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Information about selection

Unit: C2 Medicinsk biokemi och biofysik 2026 (includes subunits)
Measurement: Medarbetarundersokning 2026
Response rate: 146 of 262 (56 %)
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Purpose and index values

Purpose

The purpose of the employee survey is to provide a basis for
the work of developing our local and shared work
environment in such a way that both people and the
business feel good and develop in a positive way.

With the results, we get material that helps us focus on
what really matters: highlighting our strengths, discovering
new opportunities and continuing to build a workplace
where every employee can contribute, thrive and grow. All
in line with our vision to drive the development of
knowledge about life and work for better health for
everyone.

An important part of this is to get an idea of what
employees think about their work and about Karolinska
Institutet as an employer.

Read more about the 2026 employee survey on
medarbetarportalen

Response scale

Most statements in the survey are answered on a six-point
scale: Do not agree at all 1, 2, 3, 4, 5, 6 Agree completely,
Don't know/No opinion

Index values

Each response option on the six-point scale corresponds to
an index value on the 100-point scale used in the results
report:

1=0, 2=20, 3=40, 4=60, 5=80, 6=100

Don't know/No opinion is not included in the index value.

The index value for a question is calculated as the average
of the index values as above.

Color coding of the result

87.5-100: Green - Maintain

75 - 87.5: Yellow-green - Strengthen

62.5 - 75: Orange - Improvement potential
50 - 62.5: Lightred - Act

0 - 50: Red - Act quickly
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https://medarbetare.ki.se/din-anstallning/medarbetarundersokningar

Work with the results

A work with two perspectives

In this year's survey, we complement the local perspective
with what we should achieve at an aggregate level and that
there are conditions to be able to do it. This means that the
results are highlighted and processed at both the unit level
and the department and campus level.

With a broader perspective, it becomes easier to see overall
patterns, agree on common priorities and create more long-
term and powerful development throughout KI.

As a manager and leader, you are primarily responsible for
interpreting and understanding the results of the working
group in dialogue with your employees and then jointly
initiating development and improvement work. In addition,
you and your group have to provide the level above you with
insights and suggestions regarding the joint development of
operations.

Part of systematic work environment work

The work after an employee survey is a natural part of
systematic work environment work where you as a manager
have tasks in the different steps: interpret the outcome in
dialogue with the group, together with the group formulate
and implement measures and follow up your work so that
the work continues.

More information
Support material for dialogue about the outcome and
continued work can be found here
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Tips for a good dialogue

Avoid interpretation bias

You are not the one who should explain the results to the
employees. It is the employees who should tell each other
and you how they experience their work situation and what
can be improved.

A two-step dialogue

It may be an idea to set up the work so that you first go
through the results and agree on the current situation. Then
a new meeting for a dialogue about activities to develop the
work situation further.

Consider how to lead the meeting

Who should lead the dialogue about the results in the group?
Maybe one of your employees so you can be more present in
the conversation? And who should capture everything that is
said to include in the continued work?

Invite everyone to the dialogue

Start with a conversation in small groups (2-4 people) to
reflect on the results. The groups then share their thoughts
with the others. Then everyone will be seen and you will get
to experience different points of view and perspectives.

Don't get caught up in the details

Don't put too much emphasis on individual figures. Focus
instead on a constructive dialogue about the main lines of
the results and how they affect your ability to complete
your assignment.

Highlight what works well

What works really well for you as a group? Don't forget to
highlight it. Think about what is behind it and how it can be
implemented in the development areas you have.

Prioritize what needs to be done

There may be a lot that you want to do about. But focus on
a few activities - "low-hanging fruit” - that are actually
getting done. It gives you the desire to continue
development work.

A conversation that is ongoing

It's been a long time since our employee surveys. Think
together with the group about how you can keep an ongoing
dialogue going about your work situation.

AGERUS



Employee index (El)
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The Employee Index is an overall measure that shows the combined and average
value of the four underlying index areas: Employeeship, Leadership,
Organization, and Goals and Strategies.

By combining these four perspectives, we create a workplace where:
employees feel a sense of involvement and pride

managers have the conditions to lead with clarity and trust

the organization is characterized by transparency, security, and common goals

Together, these elements create the foundation for a workplace where we
thrive, develop, and do a good job.
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Employeeship

80

89
84 86
79 78

75 71 72

100

50 - —— e

25

1 2 3 4 5 6 7

1 | feel job satisfaction.

2 | have a good work- life balance.

3 In my division/unit/group | have the opportunity to
influence and get involved.

4 In my division/unit/group we treat each other with
respect even when we have different opinions.

5 | have clear work tasks with reasonable prerequisites.
6 In my division/unit/group we show each other
appreciation when someone does something good.

7 | have time while working to gather my thoughts.

In the Employeeship index area, we ask about collaboration, balance and job
satisfaction. The answers show how collaboration is experienced, whether
the workload feels reasonable and whether there is energy and enjoyment in
daily work. Overall, this gives us the conditions for both well-being and good
performance linked to our work.

The goal is for us to feel job satisfaction, involvement, pride and
commitment, and to have sustainable conditions to carry out our work.

Examples of questions to use in the dialogue:

What works well?

What works less well?

How do we want it to be?

What do we want to develop and improve?
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Individual prerequisites

77 This area is about the individual's experience of being able to do a good job.
100 It has been supplemented with views on workload and the question of
85 whether the work feels meaningful.
75 P - " 72

Examples of questions to use in the dialogue:

25

1 2 3 4 5 6

1 | feel job satisfaction.

2 | am happy with my overall workload (amount of work,
scope, type of projects etc.).

3 | have a good work- life balance.

4 | feel that my work is meaningful (to me).

5 | have clear work tasks with reasonable prerequisites.
6 | have time while working to gather my thoughts.

What does a day look like where we both feel good and perform well?
How often have we had days like that?
What can we do to have more days like that?
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Work load - follow-up question

Less to do

Less fragmentation of tasks

Time for reflection

Time while working to gather my
thoughts

Support and help from colleagues

Support and help from manager

Be part of fewer/less complex
projects

More professional development
Clearer assignments

Help with prioritising

Other

Greater challenges

Clearer frameworks for my
availability (e-mail/telephone
outside working hours)

More/ clearer information

More to do

More reasonable time frames

T —
T -
I - )
T ——
-
I o
s e

-6% (4ppl)

- e

I < e

- coe)

B 2een

= 2000

= (2pp1)

0% (Oppl)

0% (0ppl)

Regarding workload - What would make
your work situation better?

Follow-up question to everyone who answered 1-3 to the question

about workload

Examples of questions to use in the dialogue:
«  What things stand out? Is there a pattern behind these?

. How can we organize work so that the experience of workload

is reduced?
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Prerequisites for social interaction

100 8s This area reflects the experience of social interaction between the individual
84 85 - 86 and other members of the group. It has been supplemented with the
- question about responsiveness and helpfulness.
o . - N - Examples of questions to use in the dialogue:
. In what ways can we make ourselves heard in the group?
2 . How can we as individuals contribute to developing the social

interaction of the group?

How do we show each other appreciation and give feedback?

. How can we improve our listening to better understand when others
need help?

1 2 3 4

1 In my division/unit/group | have the opportunity
to influence and get involved.

2 In my division/unit/group we are attentive and
help and support each other.

3 In my division/unit/group we treat each other
with respect even when we have different opinions.
4 In my division/unit/group we show each other
appreciation when someone does something good.
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Physical activity

56

100

75

58 55

50 — S— —

25

1 2

1 During working hours | have the opportunity to be
physically active by for instance going to the gym,
run, or walk.

2 When working sedentary jobs (sitting still), |
regularly take physical movement breaks.

Our physical ability is an important resource to maintain in order to achieve
sustainable health in working life and in a lifelong perspective. What we do
for our health has consequences on multiple levels - not least in terms of the
work climate, work ability and well-being together with others.

Examples of questions to use in the dialogue:

How do we create more space for physical activity?

Are there any obstacles to it?

How can we jointly facilitate breaks in everyday life?

How can we encourage each other to be physically active?
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Sustainable and healthy working environment

66 By looking at the results in the area of physical activity in relation to issues
100 of well-being, workload and recovery, we can make a comprehensive
argument about a sustainable and healthy work situation.

75 L] 71 72

Examples of questions to use in the dialogue:

55 o o

50 - — — — — -

25

1 2 3 4 5

1 1 am happy with my overall workload (amount of
work, scope, type of projects etc.).

2 | have a good work- life balance.

3 When sitting still, | regularly take breaks where |
am physically active.

4 During working hours | have the opportunity to be
physically active by for instance going to the gym,
run, or walk.

5 | have time for recovery in my work.

What conditions need to be in place for a sustainable and healthy
working life?

What can we as individuals do to contribute to a sustainable/healthy
working situation?

How can we help each other to do so?
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Leadership

100

88

83 83 83 g2 85
76

75
so -l -
25
0

1 2 3 4 5 6 7

1 | feel that my immediate manager has confidence in me as an employee.
2 | feel that my immediate manager leads by example.

3 | feel that my immediate manager leads and drives the organisation in a
way that enables us to achieve our goals.

4 | feel that my immediate manager supports, encourages and inspires me
as an employee.

5 | feel that my immediate manager rewards/promotes good achievements
(e.g. through increased responsibility, increased trust, new opportunities
for development, etc.).

6 | feel that my immediate manager gives me sufficient feedback on my
performance and work results.

7 | have confidence in the way my immediate manager leads and develops
my division/unit/group.

The questions in the Leadership index area show how employees perceive
the manager's ability to lead and motivate in a way that creates a positive
working climate and a good work environment.

The goal is clear, supportive and trusting leadership that develops both
people and the business. At the same time, it is important to remind
managers and employees of the shared responsibility to create a good and
developing work environment.

Examples of questions to use in the dialogue:

What do we think works really well in leadership?

What development opportunities are there?

How can we develop leadership together?

In what ways do we as employees influence the ability to lead the
group?
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Leadership - in-depth questions

79

100

84

78 77 77 0

75
50 - — — — — -

25

1 2 3 4 5

1 My immediate manager defines and anchors the
business's goals.

2 My immediate manager creates a culture of trust
and a favorable work environment together with the
employees

3 My immediate manager handles dilemmas and
conflicts in a constructive way.

4 My immediate manager provides clear information
about goals and then follows up on them.

5 My immediate manager converts strategy into
operations and goals for both the group and the
individual employee.

These questions deepen the picture of leadership by focusing on the
manager's actual actions and behaviors. It provides a platform for more
concrete reflection on areas where leadership can be further developed.

Examples of questions to use in the dialogue:

e Which of the areas is most important to us as a group?

e Which of the areas is most important to us as individuals?

. How can we, together with our manager, contribute to positive
development in these areas?
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Manager creates opportunities for learning

| 2%
4%
~11%

l 1. Completely disagree - 2% (3ppl)
2 - 4% (5ppl)
B 3-11% (15ppl)
16% 4 - 16% (22ppl)
B 5-21% (29ppl)
6. Completely agree - 48% (67ppl)
Dont know/No opinion - 3.4% (5)

48%

\219%

| feel that my line manager creates opportunities for me to
learn and develop in my job.
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Confidence in immediate manager

100

75

50

25

85

85

1 | have confidence in the way my immediate
manager leads and develops my division/unit/group.
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Confidence in immediate manager - follow-up question 1

S e e R 1 457 The question has been answered by those who answered 1-3 to the

Moty deateg withconnce NN+ oot question about trust in their immediate manager.
More feedback ﬂannznu:;ar\;erg\:ﬁ: _10% (3ppl)

Daring to lead and make decisions _10% (3ppl)
More support and encouragement || NENEEEIEIR 0% (3pe1)
Showing mDre:“s;iilefeo‘; -7% (2pp1)

Increased transparency -7% (2ppl)
Increased availability -7% (2ppl)
Showing more appreciation -7% (2ppl)
oter | (2001

Noticing and utilising och skills -3% (1ppl)

Leading group work towards our o
common goals -Ekﬂppl)
A greater insight and

understanding of all aspects of our -3% (1ppl)

organisation
Being more of a leader and less of

an expert 0% (0ppl)

Creating greater openness 0% (Oppl)
Clarifying our responsibilities and
authority

Being better able to prioritise and
delegate

0% (Oppl)
0% (0ppl)
Being more open to feedback 0% (Oppl)

Increased responsiveness 0% (Oppl)

Supporting the group through

o
successes and failures 0% (Oppl)

Can not decide 0% (Oppl)

The following factors would improve my
confidence in my immediate manager.
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Confidence in immediate manager - follow-up question 2

i gooc! | 25 (530e) The question has been answered by those who answered 4-6 to the
e wk rosurs R 24 question about trust in the immediate manager.

Being better able to prioritise and
delegate -E% (14ppl)

Creating a more clear structure and o
organisation -5 % (13ppl)

Increased transparency -5% (13ppl)
Noticing and dealing with conflicts -5% (12ppl)

More support and encouragement -5% (12ppl)

Clarifying our responsibilities and
authority 5 (11pp))

Increased availability -5% (11ppl)
Showing more appreciation  [J5% (11ppn)
A greater insight and
understanding of all aspects of our -4% (9ppl)
organisation
Noticing and utilising och skills .3% (Tppl)
Being more open to feedback .3% (Tppl)

Leading group work towards our

common goals .2% (6ppl)

Daring to lead and make decisions .2% (6ppl)

Being more of a leader and less of o
an expert .2’" (6ppl)

other  [JJ2% t6ppi)

Creating greater openness .2% (5ppl)

Supporting the group through o
successes and failures .2 % (5ppl)

Showing more respect for

employees |1% (2ppl)

Increased responsiveness |[I% (1ppl)

The following factors would further
improve my confidence in my immediate
manager.
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Leadership - PhD student - main supervisor

84

85 84 83 85

100

75

50 — — — —

25

1 2 3 4

1 | have a good relationship with my principal
supervisor.

2 | feel that my principal supervisor is engaged in
my doctoral education.

3 | feel that my principal supervisor provides great
support for my research.

4 | feel that my principal supervisor provides
constructive feedback on my research.

For us at Kl, it is important to continue to develop the conditions for our
doctoral students. Their working situation and conditions are largely
determined by the relationship with their main supervisor.

These questions are the basis for our work to continue to develop and
improve the situation of doctoral students.
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Organisation

100
82

75

68 68

50 — — — —

25
0

1 2 3

1 | find my institution/equivalent to be a workplace
free from discrimination, regardless of ethnicity,
disability, gender, transgender identity, sexual
orientation, religion or age. And also free from
sexual harassment.

2 All in all, | feel sufficiently informed about what
happens within Karolinska Institutet, and | know
where to find information.

3 | know who, or which division/unit is responsible
for what function/task, and who to contact with
various questions or tasks.

The questions in the Organization index area are about clarity, information,
and discrimination and harassment. The answers show how well we
understand our assighments, how communication works, and whether we
feel safe in our daily work.

The goal is to build a transparent, clear, and stable organization that creates
the conditions for collaboration, trust, and a safe work environment.

Examples of questions to use in the dialogue:

. In what ways does Kl feel like a safe and well-ordered workplace? What
could be further improved?

e What in our information flows could be improved?

What problems arise when there are ambiguities? What do we do about
these?
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Goals and stategies

75

100
84

75
70 68

50 — — — —

25

1 2 3

1 | have confidence in the management group’s way
of leading and developing our organisation.
Karolinska Institutet's management consists of the
Rector, Vice President and University Director.

2 Im am proud to work at Karolinska Institutet.

3 | feel that our business goals (strategy 2030)
permeates all of Karolinska Institutet.

The questions in the index area Goals and strategies are about trust in
management, pride and the connection between overall strategies and what
is done in the business.

The goal is a working community where everyone understands the big
picture, sees their contribution to KlI's mission and feels a sense of belonging
both locally and globally where "KI is WE".

Examples of questions to use in the dialogue:

. In what ways can we develop the relationship with the university
management?

. How close is the connection between our everyday lives and the overall
strategies for KI? How can it be strengthened?
What things make us proud to work at KI?

AGERUS



Core values

82 Karolinska Institutet's core values should permeate everything we do and
100 serve as a compass for actions and decisions. They are based on principles of
o 85 democracy, legality, objectivity, free opinion formation, respect for the
79

- equal value of all people, efficiency and service.

Examples of questions to use in the dialogue:

. How do we translate our core values into everyday life?

. In what ways could it have further impact on the business?
2 » Do the core values permeate how we treat each other?

50 — — — —

1 2 3

1 1 think that there are opportunities in the
workplace to act on the basis of the Kl values (in my
office / unit / group).

2 | think that our values permeate the activities at
my department / equivalent.

3 | think that the values are important.
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Proudness and sense of "us"

74 Our cohesion is crucial to whether we will succeed in our important mission.
100 The fact that we are proud to work at Kl is a strong internal driver in
84 84 everyday life, but also an important component in building a strong employer

- . brand that attracts new and valuable talent to KI.

7 Examples of questions to use in the dialogue:

e Vad ar det som far oss stolta dver att jobba pa Karolinska institutet?
« Vilka ar de viktigaste delarna for att skapa en god sammanhallning?
2 e Vad skulle kunna starka sammanhallningen ytterligare hos oss?

1 2 3 4

1 1 am proud to work at my institution

2 | am proud to work at Karolinska Institutet

3 | think that there is a cohesion (sense of "us”) at
my department / equivalent.

4 | think that there is a cohesion (sense of "us") at Kl
as a whole.
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Confidence in the management group

70

100

75 70

50

25

1

1 | have confidence in the management group’s way
of leading and developing our organisation.
Karolinska Institutet's management consists of the
Rector, Vice President and University Director.

The question is about trust in the university management group's way of

leading and developing Kl's operations.
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Confidence in the management group - follow-up
question

increase wansparency | A =>- (1o~ The question has been answered by those who answered 1-3 to the
Reducing the gap between the T —m— question about trust in the university management.

management group and the
organisation

A more inclusive approach to
decision-making -9% (4ppl)
Other -9% (4ppl)
Being more responsive within the -
organisation --”" (3ppl)
Clearer strategy for achieving goals -T% (3ppl)
Adressing more operational issues -T% (3ppl)
Leading by example -5% (2ppl)
Clearer goals for the organisation -5% (2ppl)

Adressing more strategic issues -5% (2ppl)

Consistent action in successes and o
failures .Z/n (1epl)

Working towards a more inclusive . o,
approach at Kl (for everyone) 2% (1pPI)

Being more visible in the N
organisation 0% (0pPl)
Sharing information from meetings 0% (Oppl)

Better cooperation within the

o
management group 0% (OppI)

The following actions would improve my
confidence in Karolinska Institutet’s
management group:
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Confidence in the departiment’s leadership group

78 The question is about trust in the department leadership’s way of leading and
100 developing the department'’s operations.

78
75

25

1

1 | am confident in the way in which my
departments leadership manages and develops our
business. Your department/equivalent management
consists of the head of department and its
management team.
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Confidence in the depariment’s management team -
follow-up question

Reducing the gap between the
management group and the
organisation

Increase transparency

Other

Sharing information from meetings

Leading by example

Working towards a more inclusive
approach at Kl (for everyone)

A more inclusive approach to
decision-making

Clearer strategy for achieving goals

Consistent action in successes and
failures

Clearer goals for the organisation

Adressing more operational issues
Better cooperation within the
management group

Being more responsive within the
organisation

Being more visible in the
organisation

Adressing more strategic issues

-
 ——
I 3 spp)
| [AE
- 2000

< 200

| CAE)

| BAE)

| A

| A

| A

| KA

0% (0ppl)
0% (0ppl)

0% (0ppl)

The following actions would improve my
confidence in my department leadership

group:

The question has been answered by those who answered 1-3 to the

question about trust in department management.

AGERUS



Ambassador (eNPS)

33

100
75

50

27%
25 23%
20%

14%

5% 5%

2%
o 2% on mm % W

Not at all likely Very likely

How likely are you to recommend the institution/equivalent as a
workplace to an acquaintance or friend?

The value is calculated by taking the percentage of "Ambassadors”
(9-10) minus the percentage of "Critics” (0-6) and can range from -
100 to +100. A positive value indicates that there are more
ambassadors than critics, and vice versa.

This area concerns our feelings about recommending our
organization as an employer to friends and acquaintances.

Let's talk about what steps we can take to more strongly
recommend our organization as an employer.

Examples of questions to use in the dialogue:

What are the positives of working within our operation?
What improvements are necessary for us to more strongly
recommend our workplace to others?

Is there anything we can undertake on our own to create a
workplace that we can truly endorse to others?
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Ambassador (eNPS) - follow-up question 1

Question not relevant for me - 49.3% (72)

Opportunities for development - 35% (26ppl)

Working environment - 18% (13ppl)
Leadership - 5% (4ppl)
Work tasks - 1% (1ppl)

l Goals and strategies - 14% (10ppl)
Work colleagues - 0% (Oppl)

P students - 0% (Oppl)
Other - 27% (20ppl)

27%

0%
0%
14%

1%

35%

5%‘ \ 18%

What is the main thing that would
need to be improved in order for you
to be able to recommend the
department/equivalent as a
workplace (an employer)?

The question was answered by those
who gave a lower value (0-8) to the
question of recommending their own
unit as a workplace.
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Ambassador (eNPS) -

Question not relevant for me - 50.7% (74)
Opportunities for development - 28% (20ppl)

Working environment - 44% (32ppl)
Leadership - 4% (3ppl)
Work tasks - 15% (11ppl)

I Goals and strategies - 4% (3ppl)
Work colleagues - 4% (3ppl)

P students - 0% (Oppl)
Other - 0% (Oppl)

0% |

%

4% .

4%~ - 28%
15%

aa% |

What is the main reason you would
recommend the
department/equivalent as a
workplace (an employer)?

follow-up question 2

The question was answered by those
who gave a high score (9-10) on the
question of recommending their own
unit as a workplace.
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Free from discrimination

82

100

82

75
50

25

1

1 | find my institution/equivalent to be a workplace
free from discrimination, regardless of ethnicity,
disability, gender, transgender identity, sexual
orientation, religion or age. And also free from
sexual harassment.

Our core values are based on respect for the equal value of all people.
Therefore, we have zero tolerance for all instances of discrimination,
harassment and abuse. Where it occurs, it is everyone's responsibility to
report and take action.

Examples of questions to use in the dialogue:

. How can we prevent the emergence of discrimination, harassment in
our business?

When we see this type of behavior, how should we act?
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Free from discrimination - follow-up question

100

Question not relevant for me - 90.4% (132)
Ethnicity - 32% (6ppl)
Disability - 0% (Oppl)
Gender - 26% (5ppl)
Transgender identity or expression - 0% (Oppl)
l Sexual orientation - 5% (1ppl)
Religion or other belief - 11% (2ppl)
B Age - 11% (2ppl) .
Other - 16% (3ppl) )

32%

16%
1% 1%
5%

o% o [
2 3 4 5

0

Within the following area(s), | feel
that discrimination occurs at my
department/equivalent. (This relates

to the past 12 months)

The question has been answered by
those who gave a lower value (1-3)
to the previous question.
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Local security

100

91

1 In my division/unit/group, | feel comfortable and
free from negative conflicts.

2 In my division/unit/group, | feel comfortable and
free from bullying/victimisation.

3 In my division/unit/group, | feel comfortable and
free from discrimination/harassment.

4 In my division/unit/group, | feel comfortable and
free from sexual harassment.

5 In my division/unit/group, | feel comfortable and
free from threats and violence.
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How often within the last 12 months have you been
subjected to

100

75

Question not relevant for me - 89.7% (131)
Once - 0% (Oppl)
Occasionally - 47% (7ppl)
5 Several times - 40% (6ppl)
A% Not at all - 13% (2ppl)
40%

25

13%

0%

1 2 3 4

How often in the last year have you experienced negative
conflicts.
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How often within the last 12 months have you been

subjected to

100
75

50

40% 40%

25
20%

0%

1 2 3 4

How often in the last year have you experienced
bullying/victimisation.

Question not relevant for me - 89.7% (131)

Once - 0% (Oppl)
Occasionally - 40% (6ppl)
Several times - 20% (3ppl)
Not at all - 40% (6ppl)
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How often within the last 12 months have you been
subjected to

100

75

Question not relevant for me - 89.7% (131)
Once - 7% (1ppl)

Occasionally - 40% (6ppl)

Several times - 0% (Oppl)

Not at all - 53% (8ppl)

53%
50

25

7%
0%

1 2 3 4

How often in the last year have you experienced
discrimination/harassment.

AGERUS



How often within the last 12 months have you been
subjected to

100 100%

75

Question not relevant for me - 89.7% (131)
Once - 0% (Oppl)

Occasionally - 0% (Oppl)

Several times - 0% (Oppl)

Not at all - 100% (15ppl)

50

25

0% 0% 0%

1 2 3 4

How often in the last year have you experienced sexual
harassment.

AGERUS



How often within the last 12 months have you been
subjected to

100 100%

75

Question not relevant for me - 89.7% (131)
Once - 0% (Oppl)

Occasionally - 0% (Oppl)

Several times - 0% (Oppl)

Not at all - 100% (15ppl)

50

25

0% 0% 0%

1 2 3 4

How often in the last year have you experienced threats and/or
violence.

AGERUS



Reason for the negative behaviour you were exposed to -
follow up question

100

Question not relevant for me - 91.1% (133)
75 Ethnicity - 23% (3ppl)
Disability - 0% (Oppl)
Gender - 8% (1ppl)
Transgender identity or expression - 0% (Oppl)
Sexual orientation - 0% (Oppl)
o I Religion or other belief - 0% (Oppl)
Age - 8% (1ppl)
l Sexual harassment (eg unwelcome sexual
remarks, comments, behaviour) - 0% (Oppl)
Other - 62% (8ppl)

25 23%

8% 8%

0 0% . 0% 0% 0% 0%

1 2 3 4 5 6 7 8 9

What do you think was the reason for the negative behaviour
you were exposed to?

AGERUS



| have actively sought help - follow up question

100

7 Question not relevant for me - 91.1% (133)

l Yes, it has now been resolved. - 0% (Oppl)
l Yes, we are working to resolve the problem. - 31%
(4ppl)
| have sought, but not received any help. - 8%
50 (1ppl)
No, | have not sought help. - 54% (7ppl)
No, | do not know where to turn. - 8% (1ppl)

54%

31%

25

8% 8%
0%

1 2 3 4 5

| have actively sought help and/or received help to resolve the
issue of the discrimination and/or the
bullying/victimisation/harassment/sexual harassment | believe

has occurred. AGER US®



Who has been subjecting you - follow up question

100

75

69%

50

25

8% 8% 8% 8%

Who has been subjecting you to
bullying/victimisation/discrimination?

Question not relevant for me - 91.1% (133)
Co-worker/ colleague in Kl - 69% (9ppl)
Co-worker/ colleague outside Kl - 0% (Oppl)
Manager/leader - 8% (1ppl)
Supervisor - 8% (1ppl)

§| PhD - 0% (Oppl)
Student - 8% (1ppl)

B Patient/Trialist - 0% (Oppl)
Other - 8% (1ppl)

AGERUS



| have noticed that someone has been subjected to
bullying/harassment/victimisation/discrimination

10%

Yes - 10% (15ppl)
No - 90% (131ppl)

90%

| have noticed that someone has been subjected to
bullying/harassment/victimisation/discrimination in my
workplace during the past 12 months.

AGERUS



Reason for the negative behaviour - follow-up question

100

75

50

25

What do you think was the reason behind the negative

0% 0

3

7%
4 5 6

behaviour you observed?

20%

7

60%

8

Question not relevant for me - 89.7% (131)

Ethnicity - 13% (2ppl)

Disability - 0% (Oppl)

Gender - 0% (Oppl)

Transgender identity or expression - 0% (Oppl)
l Sexual orientation - 7% (1ppl)

Religion or other belief - 0% (Oppl)
B Age - 20% (3ppl)

Other - 60% (9ppl)

AGERUS



Highest & lowest scoring questions

Highest scoring questions

97 In my division/unit/group, | feel comfortable and free
from threats and violence. - Local security

97 In my division/unit/group, | feel comfortable and free
from sexual harassment. - Local security

93 In my division/unit/group, | feel comfortable and free
from discrimination/harassment. - Local security

91 In my division/unit/group, | feel comfortable and free
from bullying/victimisation. - Local security

89 In my division/unit/group we treat each other with

respect even when we have different opinions. -
Employeeship

Lowest scoring questions

55 When working sedentary jobs (sitting still), | regularly
take physical movement breaks. - Physical activity

57 | think that there is a cohesion (sense of "us”) at Kl as a
whole. - Proudness and sense of "us"

58 During working hours | have the opportunity to be
physically active by for instance going to the gym, run, or
walk. - Sustainable and healthy working environment

68 | feel that our business goals (strategy 2030) permeates
all of Karolinska Institutet. - Goals and stategies

68 All in all, | feel sufficiently informed about what happens
within Karolinska Institutet, and | know where to find
information. - Organisation

AGERUS
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