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RESUMEN
La Organización del Trabajo se define como la forma en que el tra-
bajo es diseñado y a los factores económicos que influyen en el 
diseño de éste. La teoría de rol y los principios de la comunidad 
ocupacional proveyeron el marco interpretativo para explorar cómo 
la organización del trabajo predice el estrés en los trabajadores de 
planta y subcontratados. Se realizó una encuesta a 451 trabajadores 
en 4 ciudades mineras del norte de Chile, más preguntas abiertas 
acerca de la percepción del trabajo. La serie de regresiones jerárquicas 
realizadas mostró que los factores de organización del trabajo asocia-
dos a roles explicaron la mayor varianza en el estrés. Respecto a las 
preguntas abiertas, los trabajadores valoraron la amistad como la 
principal fuente de bienestar y la falta de apoyo organizacional como 
la principal fuente de problemas. La diferencia de resultados entre 
grupos (planta y subcontratados) pone de relieve las inequidades 
sociales y laborales. Los programas de prevención de riesgos en este 
ámbito debieran considerar los principios de la comunidad ocupacio-
nal en los trabajadores de planta. Asimismo, se sugiere educar en 
organización del trabajo a los subcontratistas, para promover la salud 
ocupacional y la seguridad hacia estándares mínimos.

(Garrido P, Hunt N, 2013. Organización del Trabajo y Estrés en Tra-
bajadores de la Industria Minera de Chile. Cienc Trab. May-Ago; 15 
[47]: 47-56).

Palabras clave: INDUSTRIA MINERA, COMUNIDAD OCUPACIONAL, 
TEORÍA DE ROL, ORGANIzACIóN DEL TRABAJO, ESTRéS LABORAL.

ABSTRACT
Work organisation refers to the way work is designed and managed, 
and to the economic factors that shape job design. Role theory and 
occupational community notions provided the framework for 
exploring how work organisation predicts work stress in staff and 
subcontractor groups in the mining industry. A survey was carried 
out on 451 workers in four Chilean mining cities to explore work 
organisation and stress issues. Open-ended questions about job 
perceptions were also asked. A series of hierarchical regressions 
showed that work organisation factors based on role relationships 
explain the main variance observed in strains and organisational 
hazards. Workers’ opinions highlight work mates’ friendship as the 
most important source of well-being, and lack of organisational 
support as the main source of problems. Differences between groups 
highlight social and work inequalities. Intervention programmes 
addressing work organisation and stress in this sector should consider 
occupational community principles for the staff group. Education in 
work organisation is recommended to raise occupational health and 
safety minimum standards in subcontractor companies. 

Key words: MINING INDUSTRy, OCCUPATIONAL COMMUNITy, ROLE 
THEORy, WORK ORGANISATION, WORK-STRESS.

well exceeded by the mining industry, where income per capita 
can reach US$27.000.1 However, a large part of the population 
receives incomes of only about US$6.500-11.000 in the private 
services and the retail sector, which is the main employment 
sector.1,2 In the mining industry, permanent staff receives salaries 
that are four times higher than their subcontractor partners, 
causing uneasiness among the workers.2-4 
Throughout the world the mining culture is quite unique. Miners 
have their own beliefs that help them make sense of their lives. 
Their identities are drawn from work and community and based 
on sharing a set of values, norms and language that apply to, but 
also extend beyond work related matters.5 These shared concepts 
create what is called an occupational community.6-7

In highly hierarchical job environments like the mining industry, 
workers behaviours tend to vary between boundaries defined by 
their job position and the kind of company they work for. Both are 
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1. iNTROdUCTiON

The Chilean economy has grown fast in the last 20 years 
becoming a model for other countries in the region. The coun-
try’s average per capita income of approximately US$15.000 is 
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expressed in work situations and determine the status the worker 
has in the community. Nadel8 showed that individuals behave 
according to the roles they act in a way that satisfies both society’s 
expectations and their own.8 Thus role (e.g. blue-collar) is a pattern 
of behaviour, or relationships, or expectancies applying to persons 
occupying specific positions. 
Work stress is a concept that can be understood as a unitary 
outcome (e.g. anxiety) or, in a broader sense, as a constellation 
of psychosocial factors. Regarding the former, both interactional 
and transactional stress theories explain the stress response as 
the cognitive-emotional characteristics of the person’s interac-
tion with his work environment.9-10 Hence, work stress is a 
response mainly associated with coping skills.11 That assumption 
puts the responsibility on individual workers and their coping 
skills. Work organisation should also have responsibility so that 
work stress is seen as a state that goes beyond particular symp-
toms, and is a response to complex social interactions nested in 
work situations. 
Work organisation refers to the way work is designed and 
performed (work process), and to the organisational practices 
(management) influenced by external factors like the economic 
environment that shapes job design.12 The concept has been used 
in occupational health research as a determinant of job-level 
hazards. These hazards are nested within the larger organisa-
tional context and they are an intrinsic part of the broader social 
environment.13 Relationships at work are relevant to the study of 
work organisation and its management because these situations 
can reveal which role relationships workers are sensitive to, and 
how they become a source of stress or well-being.
The aims of the present research are: (1) to assess what is the 
influence of work organisation factors based on roles and status 
on work stress and; (2) to take into account workers’ positive and 
negative opinions about their jobs that could reflect role relation-
ships as sources of stress or well-being. Section 2 describes the 
methods used to answer both research questions. Section 3 reports 
results of the analyses, which are then discussed in Section 4. 
Conclusions are presented in Section 5.
The University of Nottingham’s Institute of Work, Health & 
Organisations Ethics Committee gave ethical approval for this 
research.

2. METHOdS

2.1 Participants
The data came from current workers who had medical check-ups 
at the Asociación Chilena de Seguridad (ACHS) in four Chilean 
northern cities – Iquique/CL (N=115), Antofagasta/CL (N=176), 
Calama/CL (N=70) and Copiapó/CL (N=103) - during the period 
of April-June, 2011. 
ACHS is a mutual insurance non-profit organisation and one of 
the administrators of the Work-Accidents Act (Ley 16.744, 
1968).14 The cities mentioned are located in the Atacama Desert/
CL and are characterised by dryness and extreme oscillations in 
daily temperature. Mining operations are commonly located in 
the Andes Mountains/CL at high altitude (>2.000 m.) and are 
about one to two hours driving time from main cities. The inclu-
sion criterion was all workers who attended ACHS for occupa-
tional check-ups as part of the requirements to access to mines 
production areas. The exclusion criterion was workers from 

companies that did not deliver services for the mining industry 
as a common basis. Of the original 472 workers of the sample, 
451 participated in the research, after tracking both criteria. Once 
the data was gathered, the final sample was split into principal 
(N=11) and subcontractor companies (N=122). 

2.2 Measures
The questionnaire contained forty eight questions divided into 6 
sections as follows: (1) The Work Organisational Assessment 
Questionnaire (WOAQ) designed to assess work hazards15; (2) 
Single items to measure job satisfaction, general health, bullying; 
(3) One direct item from the Work Family-Family Work conflict 
scale (WFC-WCF)16 to measure Work Family interference. The last 
was included because anecdotal experience, Oldfield and 
Mostert’s17 previous study and recent results of a national survey 
on wellbeing and job conditions18, have been demonstrated to be 
a pertinent issue in this sector. All items were measured by using 
a five-point Likert scale (from 5=very good; to 1=major problem) 
(4) the Hospital Anxiety and Depression Scale (HADS) to measure 
anxiety and depression. This is a four-point rating scale (from 
0=no symptom; to 3=symptom perceived)19; (5) Open-ended 
questions about positive and negative aspects of work; (6) 
Demographics section containing standard items about age, 
gender, marital status, children, and specific items relating to 
shift patterns, type of company, number of years and position at 
the company.

2.3 Relevance of the Questionnaires and their translation 
into Spanish
The questionnaires were first translated into Spanish by the 
author, and then translated back into English by a bilingual 
Spanish-English speaker.20-21 After semantic revisions, a final 
version was used for the survey under the title Cuestionario de 
Organización del Trabajo (COT). In respect to the HADS, this had 
already been translated and validated in Spanish.22 As the WOAQ 
has not been applied in Chile before, expert judgment was used to 
assess its relevance for the purpose of the study. Five Chilean 
experts at technical-professional levels and having 6-25 years of 
experience in mines gave their opinions about it. A specimen of 
the questionnaire was attached and sent to them by email with the 
following questions: To what extent are the following questions 
of this questionnaire appropriate to be applied to both white and 
blue-collar workers? Would you add, remove or improve any of 
these questions? The WOAQ open-ended and demographic ques-
tions were modified on the basis of these opinions.
Statistical modelling was used to assess the influence of work 
organisation factors on the mining sector from the perspective of 
role theory. The five factors (hazards) of the WOAQ were divided 
into two groups, as an a priori approach: (1) those based on role 
relationships and associated with potential conflicting roles23, as 
follows: 
 Quality of Relationships with Management (QRM); 
 Quality of Relationships with Colleagues (QRC); 
 Reward and Recognition (RAR); 
And (2) a group related to traditional hazards: 
 Workload Issues (WI); 
 Quality of Physical Environment (QPE). 
 Outcome variables were Job Satisfaction; General Health; 
Bullying; Work-family interference. All of these were measured 
using one direct item per factor. That is justifiable to explore 
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specific issues and to avoid false positives in the current 
context.24 The HADS was used to measure anxiety and depres-
sion. The authors grouped the outcomes into organisational 
stressors and strains.25 
Finally, two open-ended items were used to explore good things 
and problems about work, as follows:
1. What do you consider to be the main problems that you face 

at work, if any? 
2. What do you consider to be the really good things you experi-

ence in your work, if any? 
The findings were analysed using content analysis.

2.8 Procedure
A series of hierarchical regression analyses was performed to test 
the degree to which QRM; QRC; RAR; WI and QPE work organi-
sation factors could predict strains and psychosocial stressors 
(work stress) from a role theory perspective. QRM, QRC and RAR 
were on block 1 and WI and QPE on block 2. Different samples 
were used according to the different analyses performed because 
participants did not complete all questionnaire´s questions in 
some cases (Table 1). Response rate was above 80%. Parametric 
tests were run to both groups.26 Interactions between variables 
were assessed and none were found.26 
All statistical analyses were done in SPSS, version 18.0 for 
Windows.27 

3. RESULTS

In both groups, the sample was mainly blue-collar, mean age 
being 36 years old (36.4 years old and SD 9.1 for staff; 35.7 years 
old and SD 9.9 for subcontractors). 
In respect to gender differences, male were the majority as it is 
expected in this occupation. However, women subcontracted 
represented double of the participants surveyed compared to its 
counterparts. In respect to family situation, staff tends to be more 

stable than their subcontracted partners. In other words, there are 
more staff who are married or living-in-partner and having chil-
dren. Finally, subcontracted workers reported less stability than 
their counterparts (Table 1). 
Taking the main sample of workers, all factors had good internal 
reliability with Cronbach’s alpha between 0.7 and 0.9 (table 2). 
Items of both questionnaires correlated above 0.3 and none of 
them showed greater a value than the overall that would suggest 
its deletion.26 All factors observed the recommended values of 0.7 
and above.16-26 In respect to the WOAQ, it was considered identical 
factors defined by Griffiths et al16 as the WOAQ was designed for 
the manufacturing sector. Same procedure applied for the 
HADS.28

Table 3 presents significant results for the hierarchical regres-
sions run. 

3.1 Job Satisfaction
For the strains group, work organisation factors based on roles and 
status relationships (Step 1) accounted for 28% of the variance in 
job satisfaction. Reward and Recognition (RAR), as well as Quality 
of Relationships with Colleagues (QRC), significantly predicted job 
satisfaction on the analysis run on staff. The same analysis was 
run on subcontractors. Step 1 accounted for 22% of the variance 
in job satisfaction. Quality of Relationships with Management 
(QRM) was a significant predictor of job satisfaction. In step 2 
(traditional hazards), all factors significantly explained an addi-
tional 2% of the variance, and Quality of Physical Environment 
(QPE) was added as a significant predictor in the model. 

3.2 General Health Perceived
For the second outcome, roles and status accounted for 27% of 
the variance in general health perceived. RAR and QRC signifi-
cantly predicted general health of staff. This result suggests a 
relationship between general health and job satisfaction in staff. 
For its counterpart, step 1 accounted for 7% of the variance in 
general health, with RAR a significant predictor of the outcome. 

3.3 Anxiety
For the third outcome, the same analysis was run on staff and 
non-significant results were found. On its counterpart, roles and 
status relationships accounted for 14% of the variance in anxiety; 
Quality of Relationships with Management (QRM) significantly 
and negatively predicted anxiety. These results draw attention to 
how subcontractors perceived relationships with supervisors, 
suggesting a groundless sense of fear and inadequacy on personal 
performance; and therefore uncertainty and inability to remain 
still and relaxed.29

3.4 Depression 
In the fourth outcome, no significant results were found on 

Table 1.
demographics, predictors and outcomes’ descriptive statistics of 451 
participants split by type of company.
 Staff N (%) Subcontracted N (%)
Age Mean 36,4 years old (SD 9,1) Mean 35,7 years old (SD 9,9)
Gender  
Male 126 (93,3%) 281 (88,9%)
Female 4 (3%) 20 (6,3%)
Marital status 
Married 77 (57%) 135 (42,7%)
Single 49 (36,3%) 156 (49,4%)
Live-in-partner 2 (1,5%) 1 (0,3%)
Divorced 2 (1,5%) 7 (2,2%)
Widowed 0 (0%) 2 (0,6%)
Children?   
Yes 103 (76,3%) 223 (70,6%)
No 16 (11,9%) 64 (20,3%)
Position at the company
Blue-collar / technician 82 (60,7%) 166 (52,5%)
Staff / professional 44 (32,6%) 106 (33,5%)
Tenure
 Mean 5,9 years (SD 5,1) Mean 3,9 years (SD 4,2)
Type of company
 135 316

Table 2.
Reliability coefficients.
 WOAQ     HADS 
 QRM RAR WI QRC QPE HADS-A HADS-D
Items (n) 9 7 4 2 6 7 7
N valid 433 439 448 457 427 444 443
Cronbach´s a 0,9 0,8 0,7 0,7 0,7 0,7 0,7

QRM: Quality of relationships with management; RAR: Reward and recognition; WI: 
Workload issues; QRC: Quality of relationships with colleagues; HADS-A: Hospital 
and anxiety scale-Anxiety; HADS-D: Hospital and anxiety scale-anxiety-depression.
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depression for both groups (results not reported).
3.5 Bullying
The same procedure was carried out for the organisational stres-
sors group. Work organisation factors based on role and status 
relationships (step 1) accounted for 18% of the variance in work-
place bullying. Quality of Relationships with Colleagues (QRC) 
significantly and negatively predicted bullying on the analysis run 
on staff. On their counterparts, the same analysis accounted for 9% 
of the variance in bullying. QRM significantly and negatively 
predicted the outcome. In step 2, all work organisation factors 
accounted for an additional 4%, being Workload Issues (traditional 
hazards), a significant and negative predictor of bullying. The 
differences between both groups were remarkable. While staff 
perceived bullying as deficiencies in being part of the crew, their 
counterparts focused on managerial relationships and workload. 
Both findings are sensitive in terms of deterioration of social 
support and work organisation.

3.6 Work-family interference
In respect to this outcome, role and status relationships on staff 
showed non-significant results on step 1. However, in step 2 (tradi-
tional hazards) all work organisation factors accounted for 16% of 
the variance in work-family interference; Workload Issues (WI) 

Table 3.
Significant predictors for strain and organisational stressors.
Principal companies (PC)   Subcontractors companies (SC)

Strains
Job satisfaction N=116   N=252
 B SE B a B SE B a
Step 1      
Constant 1,37 0,46  1,83 0,38 
QRM - - - 0,42 0,11 0,38***
QRC 0,32 0,10 0,27** - - -
RAR 0,37 0,14 0,37* - - -
Step 2      
Constant 1,06 0,48  1,60 0,39 
QRM    0,33 0,11 0,30**
QRC 0,24 0,11 0,20* - - -
RAR 0,31 0,14 0,30* - - -
Wi - - - - - -
QpE - - - 0,18 0,09 0,15*
Note for pC R_= 0,28*** for Step 1; ∆R_= 0,04* for step 2 / Note for SC R_= 0,22*** for 
Step 1, ∆R_= 0,02* for step 2,
General Health N=116    N=253  
Step 1      
Constant 2,24 0,38  3,34 0,36 
QRM - - - - - -
QRC 0,18 0,08 0,18* - - -
RAR 0,28 0,12 0,34* 0,26 0,10 0,28**
Step 2      
Constant    3,20 0,37 
QRM - - - - - -
QRC - - - - - -
RAR 0,25 0,12 0,30* 0,23 0,10 0,24*
Wi - - - - - -
QpE - - - - - -
Note for pC R_= 0,27*** for Step 1; ∆R_= 0,04* for step 2  / Note for SC R_= 0,07*** for 
Step 1; ∆R_= 0,01 for step 2 (n/s),
Anxiety N=115   N=255  
Step 1      
Constant 9,16 1,73  10,88 1,33 
QRM - - - -1,05 0,37 -0,28**
QRC - - - - - -
RAR - - - - - -
Step 2      
Constant 9,78 1,83  11,13 1,36 
QRM - - - -0,86 0,39 -0,23*
QRC - - - - - -
RAR - - - - - -
Wi - - - - - -
QpE - - - - - -
Note for SC R_= 0,14*** for Step 1 ; ∆R_= 0,01 for step 2 (n/s),
Organisational stressors N=116  N=253
Bullying B SE B _ B SE B _
Step 1      
Constant 2,66 0,32  2,26 0,26 
QRM - - - -0,15 0,07 -0,22*
QRC -0,24 0,07 -0,31** - - -
RAR - - - - - -
Step 2      
Constant 2,74 0,34  2,32 0,26 
QRM - - - - - -
QRC -0,23 0,08 -0,30** - - -
RAR - - - - - -
Wi - - - -0,18 0,05 -0,25**
QpE - - - - - -
Note for pC R_= 0,18*** for Step 1 ; ∆R_= 0,004 for step 2 (n/s) / Note for SC R_= 0,09*** 
for Step 1; ∆R_= 0,04** for step 2,
WF interference  N=116  N=252  
Step 1      
Constant 3,21 0,59  4,02 0,50 
QRM - - - - - -
QRC - - - - - -
RAR - - - - - -
Step 2      
Constant 3,52 0,58  4,22 0,49 
QRM -   - - -
QRC -   - - -
RAR -   - - -
Wi -0,63 0,14 -0,53*** -0,45 0,10 -0,34***
QpE - - - - - -
Note for pC R_= 0,08* for Step 1; ∆R_= 0,16*** for step 2  / Note for SC R_= 0,09*** for 
Step 1;  ∆R_= 0,07*** for step 2,   *p<0,05; **p<0,01; ***p<0,001,

Table 4.
Content analysis carried out on mineworkers.

Overall, what do you consider to be the main problems that you face at work, if any?
Staff 

N=128 (100%)
Work conditions/Risks 33 (25,7%)
No answer 32 (25%)
Lack of coordination 29 (22,7%)
Work pace/goals   9 (7%)
Any problems   9 (7%)
Equipment   7 (5,5%)
Uncategorized   6 (4,7%)
Family remoteness   3 (2,3%)

Subcontractors
N=323 (100%)

Work conditions/pressure 113 (35%)
No answer   62 (19,2%)
Work relationships   36 (11,1%)
Any problems   33 (10,2%)
Training (lack of)   26 (8%)
Lack of coordination   25 (7,7%)
Treatment style (from head of staff)   15 (4,6%)
Family remoteness     8 (2,5%)
Uncategorized     5 (1,6%)

Overall, what do you consider to be the really good things about your work, if any?
Staff

N=128 (100%)
Friendship 58 (45,3%)
Challenge 27 (21,1%)
No answer 25 (19,5%)
Work conditions 15 (11,7%)
Uncategorized   3 (2,3%)

Subcontractors
N=323 (100%)

Friendship/work climate 146 (45,2%)
Challenge/Work conditions   84 (26%)
No answer   59 (18,3%)
Benefit/profits   22 (6,8%)
Uncategorized     1 (0,31%)
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strongly and negatively predicted the outcome. The same results 
were found on its counterparts where it accounted for 7% of the 
variance. Thus, the higher the work-family interference the worst 
workload predicts.

3.7 Workers´ positive and negative opinions
Regarding the second research question, Table 4 shows results of 
content analysis carried out, split into staff and subcontracted 
workers. On the top side, the importance of poor work conditions 
and lack of coordination were main topics for job´s problems; 
friendship and challenge were main topics for job´s good things. 
On the down side, family remoteness, treatment style and lack of 
coordination were the other topics mentioned by subcontracted 
workers as the main job´s problems. Work conditions and benefits/
profits were the fewer topics mentioned as job´s good things. 
Response rate was about 75%-80%. 

4. diSCUSSiON

The model behaves as predicted. Work organisation factors based 
on role and status relationships predicted the most variance on the 
outcomes studied, while traditional hazards accounted for a 
smaller contribution. Work organisation factors in the mining 
industry are mainly anchored on situations based on roles and 
status relationships.
In respect to traditional hazards, the coefficients show the relative 
importance of workload on work-family interference on both staff 
and subcontractors groups, and are the most weighted issue in the 
former. 
Reward and Recognition (RAR) and Quality of Relationships with 
Management (QRM) factors are the most relevant predictors of 
strains, with Quality of Relationships with Management (QRM) being 
the only predictor on the anxiety outcome in the subcontractor 
group. Last, but not least, Quality of Physical Environment (QPE) and 
Workload Issues (WI) factors are significant predictors of job (dis)
satisfaction and bullying respectively in the subcontractor group. 

4.2 Work organisation, Roles and Status Relationships in 
the Mining Industry 
The statistical analysis carried out revealed hidden differences; 
what the tool predicted as sources of stress or well-being for one 
group was qualitatively opposed in the other from a role perspec-
tive. On the one hand, the importance of work organisation factors 
based on role relationships was well demonstrated in the staff 
group, predicting work mates’ friendship (QRC factor) and recogni-
tion status (RAR factor) as relevant functions for maintaining their 
occupational health and social environment. It is important to note 
the relation between job satisfaction and general health, both 
predicted by RAR and QRC factors, and which reveal an important 
dependence on how the company “behaves” in the former, and 
what is the impact of group-shaping as a predictor of occupational 
health. QRC also predicts bullying in this group, reflecting a 
strained job environment.30 This probably suggests cultural 
changes in the workforce, creating less ability to accept insults and 
jokes, as tended to be the rule in this culture formerly. 
On the other hand, hierarchical relationships (QRM factor) were 
discovered to be the most relevant source of job (dis)satisfaction 
and the only one that predicted anxiety and workplace bullying in 
the subcontractors group denoting the job environment fragility in 

which “the manager” becomes an omnipresent figure. 
In both groups, workload predicts work-family interference as an 
important role conflict issue. Excessive workload, such as long 
shifts plus commuting time home31-33 stress workers’ capacity to 
perform their other roles. In the same vein, above 70% of the 
workers declared having children, 50% declared being married, 2% 
declared being divorced and a small 1% declared having a live-in-
partner.
Workers’ opinions opened more questions that need to be explored. 
Their negative opinions were focused on the organisation’s unsup-
portive environment (37%) and work design facets (16%) regarding 
failures in logistics, lack of coordination, badly conserved tools 
and equipment and type of shift (e.g. 20 workdays with the 
following 10 days off or 10 days working with 5 days off.) Also, 
drawing attention are the 12% of the workers who think there are 
no problems at work, suggesting their perceptions have been 
undermined for some unexplored reason. 10% of them considered 
work relationships as the main problem, reinforcing the existence 
of an occupational community. These opinions suggest an attitude 
of ‘who cares?’ in terms of well-being policies. Further studies are 
needed to understand men’s conflicting role relationships from a 
gender perspective (e.g. ethics of care vs. ethics of justice?).34 On 
the positive side, colleagues’ friendship is widely valued (56%) 
indicating that the occupational community as a way of living is 
still relevant in this environment. Work mates’ friendship reflects 
the complementary roles that maintain this social structure.8

4.3 Integration of findings to theory
In both groups, relationships (friendship and conflict) were the most 
important findings of this study, and that relates to the mining 
culture. In fact, four principles are the rule in these kinds of 
groups35-36: (1) Long shifts have transformed miners into a self-
contained reference workgroup that is the main source of trust; (2) 
Risks inherent to a mine have developed a shared group responsi-
bility where individual safety depends on others; (3) The physical 
nature of the work has made oral communication the main channel 
for mastering performance, and storytelling the vehicle for it; (4) 
Miners tend not to remain neutral. They share intense labour soli-
darity and aggressiveness for several reasons: the dangerous nature 
of the work, the sense of exploitation (worker=production quota) 
and internal communication problems. In a similar vein, roles and 
counter roles act in a complementary way to maintain work conduct 
and shape a stronger social structure. 
In the subcontractor group, theory applies in a different sense. 
When workers declare to suffer anxiety and workplace bullying, 
damaged relationships with the management are the reason. Work 
relationships in this case could be characterised as role overload37, 
power imbalance30 and a perverse pattern of contract (psycho-
logical contract) that suggests abusive supervision.38 In respect to 
bullying, Baillien et al39 suggest that high strain jobs relate heavy 
workload and lack of job autonomy as precursors of workplace 
bullying. These findings support previous research of Amable et 
al40 in which temporary employment negatively impacted on 
mental health (e.g. anxiety, depression and social relationships 
deterioration) suggesting a precarious work environment. From a 
role perspective, job insecurity can be a more hazardous issue for 
males in this environment.41 These findings suggest that the occu-
pational community -in its original sense- no longer exists in this 
group. However, this group works “as if” they belonged to it 
because of the job environment they share. This is explained 
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when the success of the subcontractor only becomes real if the 
principal company tells them that they have been successful. The 
workers coping with it identify themselves as “subcontractors of” 
-as belonging to the principal company.42 Further research is 
needed to understand how subcontracted employment impacts 
psychosocial outcomes in this context.

4.5 Issues, implications and limitations
As it has been examined, there are two distinctive work environ-
ments where workers posses their own beliefs and vulnerabilities. 
On the staff group, roles and status relationships are embedded in 
the occupational community pattern, where friendship and highly 
hierarchical organisations are the rule. Any preventive programme 
intended to address work stress should consider this issue. Worthy 
of note has been the NIOSH approach in accident prevention 
programmes in the mining industry36 in which those issues have 
been considered.
On the subcontractors group, a precarious work environment 
seems to be the rule, and workers are more stressed in terms of 
bullying perceptions and anxiety feelings. This form of precarious 
work, featured by job instability, has potential negative conse-
quences on the worker´s occupational health as it was demon-
strated by this research. Any work stress mitigation programme 
should take into account this vulnerability, focusing its efforts at 
the managers and supervisors’ levels, and including stakeholders 
(principal companies) as targets of education in work organisa-
tion. Here, the goal of the core intervention is to comply with 
minimum standards of health and safety.
The hazards created by some types of work organisation are not 
mere situations but suggest patterns of behaviour, relationships 
and expectancies built into concrete situations that lead to a 
social environment that stresses the occupational health of 
workers. Moreover, work organisation is predictive of potential 
strains and organisational stressors and their influence on work 
environments. Clearly, the study of work organisation can be a 
dynamic tool to assess work design and, alternatively, to appraise 
wide differences in workers’ health in a complex organisation.
This research has some limitations. First, a cross-sectional design, 

and a priori segmentation of variables have the inconvenience of 
establishing validity and generalisation of findings. Secondly, 
analyses were taken without exploring differences between job 
positions adding potential biases in the interpretation of results, 
and tending to over -or undervalue- specific group contributions. 
Thirdly, the sample mainly represents males who are the principal 
workforce in this industry. However, the increasing participation 
of women as part of the workforce in this sector requires further 
studies including gender perspectives. Fourthly, a limitation in the 
use of a self-report is the risk of overvaluing one’s situation. In 
addition, the survey was taken as part of an assessment process 
in which the workers’ motivation was on showing a favourable 
opinion. To mitigate, experienced staff applied the tools. 

5. CONCLUSiONS

The present research is intended to explore an important gap 
slightly studied in the worldwide mining industry which is the work 
organisation´s differences between staff and subcontracted workers, 
its relation to the miners’ culture and its consequences on workers’ 
health and well-being. As an exploratory and comparative psycho-
social study in the industry its contribution could promote further 
research in other top mining countries. Locally, the questionnaire 
could provide reliable information for the exploration of work 
organisation for the Chilean mutual system and the mining 
industry, and as a precursor in the design of work-stress mitigation 
programmes.
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32. De su impresión general, ¿Cuál es el principal problema que 
Ud. considera debe enfrentar en el trabajo? 

_________________________________________________________________

33. De su impresión general, ¿Qué es lo realmente agradable de 
su trabajo, si lo hay?

_________________________________________________________________

SU BiENESTAR
Por favor, conteste las siguientes preguntas que mejor corres-
pondan a cómo Ud. se ha venido sintiendo en la ÚLTIMA SEMANA. 
No necesita pensar mucho cada pregunta, sea espontáneo. Marque 
con un O su elección en la escala. Marque sólo una respuesta por 
cada pregunta.

A1) Me siento tenso o contraído:
La mayor parte del tiempo 3
Una buena parte del tiempo 2
De vez en cuando 1
Nunca 0

D2) Todavía me gustan las cosas que antes me gustaban:
Si, de la misma forma que antes  0
No tanto como antes 1
Sólo un poco  2
ya nada más me atrae 3

A3) Siento una especie de miedo, como si algo malo
       ocurriese de repente:

Si, y de una forma muy fuerte  3
Si, pero no tan fuerte 2
Un poco, pero eso no me preocupa 1
No siento nada de eso 0

 

SU TRABAJO
Por favor, conteste las siguientes preguntas desde un punto de 
vista personal de su puesto de trabajo en los últimos 6 meses. 
Marque con un O su elección en la escala. Marque sólo una 
respuesta por cada pregunta.
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  Muy Bien No es Problema Problema 
  bien  problema menor grave
1.  Facilidades para hacer pausas durante 
 la jornada (sala de estar o descanso, 
 cocina y/o cafetería) 5 4 3 2 1
2.  Entorno de trabajo (ruido, vibraciones, 
 luminosidad, temperatura, etc.) 5 4 3 2 1
3.  Claridad de su rol y responsabilidades 5 4 3 2 1
4.  Exposición a peligro de accidentes 5 4 3 2 1
5.  Apoyo de su superior y/o gerencia 5 4 3 2 1
6.  Ritmo de trabajo 5 4 3 2 1
7.  Retroalimentación sobre su 
 desempeño  5 4 3 2 1
8.  Cómo evaluaría su carga de trabajo 5 4 3 2 1
9.  Seguridad en el trabajo 5 4 3 2 1
10. Cuán bien se lleva con sus 
 compañeros de trabajo (socialmente) 5 4 3 2 1
11. valoración de su esfuerzo por parte 
 de su superior/gerencia  5 4 3 2 1
12. Es consultado cuando se realizan 
 cambios en su trabajo 5 4 3 2 1
13. posee suficiente capacitación para 
 su actual puesto 5 4 3 2 1
14. Su trabajo posee variadas tareas 
 para desarrollar 5 4 3 2 1
15. impacto de su vida familiar/social 
 en su trabajo 5 4 3 2 1
16. Actitudes/comportamiento de 
 la gerencia 5 4 3 2 1
17. Claridad en la línea jerárquica 
 de autoridad 5 4 3 2 1
18. Calidad del equipo/tecnologías 
 (TIC) que Ud. utiliza 5 4 3 2 1
19. impacto del trabajo en su vida 
 familiar/social (esposa/o, compañera/o, 
 hijos, amistades, actividades 
 de ocio, etc.) 5 4 3 2 1
20. Oficina personal/espacio(s) de trabajo 
 (lugares/oficinas en que se desenvuelva) 5 4 3 2 1
21. Oportunidades de ascenso 5 4 3 2 1
22. Comunicación con la 
 gerencia/superiores 5 4 3 2 1
23. Oportunidad para desarrollar 
 nuevas habilidades 5 4 3 2 1
24. Flexibilidad en el horario de trabajo 5 4 3 2 1
25. Oportunidad para usar sus habilidades 5 4 3 2 1
26. Status/Reconocimiento de su trabajo 5 4 3 2 1
27. Claridad de objetivos, valores y 
 procedimientos de la empresa 5 4 3 2 1
28. Cuán bien trabaja con sus colegas 
 (Como un equipo) 5 4 3 2 1

  Muy Bien No es Problema Problema 
  bien  problema menor grave
29.  5 4 3 2 1

30.  5 4 3 2 1

31.  5 4 3 2 1

¿Hay algún otro tema relacionado con su trabajo que no haya sido 
preguntado y que considere relevante? (Sistema de turnos/horas de 
sueño reparador, lejanía del hogar, calidad del alojamiento, facili-
dades para ausentarse/hacer trámites, calidad de beneficios depor-
tivos/sociales/alimentación, equidad en el salario, estar cuidadoso de 
no cometer errores, viajes al trabajo/calidad del transporte, etc.)

CUESTiONARiO dE ORGANizACiON dEL TRABAJO 
(Adaptación al castellano WOAQ EEF/I-WHO© P. Garrido, 2011)



A13) De repente tengo la sensación de quedarme en 
pánico:

Casi siempre 3
Varias veces 2
De vez en cuando 1
No siento eso 0

D14) Logro sentir placer cuando veo un buen programa 
de televisión, de radio o cuando leo algo:

Casi siempre 0
Varias veces 1
Pocas veces 2
Casi nunca 3

1. Aproximadamente, ¿Cuántos días se ha ausentado de su trabajo 
por razones de enfermedad durante los últimos 12 meses?
________________________________________________

USTEd
Por favor, conteste las preguntas de más abajo. Esta información 
ayudará a comprender las respuestas que Ud. contestó y no será 
utilizada para identificarle.

Edad:     Sexo:     Estado civil: 

¿Tiene hijos?  Años de trabajo en la empresa: 

Su rol en la empresa:

Operario Calificado/técnico 

Profesional/administración 

Supervisor de terreno/Capataz 

Jefe de turno/área/terreno-oficina 

Tipo de turno: ________ X ________

Tipo de empresa en la que trabaja: ______________________

Mandante______    Contratista______         Muchas gracias.-

F     M

Sí   No
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D4) Me río y me divierto cuando veo cosas graciosas:
De la misma forma que antes 0
Actualmente un poco menos 1
Actualmente bastante menos 2
No lo logro más 3

A5) Estoy con la cabeza echando humo de tantas 
preocupaciones:

La mayor parte del tiempo 3
Una buena parte del tiempo 2
De vez en cuando  1
Nunca 0

D6) Yo me siento alegre:
Nunca 3
Pocas veces  2
Muchas veces 1
La mayor parte del tiempo 0

A7) Logro quedarme sentado cómodamente y me siento
relajado:

Si, casi siempre 0
Muchas veces 1
Pocas veces 2
Nunca 3

D8) Me siento lento para pensar y hacer las cosas:
Casi siempre 3
Muchas veces 2
De vez en cuando 1
Nunca 0
 

A9) Tengo una sensación de miedo, como un frío en el
estómago o una angustia en el corazón:

Nunca 0
De vez en cuando 1
Muchas veces 2
Casi siempre 3

D10) Perdí el interés en cuidar mi apariencia:
Completamente 3
No la cuido más como debería 2
Tal vez no tanto como antes 1
Me cuido de la misma forma que antes 0
 

A11) Me siento inquieto, como si no pudiese quedarme
parado en ningún lugar:

Si, demasiado 3
Bastante 2
Un poco 1
No me siento así 0

D12) Me quedo esperando con alegría las cosas buenas
que me llegarán:

De la misma forma que antes 0
Un poco menos que antes 1
Bastante menos que antes 2
Casi nunca 3

  Muy Bien No es Problema Problema 
  bien  problema menor mayor
2. ¿Cuán satisfecho está  5 4 3 2 1
    con su trabajo?
3. ¿Cómo evaluaría su estado  5 4 3 2 1
    general de salud? 
  Nunca Raramente Algunas A Todo 
    veces menudo el tiempo
4. ¿Ha sido Ud. intimidado,  5 4 3 2 1
    agredido físicamente o ha 
    sufrido bullying
    (hostigamiento) en su trabajo 
    en los últimos 6 meses?
5. Las demandas de mi trabajo 5 4 3 2 1
    interfieren con mi vida 
    personal y familiar
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