
Working 
Conditions in 

Hotels and 
Restaurants 

National Report for 
Sweden 

 

 

 

European Foundation 
for the Improvement 

of Living and 
Working Conditions 

 

Project 018/010.256 

 

 

London Economics 

October 2002 



Working Conditions in Hotels and 
Restaurants 

National Report for Sweden 

 

 

 

European Foundation for the Improvement of 
Living and Working Conditions 

 

 

Project 018/010.256 

 

 

London Economics 

October 2002 

©  Copyright London Economics.  No part of this document may be used 
or reproduced without London Economics’ express permission in 
writing. 



 
 
 

Contents Page 
 
 

Executive Summary vi 

1 Introduction 1 
1.1 Context and aim 1 
1.2 Structure of the report 1 

2 Sector characteristics 2 
2.1 Economic characteristic of the sector 2 
2.2 Labour market issues 5 

2.3 Conclusions on the labour market in the sector 11 
2.4 Background information on the regulatory framework 11 

2.5 Discussion and conclusions concerning sector characteristics 19 

3 Quality of work and employment 21 
3.1 Physical working environment 21 
3.2 General discussion and conclusions on the physical 

environment 25 
3.3 Work organization 26 
3.4 General discussion and conclusions of the psychosocial 

environment 30 

3.5 Working time 31 
3.6 General discussion and conclusions of the working time 32 

3.7 Payment system and income 32 
3.8 Outcomes 33 

3.9 Discussion and conclusion on accidents/diseases and 
absenteeism 37 

3.10 Access to social protection 37 
3.11 Discussion and conclusions on access to social protection 40 
3.12 Conclusions on Quality of work & employment 40 

4 Quality of work and employment: policies and instruments 41 
4.1 Regulations, collective bargaining and caselaw 41 

4.2 OSH Prevention policies 42 

 
 
London Economics 
October 2002 i 



 
 
 

Contents Page 
 
 

4.3 Company strategies, examples of good practice 45 
4.4 Concluding remarks and discussion 45 

5 Issues and challenges 46 

5.1 Views of the employers’ organizations 46 
5.2 Views of the unions 47 
5.3 Views from the authorities 47 

5.4 Overview of points of consensus and dissent 48 

6 Overall discussion and conclusions 49 

7 Full references 50 

8 List of key Informers 52 

 

 
 
London Economics 
October 2002 ii 



 
 
 

Tables & Figures Page 
 
 
Table 2-1: Turnover (net) - 2000 2 
Table 2-2: Number of companies (2000) 2 
Table 2-3: Number of companies according to company size 

(2000) 3 
Table 2-4: Share of turnover by company size (2000) 3 
Table 2-5: Number and percentage of closings 3 
Table 2-6: Number and percentages of bankruptcies (2000) 4 
Table 2-7: Number and percentages of companies by legal form 

(2000) 4 
Table 2-8: Number and percentage of people employed 

according to gender (2001) 5 
Table 2-9: Number of people employed according to 

age/seniority (2001) 6 
Table 2-10: Number and percentage of employees by EU or non-

EU status 6 
Table 2-11: Number and percentage of employees by company 

size (2000) 7 
Table 2-12: Status of contracts of people employed (2001) 8 
Table 2-13: Percentage of people employed according to 

educational level1 (2001) 9 
Table 2-14: Percentage and number of people employed 

according to occupational group 10 
Table 2-15: Percentage of full- and part-time workers (2001) 10 
Table 2-16: Number and percentage of vacancies, unemployed 

or having a second job, and personnel turnover in the 
sector and at national level 11 

Table 2-17: Specific directives/regulations on or relevant as a 
background to the improvement of quality of work 
and employment in the sector 11 

Table 2-18: Membership of employers’ organizations in the 
sector and at the national level 18 

Table 2-19: Number and percentage of employees who are 
member of one of the unions in the sector and at the 
national level 18 

Table 2-20: Number of current collective agreements relevant as 
background for issues of quality of work & 
employment. 18 

 
 
London Economics 
October 2002 iii 



 
 
 

Tables & Figures Page 
 
 
Table 2-21: Specification of the quality of work & employment 

issues in Kollektivavtal 19 
Table 3-1: Ambient conditions (2001) 21 
Table 3-2: Ergonomic conditions (2001) 22 
Table 3-3 (A): Physical conditions (2001) 23 
Table 3-4: Safety conditions (2001) 24 
Table 3-5: Access to specific equipment and technology (2001) 24 
Table 3-6: Pace of work, work intensity (2001) 26 
Table 3-7: Skilled work and ability to learn in and from the 

job/work (2001) 26 
Table 3-8: Control in and over work (2001) 27 
Table 3-9: Relations with colleagues (2001) 27 
Table 3-10: Relations with the management (2001) 28 
Table 3-11: Relations with clients and the public (2001) 29 
Table 3-12 (A): Stress and fatigue (2001) 29 
Table 3-13: Working hours in percentage of people employed in 

the sector 31 
Table 3-14: Working hours 31 
Table 3-15: Non-standard working hours/working patterns 31 
Table 3-16: Number and percentage of employees who report to 

have access to working time arrangement 32 
Table 3-17: Income level in the sector as related to the national 

level 32 
Table 3-18: Wage payment and compensation systems 32 
Table 3-19: Occupational accidents according to consequences 

(2000) 33 
Table 3-20: Professional categories with highest number of 

occupational accidents 34 
Table 3-21 (A): Occupational accidents by age groups (2000) 34 
Table 3-22: Main causes of accidents (2000) 35 
Table 3-23: Occupational diseases (2000) 35 
Table 3-24: Morbidity in the sector 36 
Table 3-25: Diagnoses of those who receive disability pensions 

(new cases each year) 36 
Table 3-26: Sickness absenteeism (2001) 36 

 
 
London Economics 
October 2002 iv 



 
 
 

Tables & Figures Page 
 
 
Table 3-27: Percentage of workers ensured of income when on 

sickness leave 37 
Table 3-28: Number and percentage of workers ensured of 

income when they are diagnosed disabled for work 38 
Table 3-29: Number and percentage of workers ensured of 

income when unemployed 39 
Table 4-1: Specific directives/regulations on the improvement 

of quality of work and employment in the sector 41 
Table 4-2: Number of current collective agreements on issues of 

quality of work & employment. 42 
Table 4-3: Specification of the quality of work & employment 

issues in these collective agreements 42 
Table 4-4:  Percentage of the companies in the sector with 

(self-) audits on health and safety 44 
Table 4-5: Preventive services on health and safety and services 

directed at the improvement of the quality of work and 
employment 44 

Table 4-6: Inspecting and enforcing organizations 44 
Table 4-7: Means for enforcement regarding OSH 44 
 
 

 
 
London Economics 
October 2002 v 



Executive Summary 
 
 

Executive Summary 

London Economics has been commissioned by the European Foundation for 
the Improvement of Living and Working Conditions to undertake a study of 
working conditions in hotels and restaurants in Sweden. 

The study, carried our over a 4-month period, relied for the most part on 
Swedish statistical data, the 2000 Work Environment Survey and interviews 
with key stakeholders. 

Looking at many factors affecting day-to-day working conditions, such as the 
physical environment, the psychosocial environment, working time and 
health, the study concludes that there are many positive aspects about 
working in this sector, but challenges as well as far as the quality of work and 
employment is concerned. 

Investigation shows that employees in hotels and restaurants are feeling 
increasingly stressed about work, possibly the result of a fast pace of work, a 
characteristic of the sector.  The combination of a fast pace of work and the 
physical demands of many of the tasks that have to be performed on a 
regular basis are adverse factors that reinforce each other, raising the risk of 
ill-health at work. 

The study reports that employees in hotels and restaurants tend to suffer less 
from occupational accidents and diseases than the national average.  
However, when they do, they tend to be away from work for a longer period 
of time.  This leads us to conclude that more attention is required to better 
understand the long-term health consequences of working in hotels and 
restaurants. 

The study also highlights the difficulties arising from work outside normal 
daytime.  While employees in the sector enjoy additional compensation when 
they work nights or during weekends, it is not always perceived as sufficient 
to offset the disadvantages associated with non-standard working time.  
Balancing work and non-work life is more difficult, particularly for women 
who tend to be employed in this sector in a greater proportion than in the rest 
of the economy. 

Employees working directly with the public experienced conflicts at the 
workplace and were exposed to sexual and gender discrimination to a much 
greater extent than employees working in other sectors of the economy. 

Career and employment opportunity exists, but not necessarily for all 
workers.  Within the sector, there is a group comprising unskilled workers on 
fixed-term contracts and illegal immigrants who are in precarious work 
situations.  Furthermore, part-time employment has increased in hotels and 
restaurants over the past decade, becoming much more prevalent than in 
other sectors of the economy.  Surveys reviewed in this report show that for 
many employees, part-time work is not a matter of choice.  Opportunities for 
competence development remain limited. 
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Section 1 Introduction 

 

 

 

1 Introduction 

1.1 Context and aim 
In 2000, the European Foundation carried out its third European Survey on 
Working Conditions and collected information on working conditions, health 
and well-being of the employed and self-employed in the fifteen EU member 
states. A total of three surveys (1990, 1995 and 2000) provided a general 
picture on the main characteristics of the economic sectors with regard to 
working conditions. This general picture is sufficient to set priorities, but not 
enough to understand the reasons underlying the situation described, and the 
policies, at various levels, undertaken to deal with such.  

The sector surveys on working conditions for each of the 15 Member States 
on the sectors of Road Transport and Hotels and Restaurants have the 
objective to provide a cross-sectional overview of employment conditions in 
these two sectors as two examples of the European economy. The research 
covers a very large number of aspects of working conditions with as much 
detail as is possible to obtain given the availability of national statistics.  

1.2 Structure of the report 
This report is organised according to the format designated in the guidelines 
provided for the national reports. In section 2 we describe the sector 
characteristics. In section 3 we give as much detail as was available with 
respect to the quality of working conditions and employment. Section 4 deals 
with the policies and roles of the social partners. Section 5 presents the views 
of the key informers and representatives of the social partners which we 
interviewed in the course of this research project. Finally, section 6 provides a 
discussion of main points and presents our conclusions.  
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2 Sector characteristics 

2.1 Economic characteristic of the sector 
 

Table 2-1: Turnover (net) - 2000 

(in millions of euro) Sector National 

Latest information – 2000 7,428 544,475 

Change – 3 years back- 19971 5,885 429,573 

(1) A change of d7efinitions in 1997 prevents a comparison with earlier data.  
Source:  Statistics Sweden 

 

The net turnover for hotels and restaurants increased by about 26% between 
1997 and 2000, about the same as for the whole economy. 

 

Table 2-2: Number of companies (2000) 

 Sector National 

Latest information – 2000 22,508 526,816 

Change: 3 years back –19971 19,731 472,582 

(1) A change of definition in 1997 prevents a comparison with earlier data. 
Source: Statistics Sweden  

 

The number of companies in the sector rose by about 14% since 1997.  This 
compares with a 11% increase in all sectors of the economy 
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Table 2-3: Number of companies according to company size (2000) 

Number of employees Sector National 

− 0 employees 

− 1-9 employees 

− 10-49 employees 

− 50-199 employees 

− 200-499 employees 

− 500+ employees 

11,567  (51.4) 

8,727  (38.8) 

1,945  (8.6) 

259  (1.2) 

16  (0.1) 

9  (0.0) 

603,252 (67.4) 

225,005 (25.1) 

54,608 (6.1) 

10,461 (1.2) 

1,279 (0.1) 

450 (0.0) 

  Source: Statistics Sweden 

 

Small operations are prevalent in the hotels and restaurants sector, and a little 
more so than in all sectors of the economy.  In 2000, over half of companies 
did not employ anybody and 94.5% of companies had fewer than 10 
employees (compared to 92.5% for all sectors).  8.6% of companies had 
between 10 and 49 employees, compared to the national average of 6.1%. 

 

Table 2-4: Share of turnover by company size (2000) 

 Sector National 

− 0-19 employees 

− 20-49 employees 

− 50-99 employees 

− 100-249 employees 

− 250+ employees 

54.1 

16.7 

7.5 

5.7 

16.0 

n.a. 

n.a. 

n.a. 

n.a. 

n.a. 

  Source: Statistics Sweden 

 

In 2000, companies with fewer than 20 employees accounted for 54.1% of total 
sector turnover.  Companies with over than 250 employees accounted for 
16.0% of total turnover. 

 

Table 2-5: Number and percentage of closings 

Statistics are not available. 
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Table 2-6: Number and percentages of bankruptcies (2000) 

Bankruptcies  Sector National 

Latest information – 2000 438 7,202 

Change:6 years back -1994 797 15,614 

  Source: Statistics Sweden 

 

The number of bankruptcies fell considerably with the improvement of 
economic conditions in Sweden – both in the hotels and restaurants sector 
and economy-wide.  In 2000, 7,202 companies failed in Sweden, 438 of which 
were in the hotels and restaurants sector.  This represents a proportion of 
6.1%.  Back in 1994, hotels and restaurants bankruptcies accounted for 5.1% of 
total bankruptcies (peaked at 6.7% in 1997). 

 

Table 2-7: Number and percentages of companies by legal form (2000) 

 Sector National 

Individuals 

Sole proprietorship 

Trading partnership 

Joint stock company 

Co-operative society 

Unincorporated association 

Foundation 

7,979 (37.8) 

21 (0.0) 

4,673 (22.1) 

7,905 (37.4) 

167 (1.4) 

258 (1.2) 

102 (0.5) 

451,296(55.4) 

(0.7) 

76,313 (9.4) 

228,292 (28.0) 

17,319 (2.1) 

24,787 (3.0) 

4,048 (0.5) 

  Source: Statistics Sweden 

 

In 2000, over a third of enterprises in the hotels and restaurants sector was 
joint stock companies.  About the same proportion of enterprises was 
individually operated, and about one out of five was a trading partnership. 
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2.2 Labour market issues 
 

Table 2-8: Number and percentage of people employed according to gender 
(2001) 

Gender (in thousands) Sector National 

Latest information 2001 

o Men 

o Women 

Total 

 

54.6    (46.7) 

62.2    (53.3) 

116.8   (100) 

 

2,149.5(52.1) 

1,975.9(47.9) 

4,125.4 (100) 

Change -5 years back – 1996 

 

o Men 

o Women 

o Total 

 

 

44   (43.6) 

58   (57.4) 

101  (100) 

 

 

2,064 (51.8) 

1,924 (48.2) 

3,988 (100) 

  Source: Eurostat – Labour Force Survey  

 

The sector employs more women than men.  This contrasts with the economy 
as a whole, where more men than women are employed.  The proportion of 
men went up in 2000 to 46.6% (stood at about 43-44% in the previous 5 years). 
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Table 2-9: Number of people employed according to age/seniority (2001) 

Age/seniority  Sector National 

Latest information – 2001 

− 15-24 years 

− 25-39 years 

− 40-44 years 

− 45-49 years 

− 50 years or older 

− Total 

 

33.1 (28.3) 

47.6 (40.8) 

u 

10.3 (8.8) 

u1

116.8 (100) 

 

376.7 (9.1) 

1489.0 (36.1) 

498.5 (12.1) 

500.0 (12.1) 

1261.3 (30.6) 

4125.4 (100.0) 

5 years back – 1996 

− 15-24 years 

− 25-39 years 

− 40-44 years 

− 45-49 years 

− 50 years-59 years 

− 60 years or older 

− Total 

 

31.0 (30.7) 

43.0 (42.6) 

7.0 (6.9) 

6.0 (5.9) 

12 (11.9) 

2 (2.0) 

101 (100.0) 

 

366.0 (9.2) 

1435.0 (36.0) 

494.0 (12.4) 

554.0 (13.9) 

869 (21.8) 

270 (6.8) 

3988.0 (100.0) 

 (1) Data unavailable 

Source: Eurostat  -- Labour Force Survey.  Data for 2001 and 1996. 

 

The sector employs a large proportion of young people (three times as high as 
the national average).  Slightly less than 30% of people working in the sector 
are younger than 25 years old.  This compares to about 10% for the whole 
economy.  Two-third of people working in the sector is younger than 40 years 
old (it is less than half at the national level).   

 

Table 2-10: Number and percentage of employees by EU or non-EU status 

There are no statistics available for the sector.  But, as discussed later, there 
are reports of increases in recently immigrated workers (from non-European 
origin) working in the sector.  There are also reports of illegal immigrants 
working in the sector.   These may be indications of a relatively strong and 
growing presence of non-European workers (in comparison with that 
observed in the economy generally).  
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Table 2-11: Number and percentage of employees by company size (2000) 

Number of employees  Sector National 

− 0 --19 employees     37,785 (48.8)   685,369 (30.4) 

− 20-49 employees     14,029 (18.1)   262,405 (11.6) 

− 50-99 employees       6,195 (8.0)   176,350 (7.8) 

− 100-249 employees       4,464 (5.8)    227,100 (10.1) 

− 200 + employees           14,986 (19.3)    905,619 (40.1) 

  Source: Statistics Sweden 

 

About a third of employees work in organisations of less than10 employees; 
another third works in organisations of between 10 and 49 employees. 
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Table 2-12: Status of contracts of people employed (2001) 

Employment status/type of contract Sector (%) National (%) 

Indefinite:   

Fixed term: 27% 14% 

(of which)   

Substitute 7%  

Probationary 3%  

Fixed-task project 2%  

Work-on-call  11%  

Seasonal workers 3%  

Other 1%  

 
Change --11 years back : 1990 

 
 

 

 
Indefinite: 

 
 

 

Fixed term: 12%  

(of which)   

Substitute   

Probationary   

Fixed-task project   

Work-on-call  1%  

Seasonal workers   

Other   

Source: The Swedish Trade Union Confederation, Forms of Employment and 
Working Hours, December 2001 

(1) The statistics refer to members of the Hotels and Restaurants Workers’ 
Union.  The figures are believed to be a good reflection of the situation in the 
whole sector. 

 

Currently, about 1 out of 4 employees in hotels and restaurants work on a 
fixed-term basis.  This is about twice as many as in all sectors of the Swedish 
economy.  Indeed, there has been a very significant increase in this form of 
employment in the 1990’s.  From about 12% in 1990, the proportion of fixed-
term employment rose gradually to peak at 34% in 1999, before declining to 
31% and 27% in 2000 and 2001 respectively.  This increase has been fuelled, 
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almost entirely, by work-on-call whereby employers access temporary help 
from a pool of available employees.  From 1% in 1990, the proportion of 
employees working on call rose to 11% of total employment in 2001. 

Two factors explain the declines in the proportion of fixed-term employment 
witnessed in 2000 and 2001.  First, the general improvement in the labour 
market situation led to a substantial increase in the number of permanent 
employment.  Second, an amendment to the Employment Protection Act came 
into force in January 2001, providing that an employee who has been 
employed with an employer for substitute work for more than 3 years in total 
during the previous 5 years must be offered permanent employment at 
his/her place of work.  So, as a result of this amendment, many fixed-term 
employees became permanent employees. 

“Employed when required” types of contracts continue to cause anxiety.  For 
one, this is the most insecure form of employment.  There are also additional 
concerns because women of non-Scandinavian origin who have immigrated 
in Sweden over the past decade tend to be overly-represented in this group, 
suggesting gender and ethnic segmentation, and less-than-successful 
integration into the Swedish labour market.  It is also the case that the vast 
majority of employees on fixed-term contract would like to have permanent 
contracts. 

About 3% of employees in hotels and restaurants are seasonal workers.  They 
are not considered to be in a as precarious a position as employees who work 
on call.  

 

Table 2-13: Percentage of people employed according to educational level1 
(2001) 

 Sector National 

No vocational 20 25 

Lower vocational education: 
less than 2 years 

6 10 

Intermediate vocational 
education: 2 –3 years 

62 59 

High vocational and scientific 
education  

12 6 

Source: The Swedish Trade Union Confederation, Utbildning – for tillvaxten, 
jobben och rattvisan, 2002 

(1) The statistics refer to members of the Hotels and Restaurants Workers’ 
Union and all members of The Swedish Trade Union.  The figures are 
believed to be a good reflection of the situation in the whole sector. 

According to a recent study by the Swedish Trade Union Confederation, 
employees in the Hotels and Restaurants Workers’ Union are the most 
educated members of the whole Confederation.  For example, only 26% of 
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hotels and restaurants workers have no vocational or lower vocational 
education, compared to 35% for all workers.  Also, 12% of hotels and 
restaurants employees have high vocational education (university), twice as 
much as that observed for all unions’ members. 

It has been reported that the hotels and restaurants sector benefit from a 
highly educated group of workers from other countries who cannot get 
employment that match their skills.  So within the sector, there is a high 
segmentation, with about half of employees fairly educated (but not using 
their skills) and the other half comprises unskilled workers.  This explains, to 
a certain extent, why so many people are just “passing through” in the sector, 
as they wait to get employment matching their skills.  

 

Table 2-14: Percentage and number of people employed according to 
occupational group 

Statistical information not available. 

 

Table 2-15: Percentage of full- and part-time workers (2001) 

 Sector National 

Latest information - 2001   

Full-time 66% 79% 

Part-time 34% 21% 

Involuntary part-time 19% n.a. 

Change: 11 years back - 1990   

Full-time 73% 77% 

Part-time 27% 23% 

Involuntary part-time (n.a.)  

Source: The Hotels and Restaurants Workers’ Union, Hotellhalsa och 
Restaurangrisker, 2001 - Statistics Sweden  

(1) Data for 2000  

 

Over the past 10 years, part-time work has increased in hotels and restaurants 
and has become more prevalent than in other sectors of the economy.  In 
2001, about a third of employees in the sector worked on a part-time basis, 
compared to about a quarter 10 years back.  According to a survey done by 
the Hotels and Restaurants Workers’ Union in 2001, about 57% of part-time 
employees would like to work longer hours. 
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Table 2-16: Number and percentage of vacancies, unemployed or having a 
second job, and personnel turnover in the sector and at national level 

A significant proportion of employees does not work for a long period of time 
in the sector and turnover is high.  According to the Hotels and Restaurants 
Workers’ Union, the sector turns over staff every third year. 

2.3 Conclusions on the labour market in the sector 
In Sweden, the hotels and restaurants sector employs more women, much 
younger people than the national average.  It is also a sector that has seen a 
significant increase in fixed-term employment over the past decade, 
particularly of work-on-call – the most precarious form of employment.  On 
average, the sector employs fairly educated people, reflecting a significant 
intake of educated immigrants who can not find jobs to match their skills in 
other sectors.  There is a large turnover, with many employees only “passing 
by”.  Finally, employees work on a part-time basis in this sector to a greater 
extent than elsewhere.  For many of these, it is not by choice but because full-
time work is not available. 

2.4 Background information on the regulatory 
framework 

Table 2-17: Specific directives/regulations on or relevant as a background to 
the improvement of quality of work and employment in the sector 

Names of directives or regulations and 
brief content 

Issues addressed 

1. Act on co-determination at work 

 

Covers all questions concerning the 
relation between employer and employee 
in the entire labour market. 

 

 

 

 

 

 

 

 

Right of association – covers the right to 
belong to an employer or employee 
organisation; the right to derive benefit 
from membership from such an 
organisation and the right to work to 
establish a trade union. 

 

Right of negotiation – important matters 
concerning the relation between employer 
and employee must be determined by 
negotiation. 

Primary duty of negotiation – the 
employer is obliged to call negotiations 
with the trade union on all important 
measures or changes, before a decision is 
made. 
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2. Act on the Position of a Trade Union 
Representative at the Workplace 

 

Gives trade union representatives better 
security of employment to strengthen their 
position at the workplace. 

 

 

 
3. Act on Board Representation 
 

Covers trade union representation on 
board of directors. 

 

 

4. Act on Security of Employment (LAS) 

 

Increase security of employment by 
prohibiting undue notice of dismissal and 
summary dismissal. 

 

 

 

 

 

 

 

 

Collective agreements – sets out the rules 
concerning collective agreements. 

Right of veto – before an employer can 
subcontracts work. 

Industrial peace – obligation to maintain it. 

Notification and mediation – before 
industrial action may be taken. 

 

Paid leave – in connection with carrying 
out trade union work at the workplace. 

Security of employment – provides 
protection against termination of 
employment as a result of trade union 
work. 

 

 

 

Board representation – allows trade union 
to appoint representatives to the board of 
directors. 

 

 

 

Employment -- permanent except in 
specially specified cases (e.g. seasonal 
employment, substitute jobs for a certain 
period, probationary work). 

Substitute work – an employee who has 
been employed by the same employer for 
more than 3 years in the past 5 years will 
automatically become permanently 
employed. 

 

Peak load work – employment to cover 
peaks in the workload is permitted for a 
maximum of 6 months during a 2-year 
period. 

 

Agreed employment for specific period – 
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5. Work Environment Act  

 

Framework law which gives directives in 
general terms and sets the goals of 
preventing ill-health and accidents at work 
and achieving a good working 
environment. 

 
Coverage: 
 
• All employees (over 18 years) 

 

• Self-employed (protective provisions 
on technical equipment and hazardous 
substances) 

 

• Employer when she/he participates in 
the work of her/his company 
(protective provisions on technical 
equipment and hazardous substances) 

• Students in the compulsory school 

 

permitted without any reason, subject to 
following limitations.  The employer can 
employ a maximum of 5 people on such 
terms.  The same employee may be 
employed for a maximum of 12 months 
over a 3-year period. 

 

Termination of employment – must be on 
reasonable grounds (regulations govern 
the forms of notice).  

 

Order of priority – the employer must 
follow a special order of priority (for 
termination due to shortage of work and 
re-employment). 

 

 

 

Working conditions must be adapted to 
people’s differing physical and mental 
aptitudes. 

 

The employee must be given the 
opportunity to participate in the design of 
her/his own work situation and in the 
process of change and development 
affecting her/his work. 

 

Technologies, work organization and job 
content must be designed in such a way 
that the employee is not subjected to 
physical strain or mental stress that may 
lead to illness or accidents.  Forms of 
remuneration and the distribution of work 
hours must be taken into account in this 
connection.  Closely controlled or 
restricted conditions of work must be 
avoided or limited. 

 

Efforts must be made to ensure that work 
provides opportunities of variety, social 
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contact and co-operation, as well as 
coherence between different tasks. 

 

Efforts must be made to ensure that work 
conditions provide opportunities for 
personal and vocational development, as 
well as for independence and professional 
responsibility. 

 

Work must be planned and arranged in 
such a way that it can be carried out in a 
healthy and safe environment. 

 

The premises in which work is performed 
must be arranged in such a way as is 
suitable from the perspective of the work 
environment. 

 

Atmospheric, acoustical and lightning 
conditions, together with other conditions 
relating to occupational hygiene must be 
satisfactory. 

 

Adequate safety precautions must be taken 
to prevent injuries caused by falls, 
collapses, fire, explosion, electricity or 
other comparable factors. 

 

The employer must ensure that the 
employee acquires a sound knowledge of 
the conditions in which the work is 
conducted and that she/he informed of the 
hazards that the work may entail.  The 
employer must make sure that the 
employee has received the training 
necessary and that she/he knows what 
measures must be taken for the avoidance 
of hazards in the work. 

 

The employer must plan, direct and 
inspect activities to ensure the 
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6. Working Hours Act 

 

Sets maximum working time (rules can be 
changed by provisions in collective 
agreements). 

 

 

 

7.Annual Leave Act 

 

Discretionary law -- can be replaced by 
holiday provisions in collective 
agreements. 

 

8. Parental Leave Act 

 

Provides for parental leave in defined 
circumstances. 

 

 

 

 

 

9. Educational Leave Act 
 
 
Provides for study leaves. 

 

 

 

 

environment meets the Act.  The employer 
must investigate work-related injuries, the 
hazards of the activity and take remedial 
measures as necessary. The employer must 
provide occupational health services if 
work conditions so require  

Working week – maximum of 40 hours. 

 

Overtime (for full-time employees) – 
maximum of 48 hours per 4-week period 
and 200 hours annually. 

 

Overtime (for part-time employees) – 
maximum of 200 hours annually. 

 

Statutory vacations – 5 weeks/year. 

 
 
 
 
 
Birth of child -- full time leave from work 
for 18 months after the birth; reduced 
working hours to ¾ of full time until the 
child has reached the age of 8. 

Care of sick child – leave from work (with 
allowance from social insurance office).  

 

 

 

 

Right to study – applies to all types of 
study. 

 

Length – no longer than necessary to 
achieve the objective of the studies. 

 

Timing – the employee is entitled to study 
leave when she/he so wishes, but the 
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10. The Act on Equality between Women 

and Men at Work 
 

Prohibits both direct and indirect gender 
discrimination in working life 

 
 
 
 

 
 
 
 
 
 

 

11. The Act on Prohibition of 
Discrimination in Working Life on the 
grounds of Ethnic Origin  

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

employer has the right to postpone the 
leave within a certain established 
framework. 

 
Gender discrimination – no one may be 
disadvantaged because of their sex 
(applies to employment, pay, employment 
conditions and opportunities for 
promotion) 
 

Sexual harassment – the employer must 
preclude and prevent anyone being 
exposed to harassment.  The employer has 
the duty to investigate sexual harassment 
and take action.   

 

Equal opportunity – employers must 
follow rules to promote equality between 
women and men. 

 

Covers both direct and indirect 
discrimination applies regardless of 
whether the employer’s intention was 
discriminatory or not. 

 

The Act applies where there is an 
employer-employee relationship and 
during the entire recruitment process even 
if no decision to employ is taken. 

 

The employer is assigned the duty to 
investigate and take measures where there 
are allegations of ethnic harassment of 
employees. 

 

An employee who has reported ethnic 
harassment may not be exposed to 
reprisals as a result of the report. 

 

Employers who break the Act may be 
ordered to pay damages.  The Anti-
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12. The Act on Prohibition of 
Discrimination in Working Life of People 
with Functional Disabilities 
 

 
 
13. The Act on Prohibition of 
Discrimination in Working Life on the 
grounds of Sexual Preference 

 

 

14. The Act on Certain Employment 
Promoting Measures 

 

Primarily created to give older and 
disabled people the possibility of getting 
and keeping a job. 

Discrimination Ombudsman and the Anti-
Discrimination Board supervise 
compliance with the Act. 
 
The Ombudsman for the Disabled and the 
Anti-Discrimination Board supervise 
compliance with the Act. 

 

 
 

The Anti-Discrimination Ombudsman and 
the Anti-Discrimination Board supervise 
compliance with the Act. 

 

The employer is required to notify the 
County Labour Board of cutbacks in 
operations that will affect at least 5 
employees. 

 

The County Labour Board has the right to 
require information concerning the size 
and composition of the labour force 
(including as regards older and disabled 
people).  

 

The County Labour Board can also require 
that the employer set up consultations 
with the County Labour Board and the 
trade union.  This may apply to 
consultations on measures to improve 
working conditions, secure continued 
employment or promote new recruitment 
of older and disabled people. 

Source: Ministry of Industry, Employment and Communications, Sweden 
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Table 2-18: Membership of employers’ organizations in the sector and at the 
national level 

 Sector 

Swedish Hotels and 
Restaurants Association 

 

 

2000 members 

4000 work places 

80% of the sector 

  Source: Swedish Hotels and Restaurants Association 

 

Table 2-19: Number and percentage of employees who are member of one of 
the unions in the sector and at the national level 

 Sector 

 

Hotell och Restaurant Fackett 
(HRF) 

 

Tianstemannforbundet (HTF) 

 

Total number of employees 

60,000  

 

 

40,000 

 

116,800  

Source: Hotels and Restaurants Workers’ Union; The Swedish Trade Union 
Confederation 

 

The rate of trade union organisation in hotels and restaurants is about 85 
percent, similar to the overall rate of unionisation in Sweden.   

 

Table 2-20: Number of current collective agreements relevant as background 
for issues of quality of work & employment. 

“Kollektivavatal” is the main agreement within the hotels and restaurants 
sectors.  Currently in force, it will end on April 30, 2004.  Kollektivavtal has 
been signed by the Swedish Hotel and Restaurants Association, the only 
employers’ organisation in Sweden.  There are seventeen other collective 
agreements in the sector – with the private sector, public sector authorities 
and non-profit organisations.  These agreements are based on Kollektivavtal. 
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Table 2-21: Specification of the quality of work & employment issues in 
Kollektivavtal 

Specific issue addressed Key provisions 

 

Beginning/termination of 
employment 

 

Working hours 

 

 

 

 

 

Overtime 

 

 

 

Leave 

 

 

 

Meals 

 

 

Wage 

 

Dressing code 

 

 

 

Max. of 40 hrs/week (38 if night time duty) 

Normal time: max. 10 hrs per day from 6:00 a.m. 

Shifts: max. 2 per day min. rest of 3 hrs in between 

Min. rest of 8 hrs per night 

Meal breaks 

 

Non-standard time – between 8:00 p.m. and 6:00 
a.m. 

Financial compensation 

Extra-leave day 

Holidays 

Parental leave 

Special leave (death, wedding) 

 

Provided by employers 

How much can be charged 

 

Wage schemes (begin at minimum wages) 

 

Rules if contact with clients 

  Source: Hotels and Restaurants Workers’ Union, Kollektivavtal 

2.5 Discussion and conclusions concerning sector 
characteristics 

The hotels and restaurants is young sector, with a significant proportion of 
female employees often working on a part-time basis.  For some, it is a matter 
of choice.  For others, it is because they cannot find full-time employment.   
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Over the past 10 years or, there has been an increase in the proportion of 
fixed-term employment, mostly work-on-call.  This is a concern because it is 
the most precarious form of employment.   However, changes were made to 
the legislation to require employers to offer permanent a position to 
employees who had been working for the same employer for an extended 
period of time (through the renewal of temporary contracts).  Trade unions 
have welcomed this change. 

The rate of trade unionisation is high in the sector, as in many other sectors of 
the Swedish economy.  There is one main collective agreement in the sector, 
covering a wide range of issues affecting working and employment 
conditions. 
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3 Quality of work and employment 

3.1 Physical working environment 
 

Table 3-1: Ambient conditions (2001) 

% of employed persons 

 

Sector Helpers in 
restaurants 

National 

At least ¼ of the time exposed to:    

• Noise so they cannot speak in 
normal tone  

27.7 46.8 22.5 

• Vibrations that make the body 
share and vibrate 

2.2 3.0 6.7 

• Vibrations from hand-held 
machines 

2.9 5.4 8.4 

• Cold 11.2 18.6 16.4 

• Skin contact to oil and cutting 
fluids  

8.2 10.7 6.1 

• Skin contact with cleaning agents 
and/or desinfectants 

25.5 45.8 11.8 

• Skin contact with water many 
times per hour 

62.6 87.0 21.8 

• Air pollution 21.6 11.0 21.9 

• Passive smoking 38.6 12.1 7.7 

Source: Swedish Work Environment Authority, Work Environment Survey1 2001 

 

According to the Work Environment Survey,  27.7% of employees in hotels 
and restaurants were exposed to high sound levels/noise for at least a quarter of 
their working time in 2001.  Within the sector, 46.8% of helpers in restaurants 
were exposed to high sound levels/noise, a significant increase from the 41.3% 
observed in the 1997 survey.  This is consistent with anecdotal evidence that 
music in restaurants is getting louder and the general level of noise on the 
increase. 
                                                      

1 The survey is conducted by Statistics Sweden on behalf of the Swedish Work Environment Authority to 
assess the safety and health conditions for the employed population between the ages of 16 and 64.  
There is no breakdown by gender, age, and employment status currently available.  Helpers in 
restaurants is the only occupation within the hotels and restaurants sector where data is currently 
available. 
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In 2001, 38.6% of employees in the hotels and restaurants sector were exposed 
to passive smoking for at least a quarter of their working time.  While it represents 
a slight decline since the 1997 survey, when it stood at 39.1%, it remains 
significantly higher than in other sectors of the economy.  As expected, the 
survey shows high incidence of skin exposure to cleaning agents, 
desinfectants and water in the sector.  Although not covered by the Work 
Environment Survey, the consumption of alcohol in the workplace, as well as 
poor lightining conditions, has been reporterd as a concern for restaurants 
workers (but no statistics are available). 

 

Table 3-2: Ergonomic conditions (2001) 

% of employed persons Sector Helpers in 
restaurants 

National 

At least ¼ of the time:    

Have physical work 59.7 70.4 38.1 

Have physical work where they exert 
themselves so that the breathing 
becomes faster 

28.5 26.2 16.9 

Have to work bending forward 
without support of hands 

42.2 38.4 27.4 

Have to work in twisted postures 32.3 35.1 27.2 

Have to work with hands in upheld 
position 

21.3 28.3 19.1 

Have to work in a sitting position less 
than 10% of the time 

72.5 95.2 34.6 

Have to work in a sitting position for 
more than 2 hours without 
interruption 

6.8 3.4 21.8 

Have to work with hand-held 
machines 

21.2 21.2 18.7 

Everyday bend or turn in the same 
way many times per hour for several 
hours 

n.a. 44.0 26.6 

Everyday has to lift at least 15 kilos 
several times per day 

16.7 17.4 17.5 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 

 

There are four key observations.  First, working in the sector is physically 
demanding.  In 2001, 59.7% of employees reported physical work for at least a 
quarter of their working time  (70.4% for helpers in restaurants).  Second, 
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working in the sector is ergonomically demanding : 42.2% of employees have 
reported working bending forward without the support of hands (compared 
to 27.4 in all sectors of the economy).  Third, as expected, employees work for 
the vast majority of their time standing.  Finally, employees have to lift heavy 
loads (defined as 15 kilos) many times every day.  Within the sector, it is often 
kitchen staff who has to lift heavy goods when involved in the reception of 
food and drink products. 

The latest survey results show both some improvements and deteriorations.  
While employees spent at little bit less of their working time in non-
ergonomic positions in 2001 than in 1997, a significantly higher proportion of 
them reported working physically to the point where breathing becomes faster. 

It is also worth noting that within the sector, helpers in restaurants have 
reported more challenging working conditions in 2001 across the whole range 
of indicators.  There are other groups at risk in the sector.  According to 
Undersokningen Stressig Service, about two out of three of waitering staff, 
cooks and hotel cleaners reported having to lift heavy loads on a regular 
basis.  Furthermore two out three of hotel cleaners reported working in a 
twisted position on a regular basis.  At the same time, the ergonomic working 
environment of receptionists tends to be somewhat better than other sub-
groups of employees within the sector (e.g. less lifting and less work in 
positions that are not ergonomic). 

 

Table 3-3 (A): Physical conditions (2001) 

 
% of employed persons who 

Sector Helpers in 
restaurants 

National 

Experience every week:    

Pain in upper part of back and neck 40.2 46.0 32.1 

Pain in lower part of back 34.8 41.5 25.7 

Pain in shoulders or arms 33.5 48.1 29.0 

Pain in hips, legs, knees or feet 37.3 48.5 24.2 

Physically exhausted 57.2 64.1 43.7 

Tired and listless 42.6 44.8 38.0 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 

 

The additional table above provides some indication of the likely physical 
consequences of working conditions.  The proportion of employees in hotels 
and restaurants experiencing pain in various parts of the body or feeling 
exhausted every week has declined slightly between 1997 and 2001, but 
remains significantly higher than in all sectors of the economy.  Within the 
sector, though, a high and growing proportion of workers (e.g. helpers in 
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restaurants) experience pain and physical exhaustion.  In 2001, nearly two-
third were feeling physically exhausted every week, and nearly half were feeling 
tired and listless every week.  

It is worth noting that about 56% of employees in the hotels and restaurants 
sector reported having gone to work at least twice despite sickness, a slightly 
higher proportion than the 52% observed in all sectors of the economy.  
According to the Hotels and Restaurants Workers’ Union, receptionists and 
waitering staff are among those most likely to go to work despite illness -- 
about two out of three have reported doing so in 2001. 

 

Table 3-4: Safety conditions (2001) 

The Work Environment Survey does not cover safety conditions as such.  But, 
in 2000, the Swedish Work Environment Authority inspected 756 workplaces 
in the restaurants sector2, and remedial measures were stipulated for 355 of 
them (47%).  By far the greatest number of stipulations concerned differences 
in floor levels.  Stairs were also a big problem.  In addition, the Swedish Work 
Environment Authority noted many deficiencies regarding canopy roofing 
over loading bays and goods entrance.  Also, because of the nature of the 
work, kitchen staff tends to get more cuts and burns. 

 

Table 3-5: Access to specific equipment and technology (2001) 

% of employed persons who 
Sector Helpers in 

restaurants 
National 

Generally use computer equipment 

 

Use display monitor ½ of the time 

 

Use display monitor most of the time 

63.6 

 

16.9 

 

6.6 

37.2 

 

8.7 

 

1.4 

71.0 

 

34.5 

 

15.1 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 

 

The general use of computer equipment in hotels and restaurants has 
increased from about 54 to 64% between 1997 and 2001, although it remains 
slightly below the national average. 

                                                      
2 As part of its campaign on ergonomics in connection with the delivery and reception of goods. 
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3.2 General discussion and conclusions on the 
physical environment 

In the early 1990’s, economic conditions in Sweden were not favorable and 
many restaurants did not get mended.  Since then, economic conditions have 
recovered, and owners/operators have invested to improve the physical 
environment.  The improvement was also spurred in the adoption of higher 
standards in the last decade or so.  Nonetheless, as suggested in surveys and 
inspections discussed previously, many challenges remain to be addressed in 
this sector. 

As far as the physical environment is concerned, unskilled workers are the 
ones at risk in the sector.  And the risk factors vary according to occupations.  
Furthermore, there are typically multiple risk factors reinforcing each other.  
The following highlights the key ones. 

Waitering staff (waiters/waitresses/helpers) -- The key risks are carrying 
loads, passive smoking, high level of sound/noise, alcohol, poor lighting 
conditions.  Mental strain can also cause muscular tensions and in this way 
accentuate effects of physical strain.  Heavy pressure of time (discussed in the 
following section) and close concentration on the handling of fragile loads 
(e.g. trays) can help to augment physical strain.  In addition, unsuitable 
walking surfaces can cause tense, strenuous work postures and movements, 
especially in situations which involve the handling of loads and a great deal 
of walking and standing. 

Kitchen staff – The key risks are heavy lifting, slippery floor and injuries from 
cutting and burning (see Table 3.19 on occupational accidents by occupation).  
These risks are reinforced by heavy pressure of time during peak workload. 

Hotel cleaners – The key risks arise from bent, twisted and extended work 
postures.  These risks are accentuated by heavy pressure of time, due to an 
increase over the past few years in the workload (see next section). 

Possible actions that would contribute to reducing the negative impact of a 
challenging physical work environment include: 

- A reduction of unsuitable walking surfaces 

- An improvement of goods reception facilities 

- A reduction of strenuous work postures 

- A reduction in the sound level (music) 

- An outright ban on smoking 
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3.3 Work organization 
 

Table 3-6: Pace of work, work intensity (2001) 

% of employed persons Sector Helpers in 
restaurants 

National 

Have to skip lunch, work late, or take 
work home every week 

 

Fully of partly agree that they have 
too much to do at work 

36.5 

 

 

56.8 

24.3 

 

 

61.8 

34.0 

 

 

56.1 

Source: Swedish Work Environment Authority, Work Environment Survey 
2001 

 

Over half of employees in hotels and restaurants think that they have too 
much to do at work, a similar proportion to that observed economy-wide.  
For low-skilled workers in restaurants, the proportion is even higher (61.8% 
of restaurant helpers).   Hotel cleaners also report a sharp increase in 
workload.  According to the Hotels and Restaurants Workers’ Union, a hotel 
cleaner used to clean 14 rooms, 1 corridor and 1 storage room.  She now has 
to clean between 24 and 28 rooms, 2 corridors, 2 storage rooms and 1 elevator.  
Indeed, the accelerating pace of work was identified by trade union officials 
as the single most important factor contributing to the deterioration of 
working conditions in hotels and restaurants over the past five years or so.  

 

Table 3-7: Skilled work and ability to learn in and from the job/work (2001) 

% of employed persons  Sector Helpers in 
restaurants National 

With work that requires only lower-
secondary school or at most a few 
months of on-the-job training 

57.5 81.9 29.2 

With work that gives opportunity to 
learn something new and to develop 
every week 

47.8 34.2 54.0 

Who have received training on 
company time for at least 5 days in 
the previous 12 months 

13.2 12.2 23.1 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 
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Whereas 23% of Swedish working population received at least 5 days of 
competence development/training during paid working hours in the past year, only 
13% of employees in hotels and restaurants did.  Nonetheless, this represents 
an increase compared to 1997, while total figures remained unaltered. 

There are significant differences depending on the occupation of the 
employee.  According to the Hotels and Restaurants Workers’ Union, 
receptionists tend to get a lot more training; about 25% did so in 2001, 
compared to about 3% for hotel cleaners. 

 

Table 3-8: Control in and over work (2001) 

% of employed persons who 
Sector Helpers in 

restaurants 
National 

At most ½ of the time can set own 
work pace 

68.1 76.6 50.2 

Seldom can decide when various 
tasks should be done 

57.9 78.9 44.4 

Seldom involved in planning their 
own work 

32.6 49.3 27.0 

Fully or partly agree that they have 
too little influence over work 

23.0 30.0 26.0 

Find it hard to present criticism of 
working conditions 

22.5 29.2 20.3 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 

 

In hotels and restaurants, about 68% of employees report being able to decide 
their own pace of work for half of their working time at most.  Nearly 60% of 
employees seldom decide when various tasks should be done.  Influence over 
the organization of work is least among unskilled workers.  Nearly 80% of 
helpers in restaurants have little choice over when tasks are executed.  About 
one our of four employees find they have too little influence over work, a 
figure comparable to that reported for all employees in the Swedish economy. 

 

Table 3-9: Relations with colleagues (2001) 

% of employed persons Sector Helpers in 
restaurants 

National 

Mostly not/never receive support 
from colleagues 

17.0 10.1 17.1 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 
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As in other sectors of the economy, employees in hotels and restaurants tend 
to get more support from colleagues than from supervisors. 

 

Table 3-10: Relations with the management (2001) 

% of employed people Sector Helpers in 
restaurants 

National 

Mostly not/never receive support 
from supervisors 

33.7 26.2 37.1 

Difficulty getting information about 
priority 

38.3 19.7 39.7 

In the past 12 months:    

Exposed to violence and threat of 
violence from supervisors or 
colleagues 

18.5 9.7 13.3 

Exposed to bullying from supervisors 
or colleagues 

9.8 17.1 9.0 

Exposed to sexual harassment from 
supervisors or colleagues 

2.2 2.3 1.4 

Exposed to gender harassment from 
supervisors or colleagues 

9.4 6.3 6.3 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 

 

According to the survey, employees in hotel and restaurants tend to be more 
exposed to violence and threat of violence, bullying, sexual/gender 
harassment from supervisors and colleagues (the survey does not distinguish 
between supervisors and colleagues) than employees in other sectors of the 
economy. 

In 2001, about one out of five employees in the sector reported being exposed 
to violence and threat of violence, a significant increase compared to 1997.  
These figures are disappointing, particularly given the Threats and Violence at 
Work campaign launched in 1997 by Prevent3 to stop violence in the 
workplace (the hotels and restaurants sector was one of the sectors targeted in 
the campaign).  As noted earlier, the 2001 Work Environment Survey does 
not provide a gender breakdown (by sector).  However, it is estimated that 
women are subject to two thirds of these threats or violent incidents. 

 

                                                      
3 Prevent is a joint management and labour organisation aimed at improving the work environment. 
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Table 3-11: Relations with clients and the public (2001) 

 
% of employed persons 

Sector Helpers in 
restaurants 

National 

In the past 12 months: 

 

Involved in conflicts with others than 
supervisors or colleagues 

 

Exposed to sexual/gender 
harassment 

 

 

41.0 

 

 

12.4 

 

 

40.0 

 

 

11.2 

 

 

34.2 

 

 

3.7 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 

 

Two out of five employees in hotels and restaurants have reported being 
involved in conflicts with others than supervisors and colleagues in the previous 
year, a proportion that is three times higher than the total figure.  It is also 
higher than what had been reported in 1997.  A higher proportion of 
employees in the sector has reported being exposed to sexual/gender harassment 
in 2001 than in 1997. 

 

Table 3-12 (A): Stress and fatigue (2001) 

 
% of employed persons 

Sector Helpers in 
restaurants 

National 

Every week:    

Experience that they can not dismiss 
job from thoughts off work 

44.2 33.3 44.7 

Has difficulty sleeping because of 
thoughts about work 

21.5 17.5 20.8 

Feel ill at ease going to work 25.5 30.2 17.5 

Too tired, lack time for 
family/friends 

45.0 32.1 40.9 

Fully/partly agree that work is too 
stressful 

46.8 39.8 43.8 

Source: Swedish Work Environment Authority, Work Environment Survey 2001 

 

As indicated in the additional table above, employees in hotels and 
restaurants tend to find their working environment stressful to a slightly 
greater extent than employees in the whole economy.  In 2001, 46% of 
employees in the sector fully or partly agree that work is too stressful.  These 
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results also confirm conclusions of the report Undersokningen Stressig Service 
published in 2001. According to this survey commissioned by the Hotels and 
Restaurants Workers’ Union, 33% of employees reported being very stressed 
and 35.8% reported being somewhat stressed.  Within the sector, there are some 
differences according to the type of work carried out.  For example, 43.6% of 
waitering staff reported being very stressed and a further 30.9% said they were 
somethat stressed.  So, overall early three quarters of waitering staff are 
suffering from stress.  Receptionists are next in line in terms of stress, with 
about 70% of them reporting stress (24.7% said they were very stressed and a 
further 46.3% were somewhat stressed).  Among all the occupations surveyed, 
hotel cleaners were the least stressed (although 65.3% of them reported feeling 
very or somewhat stressed). 

3.4 General discussion and conclusions of the 
psychosocial environment 

In summary, the accelerating pace of work is one of the most important 
negative developments affecting working conditions in the sector.  A rapid 
pace of work combined with little, if any, control over work are contributing 
to many people feeling stressed about work. Conflicts at workplaces have 
increased.  Furthermore, there is little opportunity for competence 
development. 

As far as the psychosocial environment is concerned, unskilled workers are 
(again) the ones at risk in the sector.  And the risk factors vary according to 
occupations.  Furthermore, there are typically multiple risk factors reinforcing 
each other.  The following highlights the key ones. 

Waitering staff (waiters/waitresses/helpers)  – high pace combined with low 
control over work, stress, violence of threat of violence, sexual/gender 
harassment 

Kitchen staff – high pace of work, stress 

Hotel cleaners – high pace of work 

Doorman – violence or threat of violence 

And, generally : 

- Employees in small restaurants are more at risk than employees in 
large hotels 

- Women are more at risk than men 

- Illegal immigrants (mostly kitchen and waitering staff is small 
restaurants) are more at risk than workers in « regular » situations 

- Employees in fixed-term jobs are more at risk than those with 
permanent employment 

Possible actions that would contribute to reducing the negative impact of a 
challenging psychosocial work environment include: 
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- Promote dialogue between employers and employees to improve 
work organisation  

- Promote awareness of problems of violence and harassment and 
implement zero tolerance policy 

3.5 Working time 
Table 3-13: Working hours in percentage of people employed in the sector 

About two out of three employees in the sector works between 35 and 40 
hours per week.  But, the difference between men and women is important.  
Roughly 80% of men work between 35 and 39 hours per week, compared to 
55% for women.  This reflects a much higher proportion of women working 
part time: one out four women works less than 25 hours per week.  Within 
the sector, kitchen staff tends to have the longest hours (41 hours or more per 
week). 

 

Table 3-14: Working hours 

 

In 2001, average working hours stood at 34 hours per week in hotels and 
restaurants.  This compares with 36 hours ten years earlier. 

 

Table 3-15: Non-standard working hours/working patterns 

 Sector National 

Percentage of employees who work other 
working hours than day work 

 

Percentage of employees working more 
than regulator hours 

49.8 

 

 

29.2 

22.0 

 

 

30.4 

Source: Source: Swedish Work Environment Authority, Work Environment Survey 
2001 

 

In 2001, about half of employees in the sector reported working outside normal 
working hours, twice as many as in all sectors of the economy. 

Men tend to work outside normal time to a greater extent than women.  
According to the Hotels and Restaurants Workers’ Union, two out of three 
men work outside normal hours and about the same proportion worked on 
week-ends.  

Shift work is not so much of an issue in the sector.  However, split shift are a 
regular feature of employees in the hotels and restaurants business.  The 
collective agreement limits split shift to three times in a 2-week period. 
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Night work is very common in certain occupations : receptionists, bars, 
casinos, pubs and highway cafes.  These employees receive a financial 
compensation for night work, but the trade unions consider that it is not 
sufficient. 

Early morning work (before 6 :00 a.m.) is very frequent for railway restaurants, 
cleaning staff and breakfast waitering staff.  Also, work after 8:00 p.m. is very 
frequent in restaurants (at least 3 to 4 times per week). 

There have been reports of highly variable hours, but there are no statistical 
data.  Irregular hours are a big concern for trade unions.  

When it comes to over-time, employees in the hotels and restaurants sector are 
in a similar situation to employees in the Swedish economy: about a third 
reported working more than regular hours in 2001. 

 

Table 3-16: Number and percentage of employees who report to have access 
to working time arrangement  

There are currently no available data on the availability of working time 
arrangement.  However, a survey has been commissioned by The Swedish 
Trade Union Confederation that will cover this issue as well as others.  
Results are expected in March 2003. 

3.6 General discussion and conclusions of the 
working time 

The biggest challenge relates to the management of hours worked outside 
normal working hours, which is a predominant feature of the sector.  It 
would not be realistic to consider reducing opening hours of hotels and 
restaurants.  It seems that greater efforts ought to be directed towards 
satisfactory financial and rest-time compensation for employees working 
outside normal daytime hours. 

3.7 Payment system and income 
Table 3-17: Income level in the sector as related to the national level 

Wages are included in collective agreements.  The base rate is the minimum 
wage with some adjustments to reflect different circumstances. 

 

Table 3-18: Wage payment and compensation systems 

Workers in hotels and restaurants are paid on an hourly basis.  In addition to 
the hourly wage, employees receive financial and rest time compensation for 
working outside normal hours.  In addition to hourly wage, serving staff 
receives “tips”.  There are no statistical data available. 
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3.8 Outcomes 
Table 3-19: Occupational accidents according to consequences (2000) 

Number of accidents % of workers Consequences 

Sector National Sector National 

All accidents 530 39,334 5.1 9.7 

Fatal accidents  0 59 - - 

Source: Swedish Work Environment Authority, Occupational Diseases and 
Occupational Accidents, 2000 

 

Definition – Under the Work Injury Insurance Act, occupational injuries are 
defined as injuries resulting from accidents or other harmful influences at 
work.  Other harmful effects refer to the effects of a factor likely to cause the 
kind of injury the insured person has sustained.  It also includes accidents 
occurring on the way to, or from a, workplace (commuting accidents) on the 
condition that the journey was occasioned by and was closely connected with 
the insured person’s work.  The database on occupational injuries and 
illnesses is compiled on the basis of reports from the Social Insurance Office 
under the Work Injury Insurance Act. 

It has been suggested by a number of stakeholders that because there is no 
legal obligation for employers to report all accidents, there is some under-
reporting, the degree of which is uncertain.  It is believed that under-
reporting may be more important in the hotels and restaurants sector, where 
many “small” accidents tend to occur because of the nature of the work.  For 
example, according to the Hotels and Restaurants Workers’ Union, 76% of 
injured employees have admitted not reporting an injury to authorities. 

According to the Swedish Work Environment Authority, 530 workers 
suffered an accident in 2000, an incidence rate of 5.1%, about half that 
observed in all sectors of the economy.  Over the past 7 years or so, the 
incidence rate has fluctuated between 4.5% and 5.5%.  The incidence rate is 
similar throughout the various sub-sectors within the hotels and restaurants 
sector, with the exception of the staff working in canteens and catering 
business (555), which tend to be a higher risk of accident.  Indeed, for that 
sub-group of workers of hotels and restaurants, the incidence rate is 12.1%, 
above the national average. 
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Table 3-20: Professional categories with highest number of occupational 
accidents 

Main professional 
categories 

Number of accidents 

Helpers in restaurants 

Cook 

Waiters, waitresses and 
bartenders 

581 

312 

128 

Source: Swedish Work Environment Authority, Occupational 
Diseases and Occupational Accidents, 2000 

 

The above table provides some data on 3 professional categories within the 
sector.  These data should be considered as rough indications of who gets 
injured because of inconsistency with total figures for the sector and because 
incidence rates are not available. 

 

Table 3-21 (A): Occupational accidents by age groups (2000) 

Number of accidents Incidence rate  

Sector National Sector National 

Less than 25 years 

25-34 years 

35-44 years 

45-54 years 

55-64 years 

125 

151 

122 

86 

46 

65 years and older 

Source: Swedish Work Environment Authority, Occupational Diseases and 
Occupational Accidents, 2000 

- 

4,358 

8,909 

9,856 

9,894 

6,242 

75 

3.8 

5.1 

6.0 

6.5 

6.4 

- 

11.2 

9.4 

9.9 

9.7 

9.5 

1.4 

 

The incidence rates of accidents in the sector are lower than for all sectors of 
the economy throughout age groups.  However, the difference between the 
sector and the national average narrows as age progresses. 
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Table 3-22: Main causes of accidents (2000) 

Number of accidents Incidence rate Main causes  

Sector National Sector National 

Fall (of person) 

Handling 

Overexerting body 

(of which lifting) 

Burn 

Injured by machine 

Injured by person 

122 

90 

74 

(44) 

44 

42 

42 

7,874 

3,896 

7,663 

(4,802) 

628 

4,420 

4,410 

1.2 

0.9 

0.7 

(0.4) 

0.4 

0.4 

0.4 

1.8 

1.0 

1.9 

(1.2) 

0.2 

1.1 

0.6 

Source: Swedish Work Environment Authority, Occupational Diseases and 
Occupational Accidents, 2000 

 

There are three main causes of occupational accidents in the sector: injuries 
sustained in falls, while handling loads and over-exertion of the body.  These 
are also common causes of accidents in other sectors of the economy. 

 

Table 3-23: Occupational diseases (2000) 

Number of diseases Incidence rate  

Sector National Sector National 

Neck, shoulders 

Back 

Arm 

Hand, wrist 

Diseases with social/ 
organizational causes 

 

Total 

92 

80 

54 

54 

49 

 

 

434 

4,885 

3,163 

2,796 

1,950 

4,577 

 

 

23,444 

0.9 

0.8 

0.5 

0.5 

0.5 

 

 

4.2 

1.2 

0.8 

0.7 

0.5 

1.1 

 

 

5.8 

Source: Swedish Work Environment Authority, Occupational Diseases and 
Occupational Accidents, 2000 

 

Definition -- There is no list of approved occupational illnesses in Sweden. 

In 2000, 434 employees reported occupational diseases in the sector, 
representing an incidence rate of 4.2%.  This incidence rate is lower than that 
observed in all sectors of the economy (5.8%).  However, the gap between the 
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sector and the national average is lower with respect to occupational diseases 
than the gap observed for occupational accidents. 

The main causes of diseases are neck, shoulder and back problems – also 
common causes of diseases in other sectors of the economy.  However, 
workers in hotels and restaurants seem to be somewhat less affected by 
diseases caused by social or organisational factors. 

 

Table 3-24: Morbidity in the sector 

There is no data available. 

 

Table 3-25: Diagnoses of those who receive disability pensions (new cases 
each year)  

There is no data available. 

 

Table 3-26: Sickness absenteeism (2001) 

Indicators  Sector National 

Average number of days of  
absence: 

 

• Occupational accidents 

 

• Occupational diseases 

 

Sick-leave costs (in billion of 
euros) 

 

 

 

 

41 

 

217 

 

n.a. 

 

 

 

34 

 

160 

 

5.21

(1) Data for 2002 

Source: Swedish Work Environment Authority, Occupational Diseases and 
Occupational Accidents, 2000; Ministry of Industry, Employment and 
Communications 

 

While workers in hotels and restaurants tend to be less injured than in other 
sectors of the economy, they tend to be away from work for a longer period 
when accidents occur (an average of 41 days, compared to 34 days for all 
sectors).   Also, the length of time away due to occupational diseases is very 
high, in and of itself, but also compared to national average.  There are no 
data available on sick-leave costs for the sector.  However, in interviews, both 
trade unions and employers’ organisations noted that sick-leave costs rose 
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sharply in the sector. This phenomenon is not limited to the sector.  Sick-leave 
costs in Sweden have increased dramatically in recent years.  Between 1998 
and 2002, they shot up by 250% to reach 5.2 billion euros.  When the issue was 
discussed with government officials, they indicated that sick-leave costs had 
increased in pretty much all sectors of the economy -- and more so in the 
public sector than in the private sector. 

3.9 Discussion and conclusion on 
accidents/diseases and absenteeism 

The incidence rate for both accidents and diseases is lower than that observed 
for the whole economy.  However, as indicated above, employees tend to be 
away from work for a longer period of time when accidents and diseases 
occur. 

Action to improve the physical and psychosocial working environment 
(discussed earlier in the report) should go a long way towards reducing the 
incidence of accidents and diseases in the sector.  For example, many 
accidents (such as falls) occur during service time and delivery of food and 
drink products.  Therefore, any action to improve walking surfaces or goods 
reception facilities would likely reduce the number of falls. 

3.10 Access to social protection 
Table 3-27: Percentage of workers ensured of income when on sickness leave 

Workers ensured of income 
when on sick leave 

Sector National 

− self employed 

− employees 

100% 

100% 

100% 

100% 

Source: National Social Insurance Board 

 

Coverage -- In Sweden, all economically active persons – employees, 
employers and self-employed persons, regardless of nationality are 
compulsory insured for illness and occupational injuries.  Persons 
undergoing training are also insured for illness and occupational injuries 
insofar as their training involves any such risk.  For short-term employees, 
the qualification period for the right to sick pay is one month.  A person who 
has been employed for a shorter period is entitled to sick pay only after 
having been employed for 14 calendar days. 

Incapacity for work -- The concept of incapacity for work in Sweden covers 
both illness and accidents, regardless of when, where and how a person 
became ill or injured.  Incapacity for work from a medical perspective is the 
criterion applicable for the right to compensation. 
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Compensation -- Under the Act on Sick Pay, the employer is obliged to pay sick 
pay for the first 14 days of a period of illness.  The employee must report sick 
to the employer.  The first day is a qualifying day, after this she/he receives 
80% of her/his pay as sick pay.  (Under amendments to the legislation 
introduced at the end of last year, the person would receive compensation for 
the loss of income for the qualifying day as well, once the Social Insurance 
Office has approved the illness or injury as work-related.) 

From the 15th day to the 360th day of sickness, sickness allowance is payable 
from the Social Insurance Office.  Sickness allowance can be supplemented by 
collective agreement sickness benefit.  The total level of compensation reaches 
90% of income for employees. 

After the 360th day, sickness allowance is payable from the Social Insurance 
Office only.  In other words, the collective agreement supplement ceases after 
the 360th day.  The total level of compensation is reduced to 80% of income. 

Compensation for occupational injuries is the same as for sickness, except 
that the collective agreement supplement does not cease at the 360th day, 
maintaining the total level of compensation to 90% of income. 

Rehabilitation plan -- The employer should, in consultation with the employee, 
draw up a rehabilitation plan on the 29th day of a period of illness.  If the 
employee so wishes, the trade union is to be consulted.  The rehabilitation 
plan is to be sent to the Social Insurance Office. 

 

Table 3-28: Number and percentage of workers ensured of income when they 
are diagnosed disabled for work 

Workers ensured of income 
when they are diagnosed to be 
disabled for work 

Sector National 

− self employed 

− employees 

Vary depending of circumstances 

Source: National Social Insurance Board 

 

Permanent or temporary disability pensions can be granted to persons 
between the age of 16 and 64 who suffer from reduced working capacity.  
Temporary disability pension is a time-limited pension.  Disability pensions 
are payable in full, three-quarter, two-third, half or a quarter of the full rate 
basic pension and supplementary pension (depending of circumstances).  In 
addition to disability pensions provided by the Social Insurance Office, a 
person can receive various kinds of supplementary payment from the 
collective agreement insurance schemes. 
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Table 3-29: Number and percentage of workers ensured of income when 
unemployed 

Workers ensured of income 
when they become unemployed 

Sector National 

− self employed 

− employees 

100% 

100% 

100% 

100% 

Source: National Social Insurance Board 

 

Coverage -- A person who is a member of a trade union is also a member of an 
unemployment insurance fund.  When certain conditions are fulfilled, a 
person is entitled to income-related unemployment benefits. 

A person who does not fulfill the conditions or who is not a member of the 
unemployment insurance fund, may be entitled to basic benefit from the 
unemployment insurance. 

In order to obtain compensation, the unemployed person must be at least 20 
years old and willing to take suitable employment for at least 17 hours per 
week. 

A self-employed person is only considered to be unemployed if she/he has 
ceased business activities other than just temporarily. 

The unemployed person must have been member of an unemployment 
insurance fund for at least 12 months continuously before unemployment. 

Employment requirements --The unemployed person must have been gainfully 
employed for at least 70 hours/month for at least 6 months during a 
framework period of 12 months before the unemployment.  The alternative 
unemployment requirement is at least 450 hours during a continuous period 
of 180 days.  In that case, the requirement is that the work should have been 
carried out during 6 periods of 30 days each and have covered at least 45 
hours in each period. 

The unemployment benefit is paid out for a maximum of 300 days (450 days 
is the unemployed person has reached 57 years of age). 

A person meeting certain age requirements may, as a supplement to 
unemployment benefit, also receive benefit from the collective agreement 
based unemployment insurance, and employment security foundation or the 
equivalent applicable to one own agreement area.  For example, privately 
employed of the Swedish Trade Union Confederation members have 
insurance cover.  A person must have reached the age of 40, or after the age of 
28, have worked at least 832 hours per year during 7 years to be entitled to 
benefit (the benefit comprises a lump sum and a variable amount, depending 
on the age and the length of unemployment). 
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3.11 Discussion and conclusions on access to social 
protection 

As described above, access to social protection is comprehensive in Sweden.  
As a rule, people working in the hotels and restaurants sector benefit from the 
same access to the various insurance schemes available.  In defined 
circumstances, outlined above, employees get supplementary benefits from 
collective agreements.  These are not available for self-employed.  Also, the 
“effective rate” of social protection in the sector may be lower because a 
number of workers are illegal immigrants, who would not benefit of the 
social safety net.  Finally, as discussed previously, the cost of social protection 
has become unbearable and, as a result, the Swedish government has 
embarked on a major undertaking to reduce long-term sickness (an overview 
of key aspects is provided in Chapter 4). 

3.12 Conclusions on Quality of work & 
employment 

There are many challenges facing the sector as far as the quality of work and 
employment is concerned.  While there have been improvements in the 
physical working environment, there are still some problems.  The risks relate 
to strenuous work postures, unsuitable walking surfaces, inadequate goods 
reception facilities, unacceptable level of sound, and passive smoking.   Like 
in other sectors of the economy, employees in hotels and restaurants are 
feeling increasingly stressed as a result of an accelerating pace of work, 
combined with little control over it.  Combined exposure to physical and 
mental strains is reinforcing each other.  Nonetheless, employees in hotels 
and restaurants tend to suffer less from occupational accidents and diseases 
than the national average, although when they do, they tend to be away from 
work for a longer period of time.  A better understanding of the long-term 
health consequences of working in hotels and restaurants is called for. 

Managing hours worked outside normal daytime is a major challenge as well.  
Financial and rest time compensation is an important dimension, but not the 
only one.  As many observed, it is difficult to have a normal life when not 
working normal hours.  Combining work and non-working life is not easy. 

Career and employment opportunity exists, but not for all workers.  Indeed, 
there is an increasing proportion of workers within the sector who are at risk.  
These would include unskilled workers on fixed-term contracts and illegal 
immigrants.  Finally, competence development is limited in the sector.  
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4 Quality of work and employment: 
policies and instruments 

4.1 Regulations, collective bargaining and caselaw 
 

Table 4-1: Specific directives/regulations on the improvement of quality of 
work and employment in the sector 

Name of directives/regulation and 
brief content 

Issues addressed 

Provisions on restaurants and other 
catering establishments (SWEA) – 
07/82 

 

 

Provisions on working premises 
(SWEA) – 01/95 

Ambiant conditions such as 
ventilation and lighting 

Provisions on ergonomics for the 
prevention of musculo-skeletal 
disorders (SWEA) – 07/98 

 

Work postures and movement 

 

Manual handling and other 
exertion of force 

Provisions on systematic work 
environment (SWEA) – 07/01 

Obligation to implement a 
systematic work environment in 
day-to-day activities to prevent ill-
health and accidents at work and 
achieve a satisfactory working 
environment 

 

Occupational health services 

Source: Swedish Work Environment Authority 

 

The statute book on restaurants and other catering establishments came into 
force in 1982.  Many provisions in the statute book have since been replaced.  
Rules regarding working premises are particularly relevant for hotels and 
restaurants.  Also, rules regarding ergonomics for the prevention of musculo-
skeletal disorders and on the implementation of a systematic work 
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environment are also particularly relevant for employees of hotels and 
restaurants. 

These rules are generally perceived as comprehensive and dealing with the 
right issues.  However, these rules are not always implemented by employers 
and enforced by authorities.  In a survey carried out by the Swedish Work 
Environment Authority in 2001, 41.1% of employees in hotels and restaurants 
reported that systematic activities were currently going on in their workplace, 
compared to about 50% for all sectors. 

 

Table 4-2: Number of current collective agreements on issues of quality of 
work & employment.  

Table 2.1 provides background information on collective agreements. 

 

Table 4-3: Specification of the quality of work & employment issues in these 
collective agreements  

Table 2.2 provides detailed information on issues covered in collective 
agreements. 

 

4.2 OSH Prevention policies 
To deal with the dramatic rise in cases of long-term sick leave and disability 
pensions as well as the incidence of poor health in working life generally, the 
Swedish government has announced in September 2001 a comprehensive 
program for better health in working life.  The 11-point program contains 
measures to prevent poor health in working life, to rehabilitate those who 
have been affected and certain measures to be undertaken within the health 
and medical care system.  This program is now being further developed (the 
initiative was part of the Budget Bill presented on October 8, 2002). 

The objective is to focus on the individual and to make the employer’s 
responsibility for good health clearer.  The work is being carried with social 
partners.  While this initiative does not specifically target hotels and 
restaurants, it will definitely have significant repercussions on the sector, 
when implemented.  The following provides a description of the 11 measures.  

4.2.1 Measures for a better working environment and 
clearer employer responsibility 

1. National objectives for better health in working life 

The government’s objective is to halve absence from working life due to sick 
leave between 2002 and 2008.  Concurrently, the number of new cases of 
activity allowances and sickness benefits (early retirements) is to decline.  
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2. Tree-party talks between the Government and the social partners 

Discussions are underway between the Government and the social partners 
in order to establish a consensus and to coordinate activities in the strategy to 
prevent poor health in working life.  The three-party talks cover preventative 
measures as well as rehabilitation.  Work organization, including the ability 
to influence own work situation, management in the workplace and 
opportunities for older employees to remain in the labour market are among 
the issues covered. 

3. Economic incentives for the employer to prevent poor health 

The Government has announced that it proposed to amend the regulations to 
give employers stronger economic incentives to take responsibility for 
working conditions and for preventative and rehabilitative measures.  The 
purpose is to reduce the incidence of long-term sick leave.  The aim is to have 
new regulations in force on July 1, 2003. 

4. Development of action on the working environment 

Preventative work environment efforts will be reinforced.  There are many 
aspects, including additional funding to regional work safety representatives 
and to educational programs for occupational health services.   The Swedish 
Work Environment Authority will receive additional funding for its 
supervisory function. 

5. Health audits 

Special economic incentives in the control system will be introduced within 
the public system.  The possibility of similar incentives in the private sector is 
considered. 

6. Trials to reduce the incidence of poor health in the public sector 

The government intends to initiate special trials at some of the large public 
employers with the aim of preventing and reducing absence from work due 
to illness. 

Measures for an early return to work after illness 

7. Reform of the rehabilitation system 

The administration of cases of illness and work-related rehabilitation will be 
overhauled.  Early retirement will always be subject to a time limit of 3 years.  
At the expiry of this period, extension will be possible subject to a new 
examination.  A person who has been granted early retirement but wants to 
test his or her capacity to work will be entitled to a dormant early retirement 
pension for two years instead of the present one. 

8. Adjustment of current legislation with the aim of raising the quality of 
rehabilitation 

Part-time sick leave shall be the first option when a person is granted sick 
leave.  The regulations governing the employer’s obligation to participate in 
the rehabilitation process will be tightened.  The employer will be required to 
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present background information and a statement from the company on the 
sixtieth day of sick leave.  The responsibility of the employer to adapt the 
employee’s working duties will be clarified. 

9. Procedures for sick leave 

The procedures for sick leave are being changed.  Relevant public authorities 
will have to provide detailed information about the problems and 
consequences for insurance costs. 

Research and related area 

10. Improved statistics and research into poor health 

Efforts are underway to enhance research and develop better statistics on 
work-related illness. 

11. Improved access to treatment in the health and medical care system 

This involves additional funding for the health and medical care system. 

Table 4-4:  Percentage of the companies in the sector with (self-) audits on 
health and safety 

The information requested is not available.   But on a related matter, it is 
reported that most workplaces in the sector do not have a union safety 
representative.  According to the Hotels and Restaurants Worker’s Union, 
there are only 230 local safety representatives at around 14,000 work sites.  
This number represents a sharp decline from the 1980s and in the first half of 
the 1990’s when there were around 1000 local safety representatives.  Because 
of the decline in local safety representatives, the Hotels and Restaurants 
Workers’ Union has appointed 70 regional safety representatives. 

 

Table 4-5: Preventive services on health and safety and services directed at 
the improvement of the quality of work and employment  

In the 2001 Work Environment Survey, 41.1% of employees reported that 
their employers provided occupational health services, compared to 70.4% for 
all sectors.  Only 16.6% of employees in the sector had contact with 
occupational services in the previous year, half of the proportion observed in 
all sectors of the economy. 

 

Table 4-6: Inspecting and enforcing organizations 

The Swedish Work Environment Authority is responsible for the supervision 
and enforcement of the Work Environment Act and regulations made 
hereunder (including the requirement to implement occupational health 
services). 

 

Table 4-7: Means for enforcement regarding OSH 
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As above. 

4.3 Company strategies, examples of good practice 
Company initiatives are limited in the sector, reflecting the fact that it mostly 
comprises very small operations.  The Hotels and Restaurants Association, 
the employers’ organisation runs a 2-day education program to help 
employers fulfil their health at work related duties.  About 100 members go 
through this program every year.  This program helps promote knowledge 
and awareness. 

4.4 Concluding remarks and discussion 
There is basically one initiative – the government’s sick leave reform -- and it 
is at an early stage.  But, if carried through, it will have a profound impact on 
health and safety in all sectors of the Swedish economy, including hotels and 
restaurants. 
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5 Issues and challenges 

5.1 Views of the employers’ organizations 
The vast majority of employers in hotels and restaurants are small operations.  
Employers find the legislation difficult to understand and follow.  They 
regularly seek help from authorities and the Hotels and Restaurants 
Association, particularly as it relates to the regulatory framework on working 
environment and sick leave.  In a way, these are facing typical issues faced by 
any small organization in Sweden.  It is a lot easier for larger companies with 
human resources department to keep on top of the regulatory framework.  

Regarding injuries in the sector, there is a certain let-go attitude, with the 
result that many “small” injuries are not reported.  There is a need to promote 
awareness in the sector about injuries.  Employers would like to see a more 
pro-active role from the public insurance scheme.  Small operations find it 
difficult to take responsibility for long-term rehabilitation.  They noted that 
the public insurance scheme used to be more pro-active but has become more 
reactive over the past few years.  There are not sufficient resources, 
particularly with the rise in claims.  Employers are of the view that they are 
left with the burden to carry. 

Employers also deplore the conditions surrounding working environment 
inspections.  While they do not disagree that inspections are useful 
enforcement mechanisms, they find that they tend to be unduly 
confrontational.  Many restaurants are in old buildings, and it is not always 
possible to follow to the letter today’s building requirements.  Pragmatism 
would be welcome in those instances.  It is also the case that some employers 
can not afford the required alterations to the working sites. 

Employers resent the government’s decision to require a non-smoking area 
regardless of the size of the establishment (only large establishments have to 
provide one at the moment).  Employers also disagree with the government’s 
position that if hotels and restaurants do not enforce the new smoking policy, 
then it will press ahead with an outright ban on smoking in all 
establishments.  Employers are of the view that the new smoking policy will 
be costly to implement and reduce business.  They also fear unfair 
competition from small operations, some of which are not likely to be pro-
active in the implementation of the new policy to attract customers. 

Finally, cleaning staff in hotels has been suffering to a greater extent than 
other occupational groups in the sector of work-related illness (back, arm and 
leg ache).  A new clause was introduced in the last collective agreement to 
establish an employer/employee process to try to find a practical solution in 
the workplace.  This process will be evaluated in about 18 months to see 
whether it is working.  While employers are prepared to look for practical 
solutions, they want to see the results in terms of reduced work-related 
illness. 
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5.2 Views of the unions 
Trade unions see five major challenges in the sector: working hours (non-
standard), physical demands (lifting, standing, walking a lot), pace of work, 
overall stressful context and very low payment for work. 

Members of trade unions would like to see a number of initiatives from 
governments and public authorities.  First, more research should done about the 
problems with the working environment (e.g. long-term impact of stress and 
lifting heavy loads on a regular basis).  Second, more resources should be 
allocated to inspections of working places.  Third, employees should be given 
more influence and control over work.  Fourth, the public insurance scheme 
should be sensitised to the particular health problems faced by employees in 
the sector. 

Overall, the trade unions are satisfied with existing legislation.  There is no 
major issue lurking.  A working group is currently looking at reducing the 
working week – from 40 hours to 38 hours per week.  This would apply to all 
sectors.  Employees in hotels and restaurants would welcome this reduction, 
but would also want to see some improvements with respect to non-standard 
hours.  But the challenge is to maintain the income, while reducing working 
hours. 

Trade unions are by and large satisfied with the social dialogue.  The Hotels 
and Restaurants Workers’ Union has an ongoing and good relationship with 
the employers’ organisation.  A number of joint projects were mentioned 
during the interview.  First, a conference on the wage income system and on 
how to negotiate wages is being prepared.  Second, wage income statistics 
will be collected by the employer organization.  Finally, a new project has just 
begun on female cleaners’ health. 

With about 95% of operations in the sector having less than 10 employees, 
health and safety prevention is “pretty low on the list of priority”.  Large 
organizations have more resources, but there is still a view that “they could 
do better”.  There is a need to increase the awareness of health problems in 
the sector. 

5.3 Views from the authorities 
The Swedish Work Environment Authority recognizes that there are 
problems in the sector, and that work and health legislation/regulation is not 
always met in the workplace.  To address this problem the Authority has 
increased the number of work inspectors by about a third.  While these 
inspectors will work in all sectors of the economy, they will also pay more 
attention to hotels and restaurants.  An additional challenge faced by 
authorities is that there are many immigrants and a “black market”, 
particularly in restaurants, making it more difficult to track down violations 
because they are simply not reported. 
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When asked if the Swedish Work Environment Authority had the necessary 
tools to enforce the rules, officials noted that employers face stiff fines if they 
do not follow workplace legislation/regulations.  Although there are not 
many cases, officials felt that the possibility of stiff fines was a useful 
deterrent. 

The Swedish Work Environment Authority conducts annual campaigns.  In 
2000, it focused on musculo-skeletal diseases.  In that context, 1800 inspectors 
visited workplaces.  While not specifically focused on hotels and restaurants, 
the sector received significant attention.  The Authority is satisfied that it 
increased awareness of problems in the sector.  In 2001, the focus of the 
campaign was systematic work environment.  Again, they consider the 
initiative useful, although there is a recognition that much remains to be 
done. 

5.4 Overview of points of consensus and dissent 
1. There is widespread agreement that working and employment conditions 
can be difficult at time in the sector.   This reflects the fact that there is lot of 
work outside normal daytime and that serving clients can be demanding.  
There is also a shared recognition that it is more difficult for small operations 
to bring about changes to improve work conditions.  This is because they do 
not necessarily have the financial capacity to implement a better work 
environment for their employees. 

2. Trade unions and employers’ organisation disagree, however, on the 
nature of certain characteristics of the work in hotels and restaurants.  As 
mentioned above, trade unions are of the view that the pace of work has 
increased to the point of being unbearable in certain circumstances.  
Employers, on the other, hand, tend to think that a fast pace of work is 
intrinsic to the sector, and that it is not possible to avoid peaks in the work 
load, particularly in restaurants.  Another area of dissent relates to work 
outside normal time.  Employers tend to think that the financial and rest time 
compensation offered in return is sufficient; trade unions do not agree with 
this assessment. 
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6 Overall discussion and conclusions 

There are many positive aspects about work in the hotels and restaurants 
sector.  But, there are challenges as well as far as the quality of work and 
employment is concerned.  Like in many other sectors of the economy, 
employees in hotels and restaurants are feeling increasingly stressed about 
work.  This may be the result of a fast pace of work, a characteristic of the 
sector. 

Managing hours worked outside normal daytime is an issue.  Employees in 
the sector benefit from both financial and rest time compensation when they 
work nights or during weekends.  This is an important consideration, but not 
the only one.  Work outside normal time makes it difficult to balance work 
and non-working life.  In particular, combining work and family 
responsibilities is a challenge for women, who tend to be employed in the 
sector in a greater proportion than in the rest of the economy. 

Career and employment opportunity exists, but not necessarily for all 
workers.  Within the sector, there is a group comprising unskilled workers on 
fixed-term contracts and illegal immigrants who are in precarious work 
situations.  Opportunities for competence development remain limited.  

Health in the workplace is a matter deserving more attention.  The combined 
exposure to physical demands and high pace of work, in particular, is a 
concern.  Although employees in hotels and restaurants tend to suffer less 
from occupational accidents and diseases than the national average, when 
they do, they tend to be away from work for a longer period of time.  A better 
understanding of the long-term health consequences of working in hotels and 
restaurants is called for. 
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