As the participation proceeds, the role played by this checklist should diminish and it should instead become an 
audit of the system and a management tool for OHS practitioner - facilitator.  It must however be clearly understood 
that: 

• The checklist is not intended to be used alone, but as a complement
• It must be used preferably by the OHS practitioner who supervises the implementation of the SOBANE 

strategy and in particular the use of the Déparis guide; 

 to the Déparis guide; 

• In no case the collected information should be used to limit the aspects of the work situation to be 
discussed during the Déparis meeting; 

• The checklist is not designed to meet the legal requirements concerning the annual visits of the work 
places. 
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Implementation of the SOBANE strategy  
 

1. Procedure of use of Déparis 
The use of the SOBANE strategy to coordinate the actions in health, safety and wellbeing at work and the use of 
the Déparis guide must not be improvised. In general, the sequence of the events is as follows:  
1. The company has a problem, of musculoskeletal disorder, stress, safety…. This problem led to an accident, 

an occupational disease, absenteeism, claims… 
2. The problem was discussed within the OHS committee if it exists or with the trade-union delegation and a 

decision was reach to do something. Remain to know what. 
3. An internal OHS practitioner in the medium-size and large company or an external OHS practitioner for the 

small companies is invited to propose solutions. 
4. Realizing that all the aspects of the work situation are dependant, this OHS practitioner recommends 

proceeding to a detailed review of the work situation, with a discussion group of employees and local 
management, to reconsider one by one all the aspects of the work situation. 

5. The OHS practitioner presents to the direction of the company the SOBANE strategy and the guide Déparis 
and describes their application and interest. The direction agrees to discuss it with the employees. 

6. The OHS practitioner presents the SOBANE strategy and the guide Déparis to the OHS committee and/or 
the trade-union delegation. 

7. The partners become aware of the implications and the stakes of the strategy and decide to try the 
experiment. 

8. The employer informs the workers, the hierarchical line and the OHS committee about his objectives and its 
commitment to take account of the results of the meetings and the studies.  
The process can be profitable only if it is developed in a climate of sincere cooperation. Certain conditions must 
be filled so that it is the case, namely:  
• A clear and unambiguous position of the employer, declaring its objectives of safety and health and 

committing himself to take account of the results.  
• A scrupulous respect of the committees where labor and management discuss the health and safety 

problems in the company.  
The OHS committee in the company, if it exists, must keep and play fully its role, more specifically here by 
promoting the follow-up and the harmonious development of the local actions.  

9. A work situation is identified, made of a coherent set of workstations interacting with each others. The 
number of workers concerned may vary, but should hardly exceed 20 (by team in the event of shift work) 
under penalty of considering a set of workplaces too heterogeneous.  

10. A coordinator is designated with the agreement of the direction and the employees. The coordinator will have 
to organize the meetings, to lead them and report the results. He must know the work situation perfectly: it 
could be a foreman, the head of section or a local OHS practitioner when available. This coordinator is the 
main actor of the procedure and he must be accepted by all the parties.  

11. The coordinator familiarizes himself with the details of the Déparis guide, adapts the tables to the 
specificities of the work situation by modifying terms, eliminating some irrelevant aspects, transforming some 
others or adding new ones.  He trains himself to use it. 

12. A discussion group is formed with 2 to 4 key workers of the work situation, designated by their colleagues 
and their representatives and with 2 to 4 technical supervisory staff chosen by the employer.  
It is essential that the choice and the representativeness of the participants be accepted, by the employees as 
well as by the hierarchy.  
In SMEs, this group might be of 4 or 5 people only. In a larger company, it could be a more significant group 
including 2 or 3 workers, a foreman, a production engineer, a person from the engineering and design 
department, another one from the purchase or maintenance department, an OHS practitioner...   The number of 
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people taking part in the meeting should be about 3 to 8, neither too large – on pain of being too expensive -, 
nor too small – on pain of being not very representative.  
These people must be key-persons of the work situation, knowing particularly the activities, the physical and 
social work conditions. They must not speak in their own name, but be able to express, as much as possible, 
the opinions and expectations of the group of workers. The discussion group must include at least a woman 
and a man in the event of a mixed work situation. 
Experience indicates that the group must be local and include workers living the work situation day after day. 
This is not contradictory with the presence and the participation of representatives of the workers who are likely 
to bring in complement their more general knowledge of the company and to ensure the coherence between the 
various interventions of this type in the company.  

13. An invitation is sent to each participant, describing briefly the purpose and the procedure of the meeting and 
what is expected from each of them.  This letter also includes the list of the aspects that can be discussed 
during the meeting.  An example of such an invitation letter is given in annex 1 

14. A meeting of the discussion group is organized in a quiet room, close to the working spaces in order to be able 
to see the workplaces and the operations and to go there, if necessary, to discuss on the spot the possible 
changes. Experience shows that it is very difficult to hold it while the participants are working and must 
supervise and intervene on the process. It thus asks that the participants stop working.  

15. The discussion begins on the different aspects of each table, simply, directly and in practical terms to improve 
the situation and what. The written document is used as support for the discussion, but is not the goal. The goal 
is to structure and make the debate progress, not simply to describe the situation and fill the tables. 

16. The coordinator leads the meeting.  He clearly explains the procedure and proposes, one after the other, the 
points to discuss, using the tables of the Déparis guide.  Each participant has in front of him the list of items 
that can be discussed which was sent with the invitation letter.  
The tables are reviewed one by one. The discussion is launched concentrating, not on carrying a score, but on 
determining:  
• what can be made simply, directly and in practical terms (with the details of realization) to make the 

situation more flexible, more effective and more pleasant  
• what factor requires a more thorough discussion to search further for solutions (level 2, Observation).  
The participants are invited to consider the cost of the solutions they propose and the impact that they can have 
on the quality of the product and the productivity. They are invited to quickly assess the solutions in term of no 
(0), little (), fairly () or very () expensive, taking account of the direct cost, the quality of work and 
the productivity.  
At the same time, they are invited to seek who could implement each solution, how and when.  
For these two evaluations, the advantage does not lie only in the evaluations of cost or assumption of 
responsibility, but, more subtly, in the fact of taking these economic and feasibility criteria in account. Thus, the 
working group learns how to manage its proposals of solutions in a realistic and practical way and these 
proposals are likely to be more realistic and to become implemented.  
During the discussion, the coordinator is brought to manage the fact that items from different tables are dealt 
with at the same time: the discussion about a machine can approach the aspects of control, signals, tools and 
material, noise, vibration. To refuse to deal with these aspects in order to stick strictly to the sequence of the 
tables would be an error. Conversely, it remains necessary to deal with the various aspects in an organized 
way.  

17. After the meeting, the coordinator writes the synthesis with:   
• A table with the global assessment (☺,  or ) for the 18 tables; 
• The list of solutions under consideration with the indication of who can do what and when; 
• The 18 tables with the detailed information arising from the meeting. 

18. Ideally, this synthesis is presented to the participants.  A second meeting is often difficult to organize. It appears 
however particularly rich in confirmations, in additions.... It also demonstrates the educational effect of Déparis, 
namely that, after the first meeting, some participants looked at their work situation more thoroughly, with 
different eyes, in search of more permanent control measures.   
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In the absence of such a meeting, a presentation of the results to each participant individually is already 
enriching.  

19. The finalized synthesis is then submitted to the direction and the OHS committee. 
20. The study is continued for the unsolved problems. Factor by factor, the methods of level 2, Observation of the 

SOBANE strategy or equivalent methods are used to search further for relevant solutions or to give shape to 
the proposals made during the Déparis meeting.  

21. Action plans at short, medium and long terms are decided and implemented.  The table summarizing who does 
what when, as well as the financial implications (0, , , ) makes it easier to determine what can be 
implemented immediately, what must be planned, what must be budgeted for. It also makes it possible to follow 
the evolution of the actions and to evaluate the results and the progresses.  

22. Periodically and after an appropriate lapse of time function of the circumstances, the operation is repeated: the 
general condition of the work situation is re-studied by the same main actors and the action plans are updated 
and the group fully adopts the consultation guide to manage its work situation. 
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2.  The role of the OHS practitioner - facilitator [46] 
As discussed previously, the optimal state of health, safety and wellbeing for the workers and of physical and 
economic health for the company cannot be reached in once. 
The iterative process can be represented by the diagram of the 
opposite figure. 
At the end of a first participative step, some improvements are 
made, some decisions are taken and mentalities, motivations 
and confidences start to change. However, the structural 
modifications cannot usually be brought and the state of the 
system will return to what it was at the beginning if, at an 
appropriate time, a second step is not undertaken. 
This second step cannot be started too early when the decided 
actions did not take effect, or too late when the situation begins 
to deteriorate. 
The process must therefore be monitored permanently to 
determine the appropriate time to revive the participative process. 
The energy necessary to start and maintain the process is represented by the arrows. 
Inertia is important at the beginning, because of lack of understanding, lack of confidence, resistance to change, 
fear of the unknown, lassitude or idleness. Once launched, the process becomes progressively easier to 
maintain. 
The energy necessary to launch, monitor and revive the process can come only from someone trained in the 
participative process, able to seize the whole of the problems of health, safety, wellbeing , productivity…, to stand 
back from the work situation and to weigh morally rather than hierarchically on the process. 
It can thus be only an OHS practitioner, called here OHS practitioner - facilitator [46,47,48] to distinguish him from 
the uni-disciplinary OHS practitioners more likely to intervene at the Analysis level to study in detail a particular 
and isolated aspect of the work situation. 
This OHS practitioner - facilitator is thus strictly speaking the engine of the participative process. It is up to him to: 

• Make aware the employer of the possibilities that SOBANE offers to structure their approach of the working 
situations in a comprehensive way and lead it to adopt the basic principles of the SOBANE strategy.  

• Make aware and get the hierarchical line to participate effectively; 
• Alleviate some fears of the workers and trade-union organizations; 
• Adapt the Déparis guide to the characteristics of the work situation, by re-examining the terminology and/or 

the aspects taken into consideration (ex: vibration, work on VDU...).    
• Follow closely, even to coordinate and lead himself the first Déparis meetings and train the coordinators, 

so as to avoid ambiguities and take care that the process of discussion, decision and implementation 
develops harmoniously.  

• Control the erroneous hopes, fears, mistrust, disappointments; 
• Help the partners to recognize their limits; 
• Identify the appropriate time to relaunch the process; 
• Revive it and continuously monitor this process so that the process is renewed and is maintained in the 

company. 
The efficiency of the OHS practitioner - facilitator will depend much on extrinsic characteristics: the type of 
management of the company, its experiences in the participative process, the culture of the company. It will also 
depend on intrinsic characteristics, especially when the extrinsic characteristics are unfavourable [10,49,50]: 

• His personality and his capacity of influencing without being dominating and intimidating; 
• His experiment and his credibility; 
• His qualifications in health, safety and wellbeing at work; 
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• His capacity to listen but also to make decisions, to conduct group discussions, to make it progress 
without manipulating it, to conclude on a particular aspect; 

• His integration in the company and his knowledge of the social climate; 
• His aptitude to provide at the appropriate time the information necessary and to induce among the 

partners the need for information and further training; 
• His capacity to determine the opportune time to revive the process. 

It is necessary finally to insist on the fact that this OHS practitioner is indeed a facilitator and not the person 
responsible for the participative process and his success. His role remains external: to smooth things over, to 
train the people so that they assume the full responsibility for the process [10], to make so that the partners 
themselves deal with gradually and manage their problems jointly. 
If this OHS practitioner is the facilitator of the participation within the work situation, he is also the facilitator of the 
relationship between the company and external consulting OHS services in order to insure the coherence of the 
external interventions. He becomes therefore the coordinator of the external interventions, leaving to the external 
OHS practitioners the task to provide the specialized technical assistances. He thus holds a hinge position, 
supervising the evolution of the company and ensuring the recourse to the external assistances when necessary. 
 
3. The operational validity of the Déparis guide 
IInn  22000033  aanndd  22000055,,  tthe Déparis guide was used in 80 companies from 9 different industrial sectors and of 3 different 
sizes: 26 with less than 50 workers, 28 with 50 to 200 workers and 26 with 200 to 500 workers.  One Déparis 
meeting was organized in one work situation in each company.   
TThhee  rreessuullttss  aarree  aass  ffoolllloowwss::  
• The 18 headings were covered in a 116 ± 28 min (from 54 to 180 min), that is to say, on average, during the 

two desired hours.  
• The 80 meetings led to 986 proposals of improvement (12 per reunion) of which:   

 40% involving noo  ccoosstt and 36% small expenses.  Only 8% of the proposed solutions had high 
financial implications.   
This underlines the fact that, contrary to the common belief, the improvement of the working 
conditions is not systematically costly and does not represent an unbearable load on the 
companies; 

 33% only of the proposed solutions had already been proposed, indicating that common practices, 
based on the intervention of specialists, are not able, alone, to bring out the problems lived day after 
day by the employees and their local management in their work situation;  

 60% were very practical and directly applicable and indeed in most of the cases, they were directly 
implemented;  

 40% of the measures were relative, not directly to the ordinary health and safety aspects, but to the 
work procedures, to the work quality and to productivity. 

The validity of the Déparis guide can, in conclusion, be evaluated in terms of cost and results.  
• In terms of cost and time necessary, the preparation of the intervention takes time to convince the employer and 

the hierarchy to take this route and to gain the cooperation of the workers. The technical preparation of the 
Déparis meeting takes time.  The meeting takes approximately 2 hours for 3 to 7 people. After the meeting, the 
time to write the report is approximately 2 hours. The cost of the procedure is thus not nil, but appears 
reasonable and definitely lower than the cost of interventions of consultants.  

• The outcomes of the Déparis meeting are very variable, according to the way the coordinator led the meeting 
and according to the existing culture of the company (culture that it tries to improve).  
In some cases, the participants limited themselves to report the problems, discussing primarily whether a given 
aspect is satisfactory or unsatisfactory.  
In other cases, the discussion really concerned the reasons for the problems, but the solutions remained vague:  
'it would be necessary', 'one could', 'one should'... 'reorganize the work', 're-examine the work cycles'...  
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In many cases however, the goal was reached: practical solutions were formulated such as plans to refit out a 
space, relocate stocks or machines, re-distribute tasks between workers, modify the work process…. The final 
table of who does what when and what needs a complementary study then made it possible to determine the 
priorities and define action plans in short, medium and long terms.  
During a later use, the effectiveness became more significant, the participation of the workers more practical, 
demonstrating that the previous meetings taught them to better look of their work situation.  
 

Since 2005, The SOBANE strategy and in particular the Déparis guide has been introduced in many enterprises in 
very different industrial contexts, mainly in Europe, South America and Africa.  
They proved to be profitable due to the fact that: 
• It is directly participative:  the workers and their local management are the actors and no longer the assisted; 
• It is simple to understand and to adapt to any language, any culture and any work situation; 
• It is simple to use whatever the industrial sector and the level of instruction of the people; 
• It makes it possible to deal with the real problems and difficulties experienced by the people themselves; 
• It takes into account their personal characteristics of age, gender, origin…; 
• It is oriented toward Why and What to do  instead of toward How much; 
• It does not require any quantification nor the use of any unreliable rating scales, but still makes it possible to 

define priorities and to set up prevention programs in the short, medium and long terms  
• Its benefit/cost ratio is very favorable, as it proved to be: 

 Economical in time: a 2h meeting with 5 to 8 persons; 
 Economical in means: no useless measurement; 
 Leading to practical and realistic improvement or prevention measures proposed by the concerned 

people themselves, therefore with a greater probability to be accepted and implemented. 
• It leads to improvement or prevention measures relating to: 

 The elimination of the risk factor; 
 The improvement of the exposure; 
 The improvement of the exposure circumstances; 
 The use of the personal protective equipments;   
 The behavior of all the partners in the work situation, through allocation of the functions, mutual 

comprehension and confidence, increased motivation and satisfaction. 
• It leads to a dynamic management of, not only for the traditional risks (physical and ergonomics aspects), but, 

whatever the industrial sector, to all the aspects that influence the wellbeing physical, mental and social of the 
workers and their supervisors 

• It contributes significantly to the education to safety, health and wellbeing of the workers and the local 
management, being brought to seek information according to their needs;  

• It contributes to a change of paradigm 
 Implementation of a culture of doing, instead of the habit of measuring; 
 Implementation of a culture of doing as soon as possible, instead of the habit of delaying; 
 Implementation of a culture of doing together instead of pyramidal management; 
 NOT to avoid problems: costs, negative aspects; 
 BUT to gain efficiency: investment, positive aspect. 

• It reallocates the roles and responsibilities concerning health, safety and wellbeing at the workplace: the work 
collective is in charge of its own living conditions; 

• It makes it possible to integration health, safety and wellbeing into the management system of the company as 
well as in the agendas of each individual 

 Giving to everyone (direction, hierarchical line, OHC, workers) a reliable overview of the health and 
safety state of the company. 

 Making it possible (indicator) to follow the evolution of the health and safety state of the company. 
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Annex 1:  The Déparis guide 
Participative Screening of the Risks 

 
1. Procedure of use   
1. Information by the Direction on the objectives and commitment to take account of the results of the meetings 

and the studies.   
2. Agreement of the Safety Committee  
3. Definition of a small group of workplaces forming a unit, a "work situation"  
4. Designation of a coordinator by the Direction with the agreement of the workers.   
5. The Déparis coordinator adapts the guide to the work situation by modifying terms, eliminating some irrelevant 

aspects, transforming others or adding additional aspects.   
6. Constitution of a working group with key-workers of the work situation concerned, designated by their 

colleagues and with supervisory technical staff chosen by the direction.  It includes at least a man and a woman 
in the event of mixed group.   

7. Meeting of the working group in a calm room close to the working stations.   
8. Clear explanation by the coordinator of the objectives of the meeting and the procedure.   
9. Discussion sequentially on the aspects listed in each table, while concentrating on:  

 What can be done to improve the situation, by whom and when  
 What aspects require the assistance of a trained person 
 The cost of the suggested improvement measures and their possible impact on the quality of the 

product and the productivity:  not (0), little (), mean () or high ().  
10. After the meeting, synthesis by the coordinator 

 The list of the points that need to be studied more in details with the priorities.   
 The list of solutions under consideration with indication of who can do what and when  
 The headings used, containing detailed information arising from the meeting  

11. Presentation the participants, revision, additions...  
12. Finalization of the synthesis.   
13. Presentation of the results to the direction and the safety committee.   
14. Continuation of the study for the unsolved problems, factor by factor, by means of the methods of level 2, 

Observation  of strategy SOBANE    
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2. Invitation 
  

 You are invited to take part in a Déparis meeting 
 What is it about?  What is expected from you? What will you gain?   

What is it about? 
The regulation requires that a risk analysis be carried out for all the work situations and that action plans be 
established for gradually reaching and maintaining the best state of wellbeing for all the partners in these work 
situations (employees, supervisors, direction). 

It is possible for an OHS practitioner alone to deal with some problems such as the risks of fire. 
It is however not possible for him alone to ensure the conditions of YOUR wellbeing. 

YOUR wellbeing can be assured only with YOU. 
A Déparis meeting (participative screening of the risks) is a meeting of some people from the work situation (workers, 
supervisors, engineering services…) during which all the aspects of the life at work are reviewed.  A guide was prepared 
to lead the discussions so that they cover all the technical, organizational and relational aspects which make that the daily 
life at your work situation is more or less easy, effective and pleasant.  
The objective is neither to record nor to quantify the imperfections, difficulties, problems. It is to find what can be made 
concretely, at short, medium and long terms so that work be more effective and more pleasant. 
During the meeting, it will be possible for certain aspects to determine what it is necessary to reorganize or change and 
how concretely to reorganize it or change it. For other aspects, complementary studies will have to be made thereafter.  
The Direction commits itself to prepare an action plan in order to carry on with the results and proposals of the meeting. 
What is it expected from you? 
In the past, some studies and investigations were already made and recommendations for improvements were 
formulated.  All perhaps were not followed by actions. 
During the Déparis meeting, one wishes to start again from scratch, to wipe the slate clean of the possible past and to re-
examine in an organized and systematic way ALL the aspects of the life at work. 
It is expected that you come to the meeting with a trustful and constructive spirit. 
o If you are member of the direction and the hierarchy, it is not questions of seeking responsibilities for anything, but of 

searching what can be done to improve the life conditions, taking into account the other working constraints. 
o If you are a member of a service of maintenance, methods, of purchase…, the aim is to examine with you the ideal 

way to improve these problems taking into account the technical contingencies. 
o If you are member of the personnel, the question is for you and at the name of pour colleagues, to raise the problems, 

to describe the difficulties encountered by them and to seek how the situation can be improved. 

What will you gain from this? 
The Direction chose, with full knowledge of the facts, to use the Déparis guide as the tool for the Screening of the risks.   
It commits itself to take into account the results of the discussions and the proposals for improvement which will be 
formulated.  
It is thus the opportunity to re-examine the whole of the work situation and to improve gradually, together, the living 
conditions at work.  The experiment showed that everyone is winning from this process: quality of life, personal and 
professional satisfactions, work more pleasant, more effective, better employment relationships…. 
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3. List of the items to be discussed during the Déparis meeting 
 

1. Premises and working areas 
Who can do what in practice and when? 
- Workshops, offices and working areas 
- Circulation paths (for people and vehicles) 
- Accesses to the working areas 
- Obstruction  
- Storing spaces 
- Technical maintenance and house keeping 
- Waste 
- Floor 
- Social premises 
- Emergency exits 

2. Work organization 
Who can do what in practice and when? 
- Work organization 
- Work circumstances 
- The supply of the workplaces 
- Interactions and communications 
- Means of communication 

3. Work accidents 
Who can do what in practice and when? 
- Working clothes and personal protective equipments 
- Falls from height 
- Falls on the ground 
- Falls or projections of objects 
- Mechanical risks 
- Procedures in case of an accident 
- Analyses of the work accidents 
- First care 

4. Electricity, fire and explosions 
Who can do what in practice and when? 
Electricity 
- The general wiring 
- The material 
- The equipment 
Fire and explosion 
- Inflammable or explosive materials 
- Sources 
- Fire fighting devices 
- Compartmentalization of the areas, stairs 
- The internal intervention team 
- Instructions in case of fire 
- Signposting 

5. Controls and signals 
Who can do what in practice and when? 
- Work orders 
- Signals and controls  
- Localization 
- Characteristics 
- Force 

6. Work material, tools, machines 
Who can do what in practice and when? 
- The material, tools and machines 
- Appropriate for each operation 
- Maintenance 
- Dimensions and forms 
- Adapted to the worker and safe 
- Training 

7. Work postures 
Who can do what in practice and when? 
- The repetition of the same gestures 
- Work postures 
- Work heights 
- Seated or seated/standing posture 
- Help means 

8. Efforts and handling operations 
Who can do what in practice and when? 
- Gestures and efforts 
- Hand efforts 
- Loads 
- Mechanical assistance devices 
- Training 
- Tiredness at the end of the day acceptable 

9. Lighting 
Who can do what in practice and when? 
- General lighting of the premises and the work itself 
- Daylight and view outside 
- Shade, reflections or glares on the work 
- Lighting uniformity 
- Lamps 
- Work on VDU 

10. Noise 
Who can do what in practice and when? 
- In the workshops: ease to speak, PPE 
- Location of the workstations 
- Means of communication 
- Noisy machines or installations 
- Holes, openings 

11. Chemical and Biological risks 
Who can do what in practice and when? 
- Chemical and biological risks 
- Training 
- Procedures 
- Labeling 
- Stocks 
- Dusts, chips, oils, vapor... 
- Chemical and biological waste 
- Signposting 
- Collective protections 
- Personal protective equipments 
- Sensitive personnel 
- Vaccinations 
- Hygiene 
- Air Renewal 
- Smokers 

12. Thermal environments 
Who can do what in practice and when? 
- Temperature 
- Humidity 
- No draughts 
- Cold, heat and humidity sources 
- Clothing 
- Protective clothing 
- Drinks 
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13. Vibration 
Who can do what in practice and when? 
- The vehicles (lifting trucks...) 
- Vibrating machines (grinders, drills...) 
- Tools, bits, discs… 
- Training 

14. Autonomy and personal responsibilities 
Who can do what in practice and when? 
- Orders and expectations 
- Range of initiative 
- Autonomy 
- Freedom of contact 
- Degree of attention: average according to 
- Decisions 
- Responsibilities 
- Errors 

15. Work content 
Who can do what in practice and when? 
- Work interest 
- Qualifications 
- Information and training 
- Emotional load 

16. Time constraints 
Who can do what in practice and when? 
- Work schedules and work program 
- Work rate 
- Group autonomy 
- Work interruptions 
- Breaks 

17. Work relationships between workers and 
with the hierarchy 

Who can do what in practice and when? 
- Communications during work 
- Allocation of work 
- Mutual assistance between workers  
- Consultation about the work  
- The hierarchy 
- Relations with the hierarchy 
- Workers suggestions and remarks 
- Evaluations 

18. Psychosocial environment 
Who can do what in practice and when? 
- Promotions 
- Discriminations 
- Employment 
- Salary 
- Company council and safety comities 
- Psychosocial problems 
- Living conditions in the company 
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4. The tables of the Déparis guide 
  

1. Premises and working areas  
To be discussed 

Workshops, offices and working areas 
 Of average size and nobody is isolated 
Circulation paths (for people and vehicles) 
 Broad enough, well delimited by lines 
 Not obstructed with objects, boxes, pallets... 
 Good visibility 
Accesses to the working areas 
 Easy, direct and of sufficiently broad (> 80 cm) 
Obstruction appropriate storing and tidiness 
Storing spaces 
 Sufficient (binders, cupboards...) and easily accessible 
Technical maintenance and house keeping 
 Working areas well and regularly maintained, pleasant 
Waste 
 Sorted and evacuated correctly 
 Enough containers, well located and appropriate 
Floor 
 In good condition, level, secure, not slipping 
Social premises 
 Showers, toilets, changing-rooms, canteen... 
 Appropriate size, comfortable and well equipped 
Emergency exits 
 Not obstructed, quite visible 
 Signaled with appropriate pictograms 
 
 
 

 

Who can do what in practice and when? 
 
 

Aspects to study more in detail   
 
 

 

2. Work organization  
To be discussed 

Work organization 
 Clear and appropriate 
 Allows to work safely 
 Work planning appropriate in time and space 
 Work procedures clear and applied 
Work circumstances 
 The places, tools, materials, stocks, unforeseen events, external requests, time... 
 Allow applications of the usual work procedures and make possible a work of 

quality 
The supply of the workplaces 
 Stocks neither too large nor too small 
Independence between the neighboring workstations 
 Neither too much, nor too little 
Interactions and communications 
 During work between workers of the various workstations 
 Easy and free 
Means of communication 
 Voice, phones, computers…appropriate and pleasant 
 
 
 

Who can do what in practice and when? 
 
 
 

Aspects to study more in detail   
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3. Work accidents  

To be discussed Who can do what in practice and when?  
Working clothes and personal protective equipments 
 Appropriate, available, used, maintained, put away 
 Dangerous products: masks, safety glasses, gloves 
 Machines: glasses (against projections, splashes), gloves 
 Work at height: helmet, safety harness...  

 

Falls from height 
 Handrails, anchorages, maintenance of the work at height equipment, lifting 

devices for people 
Falls on the ground: condition of the floor, tidiness, cleanliness... 
Falls or projections of objects 
 Safety of the operations, storing of the tools and the material...  
 

 

Mechanical risks 
 Shocks, dragging, crushing, cuts, punctures, burns... 
 From lack or neutralization of barriers, pulley covers; use of syringes, cutters, 

sources of heat  
 

 

Procedures in case of an accident 
 Clear, known and applied 
Analyses of the work accidents 
 Systematic, complete, used 
First care first-aid room, first-aid kits, first-aid workers... well located and appropriate  

 

 

Aspects to study more in detail   
 
 

 
4. Electricity, fire and explosions 

To be discussed Who can do what in practice and when?  
Electricity 

The general wiring 
 Circuit breakers, fuses, grounds, signposting, protection 
The material wire, cables, extensions, earth... 
The equipment 
 Connections, emergency stop, earth, maintenance, insulation, batteries.  
 

 

Fire and explosion 
Inflammable or explosive materials 
 Quantity, storage, ventilation, supply... 
Sources 
 Flame, spark or sources of heat (static electricity...), signposting 
Fire fighting devices 
 Automatic fire detection and extinction, fire extinguishers, hose reels, hydrants..., 

signposting 
Compartmentalization of the areas, stairs 
 Technical shafts, fire doors (condition, obstruction), filling in of the holes (cables, 

pipes...)... 
The internal intervention team: trained, available 
Instructions in case of fire 
 Evacuation plans, fire alarms, emergency exit and gangways, meeting point, tests 

of evacuation... 
Signposting 
 Storage sections, fire fighting devices, emergency exits and escape lighting, plans 

by floor...  
 

 

Aspects to study more in detail   
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5. Controls and signals  
To be discussed 

Work orders:  clear forms, lists... 
Signals (screens, lamps...) and controls buttons, levers, pedals… 
 In good condition 
Localization 
 Near and facing the worker, neither too high, nor too low 
 Well located on the control board (number and colors of the buttons, lamps...) 
 Emergency stop system (buttons, cables...) available and easily accessible 
Characteristics 
 In accordance with the stereotypes: needle moving from left to right, green = 

work…..red = stop, direction of the controls... 
 Level of loud alarms or appropriate light intensity 
 Size, form and dimensions (buttons, indicators...) 
Force 
 No excessive pressure with the finger or the foot... 
 
 
 
 
 
 
 
 

Who can do what in practice and when? 
 

Aspects to study more in detail   
 
 

  
6. Work material, tools, machines  

To be discussed 
The material, tools and machines 
 Hammers, pliers... fixed, portable, or lifting machines... 
 Inventory available 
Appropriate for each operation 
 Isolated in a safety area (for dangerous machines) 
Maintenance 
 In good condition 
 Regular maintenance, thorough annual checking 
 Put away in case of problems (damaged cable, cracks, tears, general wear...) 
 Cleaned up and put away according to the needs, in places easily accessible 

around the workstations 
Dimensions and forms 
 Easy to grab safely 
 Easy to use without tiredness of the hands or arms 
 Right or curved handles, not too long or too short, not too thick or too thin, not too 

rough or too smooth 
Adapted to the worker and safe 
 No parts that could wound 
 Not too heavy; no vibration 
 Adapted to the left-handers 
Training 
 On the safest and most efficient use of the material and machines 
 
 
 
 
 
 
 

Who can do what in practice and when? 
  

Aspects to study more in detail   
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7. Work postures 
To be discussed 

The repetition of the same gestures not continuously 
Work postures: comfortable 
 Straight back: no flexion nor torsion of the back 
 Straight head: no flexion, extension nor rotation 
 Shoulders relaxed: not raised 
 Arms close to the body: not outspread nor raised 
 Hands in a normal position: not bent 
 Feet on the ground or on a rest-foot 
 No work kneeled down or in crouching position 

 If not, knee support, cushion... available 
 No repeated or uninterrupted unfavorable positions 
Work heights (tables, desks, shelves, machine-tools...) 
 Make possible this ideal work posture 
Seated or seated/standing posture 
 Preferred 
 Appropriate seats, stable and comfortable 
 Support of the forearms on the desk or armrests adjustable in height 
 No obstruction for the legs under the desk 
If upright work posture 
 No obstruction in the movements 
 Comfortable support of the thighs and/or the arms on support at appropriate height 
Help means 
 Stepladder... available for working at height. 
 Stable, solid, easy to use safely (falls)  
 
 
 
 

Who can do what in practice and when? 
  

Aspects to study more in detail   
 
 

 

8. Efforts and handling operations  
To be discussed 

Gestures and efforts 
 Not abrupt nor too strong 
 Without fast or repeated movements 
Hand efforts 
 Moderated, without wrist torsions 
 No knocking with the heel of the hand 
Loads 
 Light and balanced (liquids, size of the bags...) 
 Comfortable to grab: good handles, no cutting edges, not slipping, not too hot 

or too cold... 
 At good height grabbed and dropped at the level of the waist 
 No torsions or bending of the trunk 
 Carried only on short distances 
Mechanical assistance devices appropriate 
 Hoists, trucks (pushed rather than pulled)... for heavy or unstable loads 
 Belts, conveyor belts... for frequent transport 
 High standard, well located, easy and rapid to use 
Training on how to handle loads, adapted to the work situation 
Tiredness at the end of the day acceptable  
 
 
 
 
 
 

Who can do what in practice and when? 
 

Aspects to study more in detail   
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9. Lighting  
To be discussed 

General lighting of the premises and the work itself 
 Neither too much nor too little: sufficient to see the details of work, but not too large 
Daylight and view outside acceptable through clean windows 
No shade on the work 
No reflections nor glares 
 On the tables, metal or glass surfaces, plastic sheets, windows, screens... 
 Especially by the sun: windows with curtains, blinds or sun screen 
 No direct sight of the light sources 
Lighting uniformity 
 Of the working areas and gangways (staircases...) 
Lamps 
 Cleaned regularly 
 Defective lamps or tubes are quickly replaced 
Work on VDU 
 The worker does not stand facing or turning the back at a window or at a significant 

source of light 
 
 
 
 
 
 
 
 
 
 

Who can do what in practice and when? 
 

Aspects to study more in detail   
 
 

 
10. Noise  

To be discussed 
In the workshops 
 The ease to speak at a distance of 1 meter 
 Personal protective equipments 
 Ear plugs, ear muffs… available and used when necessary 

In the offices 
 No discomfort, lapse of concentration 
 Traffic, telephones, air conditioning, photocopiers, conversations... 

Location of the workstations 
 As far as possible from the noise sources 
Means of communication 
 Take the ambient noise into account 
Noisy machines or installations 
 Well maintained, equipped with hood 
Holes, openings 
 In the walls between the premises, slots around doors 
 
 
 
 
 
 
 
 
 

Who can do what in practice and when? 

Aspects to study more in detail   
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11. Chemical and Biological risks  
To be discussed 

Chemical and biological risks 
 Inventory of the products available and up to date 
 Documentation on the risks available 
Training on the procedures and the risks 
Procedures 
 Of use: clear and respected (mixtures…) 
 In case of incident (spill, splash…): respected  
Labeling: appropriate and well labeled containers 
Stocks (toxic, corrosive, flammable, biological... products) 
 Stored in adapted, isolated and labeled spaces 
Dusts, chips, oils, vapor... 
 Evacuated (ventilation, aspiration...) without setting in suspension or being 

dispersed 
Chemical and biological waste 
 Evacuated in a controlled way according to a known procedure 
 In appropriate containers (dustbins) 
Signposting 
 Appropriate and respected: no smoking, risk areas... 
Collective protections 
 Showers, wash-hand basins, ocular showers... well located and in good condition 
Personal protective equipments 
 Gloves, masks, glasses, clothing... 
 Appropriate, available and used 
Sensitive personnel 
 Women, pregnant or nursing women, young workers... 
 Health monitoring  
Vaccinations: in order 
Hygiene 
 Nobody eats on the workplace 
 No fungi nor moulds 
Air Renewal: sufficient 
 the air is fresh, pleasant to breathe, without odors 
Smokers: Smoking zones well located and ventilated  
 
 
 

 Who can do what in practice and when? 
 

Aspects to study more in detail   
 
 

 

12. Thermal environments  
To be discussed 

Temperature 
 Neither too warm nor too cold, no significant variations 
Humidity : not too dry nor too humid 
No draughts: by the windows and the doors 
Cold, heat and humidity sources 
 Removed:  water, vapor, machines, sun... 
Clothing 
 Comfortable:  overalls, laboratory apron... 
Protective clothing 
 If necessary (insulating, water-proof, anti-radiations...) 
 Quality, appropriate and comfortable 
Drinks:  available in case of conditions too hot or too cold  
 
 
 
 

Who can do what in practice and when? 
 

Aspects to study more in detail  
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13. Vibration 
To be discussed 

The vehicles (lifting trucks...) 
 Appropriate for the work to be performed 
 The floor, the circulation paths, the tires, the suspensions, the seats are in good 

condition 
Vibrating machines (grinders, drills...) 
 Appropriate for the work to be performed 
 Not too heavy and without vibration 
 In good condition and regularly maintained 
Tools, bits, discs…:  adequate and in good condition 
Training 
 Vehicles, machines and tools well used 
 Good work postures, forces, work with 1 or 2 hands.... 
 
 
 
 
 
 
 
 
 

Who can do what in practice and when? 
 

 

Aspects to study more in detail     
 
 

 
14. Autonomy and personal responsibilities 

To be discussed 
Orders and expectations: no contradictions 
Range of initiative 
 Everyone can adapt the way he works without disturbing the team work 
Autonomy 
 Everyone can leave his workstation and take a short break (toilets, drinks) without 

disturbing the production 
Freedom of contact 
 Everyone takes himself the contacts considered as necessary with peripheral 

(maintenance, purchase, quality...) or external departments 
Degree of attention: average according to 
 The seriousness of the actions to be taken 
 The unpredictable nature of the events 
Decisions 
 Limited number of possible choices 
 Information available 
 Decisions not too difficult to take 
 Required speed of reaction normal 
Responsibilities 
 Neither too many nor too few 
 Everyone knows his own responsibilities and appreciate them 
Errors 
 Everyone can correct his errors by himself  
 
 
 
 
 
 
 

 

Who can do what in practice and when? 
 

Aspects to study more in detail     
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15. Work content   
To be discussed 

Work interest:  interesting and diversified 
 Preparation tasks, quality control, final improvement, maintenance... 
Qualifications 
 Everyone’s work corresponds to his function and his professional capacities 
 It makes it possible to use and develop these capacities 
Information and training 
 Of everyone (young, temporary and older workers) 
 Specific to everyone’s work 
 About the procedures, the risks and the prevention methods 
 When taking on the job and periodically thereafter 
Emotional load: dramatic errors, environment (hospital)… 
 Not too heavy 

 
 
 
 
 
 
 
 

Who can do what in practice and when? 
 

Aspects to study more in detail     
 
 

 
16. Time constraints  

To be discussed 
Work schedules and work program 
 Received sufficiently in advance 
 Allow everyone to organize his working day as he wants 
 Flexible within given margins 
Work rate: not excessive 
 Lost production can be made up rapidly 
Group autonomy: the group organizes himself concerning 
 The work schedules and holidays 
 The work distribution, breaks, rotations 
 The production delays 
 The overtime 
 The peak and drop  periods of work (short-time working) 
 Additional and last minute work 
Work interruptions: Few unexpected events 
Breaks 
 Frequent and short 
 Organized taking into consideration the workload, the postures hardness, the 

repetitive constraints, and the mental fatigue. 
 
 
 
 
 
 
 
 
 
 
 

Who can do what in practice and when? 
 

Aspects to study more in detail  
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17. Work relationships between workers and with the hierarchy  
To be discussed 

Communications during work 
 Always possible, on matter related or unrelated to the work 
 The work and spaces organization allows to see each other 
Allocation of work: impartial within the group 
 Everyone knows exactly his work and his role 
Mutual assistance between workers for work problems  
Consultation about the work : regular 
 Between the workers, the departments and the hierarchy 
 To define, plan and allocate the work 
 To solve the problems 
The hierarchy:     known, appreciated and respected 
Relations with the hierarchy 
 Harmony, confidence, cooperation and good social climate 
 No strained relations, no conflicts of interest... 
 Support in case of work or personal difficulties 
 Delegations... 
Workers suggestions and remarks 
 Encouraged, heard and taken into account 
 The problems are reported 
Evaluations 
 Everyone knows how his work is evaluated 
 When and how he is monitored 
 Evaluation criteria and consequences are known 
 Everyone is informed about his evaluation results 
 Everyone’s work is correctly appreciated  
 
 

Who can do what in practice and when? 
 
 

Aspects to study more in detail  
 
 

 
18. Psychosocial environment    

To be discussed 
Promotions:    possible 
 According to clear and unbiased criteria known and approved by all 
 On the basis of the evaluations and according to the performances 
Discriminations 
 None according to age, sex, origins or personal characteristics 
 Neither to be hired nor to be promoted 
Employment 
 Stable 
 Confidence in the company integrity and future 
 Substitutions in case of diseases and the use of temporary workers are well 

managed 
Salary 
 Correspond to the required capacities and work performed 
Company council and safety comities:   satisfactory 
Psychosocial problems 
 Dissatisfaction, stress, harassment, personal problems... 
 Support facilities and procedures exist and are used 
 Information is given 
 Preventive actions are carried on 
 Living conditions in the company 
 Allow personal and professional development 
 Compatible with private life (family...) 
 All the workers are on the whole satisfied 

 
 

Who can do what in practice and when? 
 

Aspects to study more in detail     
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6. Synthesis 
Report here the general appreciations of the headings, by coloring the box in green  yellow  or red    

 
Work situation    
1. Premises and working areas     
2. Work organization     
3. Work accidents    
4. Electricity, fire and explosions    
5. Controls and signals    
6. Work material, tools, machines    
7. Work postures    
8. Efforts and handling operations    
9. Lighting    
10. Noise    
11. Chemical and Biological risks    
12. Thermal environments    
13. Vibration    
14. Autonomy and individual responsibilities    
15. Work content    
16. Time constraints    
17. Relationships between workers and with the hierarchy     
18. Psychosocial environment    

 
 
Inventory of the proposed improvement measures and of the complementary studies to 

realize  

N°  Who?   Does what and how?   Cost  
When?   

Projected  Realized  

      

 
 

EVENTION 
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Annex 2: Checklist of audit of the major risks 
 

1. Procedure of use 
 

The checklist is not intended to be used alone
but 

, 
in addition

The checklist is a supplement to the Déparis guide: 
 to the Déparis guide  

• The Déparis guide is intended to seek consensus in a participative way to improve the wellbeing in the 
work situation in all its components. 

• The checklist ensures that the major risks of accidents and occupational diseases were not omitted. 
The checklist must be used preferably by the OHS practitioner who supervises the implementation of the 
SOBANE strategy and in particular the use of the Déparis guide for this work situation. 
This OHS practitioner must be familiar with the Déparis guide and its use.  He will examine the work situation, 
using the 4 tables of the Checklist: 

• assessing each aspect according to: 
 NA: not applicable 
 : Green light: situation quite satisfactory 
 : amber light: average and ordinary situation, to improve if possible 
 : red light unsatisfactory situation, likely to be dangerous and needing to be improved. 

• seeking, not to quantify or measure, but to identify problems, determine the causes and some possible 
improvement measures; 

• noting all his observations and comments; 
• reporting for the whole of the heading the most severe code of the specific aspects of this heading. 

If he has the opportunity and time, he will go through the whole of the Déparis tables. 
The checklist is used after the Déparis meeting if the OHS practitioner did not lead himself this meeting. 

• He takes note of the results of the Déparis meeting;  
• He examines the work situation, preferably in the company of the Déparis coordinator; 
• He completes the results of the Déparis meeting after discussion with the Déparis coordinator ; 
• He reviews with him the action table "Who does What When?" 

If he will lead himself the Déparis meeting, it is preferable that he uses the checklist with the Déparis guide 
before this meeting to familiarize himself with the work situation and gather information which will enable him to 
enrich the discussions during the meeting. 
In no case, however, the collected information should be used to limit the aspects of the work situation 
to be discussed during the Déparis meeting  
The continuation of the procedure then joins the one presented for Déparis, namely: 

• Presentation to the management and the consultative body of the results; 
• Further study for the unsolved problems, factor by factor, using the participative Observation methods 

(Level 2) of the SOBANE strategy; 
• Development of the action plans; 
• Dynamic risk management by reusing periodically the Déparis guide, the checklist, the Observation 

and Analysis guides for continuous improvement of the work situation. 
 
The checklist is not designed to meet the legal requirements as regards annual visits of the work places. 
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2. Checklist of audit of the major risks 
 

Industrial accidents (heading 3 of Déparis)  
Working clothes and personal protective equipments: Appropriate, available, used, maintained, put away na    
 Dangerous products: masks, safety glasses, gloves na    
 Machines: glasses (against projections, splashes), gloves na    
 Work at height: helmet, safety harness... na    
Falls from height: Handrails, anchorages, maintenance of the work at height equipment, lifting devices for people na    
Falls on the ground: condition of the floor, tidiness, cleanliness... na    
Falls or projections of objects: Safety of the operations, storing of the tools and the material...  na    
Mechanical risks: Shocks, dragging, crushing, cuts, punctures, burns... na    
 From lack or neutralization of barriers, pulley covers; use of syringes, cutters, sources of heat  na    
Procedures in case of an accident: Clear, known and applied na    
Analyses of the work accidents: Systematic, complete, used na    
First care first-aid room, first-aid kits, first-aid workers... well located and appropriate  na    
Remarks 
 
 
 
 
 
 
 

Final judgment    
 

Electricity risks  (heading 4 of Déparis) 
The general wiring: Circuit breakers, fuses, grounds, signposting, protection na    
The material wire, cables, extensions, earth... na    
The equipment: Connections, emergency stop, earth, maintenance, insulation, batteries.  na    

Fire and explosions (heading 4 of Déparis) 
Inflammable or explosive materials: Quantity, storage, ventilation, supply... na    
Sources: Flame, spark or sources of heat (static electricity...), signposting na    
Fire fighting devices: Automatic fire detection and extinction, fire extinguishers, hose reels, hydrants..., signposting na    
Compartmentalization of the areas, stairs: Technical shafts, fire doors (condition, obstruction), filling in of the holes 
(cables, pipes...)... na    
The internal intervention team: trained, available na    
Instructions in case of fire: Evacuation plans, fire alarms, emergency exit and gangways, meeting point, tests of 
evacuation... na    
Signposting: Storage sections, fire fighting devices, emergency exits and escape lighting, plans by floor...  na    
Remarks 
 
 
 
 
 
 
 

Final judgment    
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Tools and machines (heading 6 of Déparis)  
Tools (hammers, screwdriver, grips… or tools of the machines):: quality, state· na    
Portable Machines (drilling machines, grinding machines, screw drivers…) 
 Regulation: EC marking, manual from the manufacturer, protections, state, weight na    
Nonportable machines (machine tools…): Regulation: EC marking, manual, startup report, protections, security zone, state na    
Mobile machines and lifting gear: Regulation: EC marking, manual, startup report, protections, security zone, state na    
 Quality, Suitable 

Mobile machines: license, access, lighting, signposting… 
Lifting gear: license, access, load weight, hoisting accessories, communication 

na    

All: Clearly indexed (inventory) na    
 Adequate:  for each operation na    
Maintenance: In good condition na    
 Regular and preventive Inspections and maintenance, annual thorough checking, periodic inspection na    
 Put at the variation in the event of problems (damaged cords, cracks, tears, general wear…): procedures, indication, machines of 

replacement  na    
 Cleaned and arranged according to the requirements in easily accessible places around the work stations na    
Safety of the operations:  
 Collective protections against projections na    
 Easy to seize in safety na    
 Adapted to the worker and made safe: no elements can wound; not too heavy; no vibrations; adapted to the left-handeds na    
Training: On the safest and most efficient use of the material and machines na    
Remarks 
 
 
 
 
 
 
 
 
 

Final judgment    
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Chemical and biological risks  (heading 11 of Déparis)  
Inventory of the chemicals: 
 Up to date, with name of the product, quantity, components, CASE numbers, hazard symbols, R and S sentences, safety cards… na    
Inventory of the biological agents: 
Deliberated or not deliberated activities, bacteria, viruses, contact with the patients and liquids body, hot stagnant water na    
Training on the procedures and the risks na    
Procedures of use: clear and respected (mixtures, proportioning) na    
 In the event of incident (inversion, splash…)  respected na    
Labeling: adequate and well labeled containers na    
Stocks: Biological products, toxics, corrosives, flammable… stored in spaces adapted, isolated and signposted  na    
Dust, chips, oils, vapors… : Evacuated (ventilation, aspiration…) without setting in suspension or dispersion na    
Chemical and/or biological waste: Evacuated in a controlled way according to known procedures na    
 In adequate containers (dustbins)  na    
Signposting: Adequate and respected: prohibition to smoke, buildings at the risk… na    
Collective protections: Showers, wash-hand basins, rinse-eye… are well located and in good state na    
The PPE: gloves, masks, glasses, clothing…Adequate, available and used na    
Personnel at the worsened risk: women, expectant or nursing mothers, young workers…Appropriate health monitoring  na    
Vaccinations:  in order na    
Hygiene: Nobody eats on the work place na    
 No mushrooms or moulds na    
Renewal of the sufficient air: Fresh air is, pleasant to breathe, without odors na    
Smokers: Smoking zone well located and ventilated na    
Remarks 
 
 
 
 
 
 
 
 

Final judgment    
 

3. Synthesis: 
Report here the general appreciations of the headings, by coloring the box in green  yellow  or red    

 

Work situation: 
• Industrial accidents (heading 3 of Déparis)    
• The electric risks, sets fire to and explosions (heading 4 of Déparis)    
• Tools and machines (heading 6 of Déparis)    
• Chemical and biological risks (heading 11 of Déparis)    

 
Report here the comments noted at the end of each heading  

N° Comments 
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