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Who are we?

HEATH COLEBATCH
•
•
•
•

Bid & Alliance Coaching
Business Development
Commercial Acumen Training
Team Formation &
Establishment
• Commercial Advisory
• Performance Management

DAVID HANSEN
•
•
•
•
•
•
•

WHS Education & Leadership
Safety Reviews of Tenders
Contractor Management
WHS Business Improvement
Resilience Management
Occupational Health
WHS Risk Management

What is Safety?
• The general approach to safety is to prevent injuries and fatalities
• Often the motivator is to ‘cover our backside’ or to ‘follow the process’
• We measure if someone gets a injury but
we don’t measure the life expectancy of
our workforce as the impacts are after
they leave us
• Safety is more than ‘covering our backside’
and not something we can just ‘switch on
and off’
• It’s a genuine commitment to an
organisational culture that values health
and wellbeing of their team members

Why would people ignore safety?
•
•
•
•
•
•
•
•

Making mistakes
Loosing
Being let down
Being attacked
Conflict
Standing out
Disapproval
Poor culture

•
•
•
•
•
•
•

Getting in trouble
Not being liked
Proving oneself
Loosing job
Being marginalised
Getting bad feedback
Lack of leadership

Our subconscious response
• Why do our people rush a job
at the expense of safety?
• People often believe doing
things safely costs the
company money.. When in
fact it’s the other way around
• Sub-consciously they are
motivated by other factors –
need to please, laziness, ego,
fear of being the poor
performer
• Lack of self respect and belief
that ‘I am important’

A high performing safety culture
• Safety is embedded or integrated into
day to day activities… not and ‘add on’
• Has a ‘genuine concern’ for people’s
well being. Not just their physical but
also their emotional, spiritual, and
physiological
• Take responsibility and doesn’t make
excuses
• Safety stats and metrics are used as a
tool to improve and identify risks – not
to look good or look bad
• Individuals have the courage to
challenge. Are more concerned with
safety than fitting in

The Environment
Aspirational Vision, Passion for
Work, Constructive Conflict
Encouraged, Energy is Valued,
COMMITMENT
Externally Focused

Performance Measurement,
Learning and Development

Motivators

Maintenance
Factors

Accountability and Empowerment
(Job Design and Behavioural), Low
Bureaucracy, Authority Clarity/
Delegation

Leadership, Integrity, Ethics,
Respect, Certainty,
Predictability, Openness,
Confidentiality

Pay / Conditions, Health/
Safety, Role Clarity

SELF
LEARNING
OWNERSHIP
TRUST
SECURITY
Maslow’s overlaid with Herzberg’s

Shadow of the leader
•
•

•
•

•

Research suggests that 80% of an organisation’s
culture including its commitment to safety is
determined through leadership behaviour
The impact of the actions, words and focus of
leaders on others cannot be underestimated
People are extremely sensitivity to the language
and behaviour shown by leaders
Leaders need to be consistent and their
behaviours need to be aligned to their safety
values and if they aren’t, then then we cant
expect staff to be
If leaders are more concerned with their careers
than the wellbeing and safety of the
organisation, then this will also guide the
organisations sub conscious

So, What can we do?

Human Synergistics
• Used world wide. Provides a measurement device and feedback tool for
culture and leadership
• Based on many well known theories including:
– Blake and Mouton – Task vs. People
– Harry Stack Sullivan – Satisfaction vs. Security
– Karen Horney – Theory of the Self
– Abraham Maslow – Self Actualising
– David McClelland – N-Ach
– Carl Rogers: Humanism
• Used by Geelong Football Club, Lion Nathan
• Today’s purpose – a discussion tool

Why Human Synergistics?

Stimulus
Event
Circumstance
Situation

+

Thought = Response
Conscious
Unconscious

Appropriate
Inappropriate

• Between the stimulus and response, there is a space
• In that space is our power to choose our response
• In our response lies our growth and our freedom
...I began to discover in that space my own ability to make a consciously
chosen response.
S Covey “First Things First”

Linking to High Performance

COMMITMENT

SELF
LEARNING

MOTIVATORS

OWNERSHIP
TRUST

MAINTENANCE
SECURITY

Maslow’s overlaid with Herzberg’s

Constructive Styles
SELF-ACTUALISING
Safety Cultures encourage individuals to
value their own development and
personal safety, taking personal initiative
in dealing with safety risks. Safety
solutions show considerable creativity
and innovation.

ACHIEVEMENT
Safety Cultures encourage people to
set challenging and achievable safety
goals, plan how to achieve them and
apply rigorous problem solving
methods to resolve identified risks.
Individuals act to resolve safety hazards
when they see them.

HUMANISTIC-ENCOURAGING
Safety Cultures encourage people to
support and develop others to achieve
better safety. Active participation in
achieving safety goals results in high
commitment.

AFFILIATIVE
Safety Cultures are friendly
and team oriented, valuing
people and their personal
safety. People look-out for
each other and employees
are encourage to “have each
other’s back.”

Research and development by Robert A. Cooke, Ph.D and J. Clayton Lafferty, Ph.D.
Copyright © Human Synergistics International, Re-Order No. DO 105469

Aggressive/Defensive Styles
PERFECTIONISTIC
Safety Cultures drive people to appear competent, leading to mistakes
and safety risks being avoided and covered up in case they highlight
individual or team weaknesses. Safety initiatives are detailed and may
be fragmented, missing a systemic approach.

COMPETITIVE
Safety Cultures view safety as competition with winners and losers. In
the extreme, safety is compromised by peers working against each
other to appear being ‘best’.

POWER
Safety Cultures unilaterally impose safety initiatives from ‘afar’. Safety
goals are imposed and solutions lack local fit and ownership by those
who are responsible for them day to day.
OPPOSITIONAL
Safety Cultures openly criticise and resist safety initiatives taken by
others, blame others for safety risks while failing to take personal
responsibility and create solutions themselves. Oppositional cultures
also resist change or any new or different ideas.

Research and development by Robert A. Cooke, Ph.D and J. Clayton Lafferty, Ph.D.
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Passive/Defensive Styles
APPROVAL
Safety Cultures require people to focus on pleasing others and
avoiding conflict, failing to confront unsafe behaviour and practices
CONVENTIONAL
Safety Cultures require people to strictly adhere to safety policies and
procedures, believing conformity will produce safety outcomes. An
over reliance on work instruction and procedures focus people on
compliance rather than outcomes.
DEPENDENT
Safety Cultures require staff to wait for managers to give direction and
approve safety solutions reducing ‘real-time’ individual initiative in
creating a safe working environment.

AVOIDANCE
Safety Cultures emphasise blame. People lack interest in safety, shying
away from problems, shifting responsibility for safety to others. In this
culture, individuals may identify hazards but fail to report them,
feeling it is not their job, or report but leave it to someone else even if
they are in a position to resolve the issue.

Research and development by Robert A. Cooke, Ph.D and J. Clayton Lafferty, Ph.D. Copyright ©
Human Synergistics International, Re-Order No. DO 105469

Understanding what your subconscious says
• The language we use and how we
talk to ourselves has a significant
impact on how our sub conscious
sees the world
• Leaders behaviour represents the
organisations conscious mind
• How do you talk to your
organisation?
• Do you send messages which say:
– Don’t challenge my ego?
– Keep me happy?
– Don’t make me look bad?
– Do it ‘MY’ way?

What language do I use?

… take
responsibility,
make rational
choices, have a
sense of
purpose, speak
our mind, do
what is right?

… blame others,
make excuses,
keep others
happy, avoid
issues, do what
we need to get
done?

Can you ignore it?
• The sub-conscious mind drives a leaders behaviour
• The sub-conscious of our staff sees how we behave and adjusts
accordingly
• They see your fears. They just don’t say it or may not even be able to
articulate it?
• They show it by ‘keeping you happy’,
‘not challenging’, ‘working excessive
hours’, ‘managing statistics’, ‘following
the status quo’

Measure what you Treasure
• Commit to ensuring your people are safe by ensuring your Safety
Management System is not just a tick of the box
• Extend the safety focus of the wellbeing of your staff by ensuring that all
of the risks that kill and serious injure your staff are well controlled
• Leadership, Leadership, Leadership (not just management)….staff WILL
follow…they will appreciate it

Summarising todays lessons
When you leave this session, be sure to remember that:
• Safety is not something that we can just switch ‘on and off’
• It is linked to culture of an organisation
• A high performing safety culture shows ‘genuine concern” for people’s
well being. Not just their physical but also their emotional, spiritual,
and physiological
• 80% of an organisations culture around safety is driven by a leaders
subconscious response
• Leaders require a strong level of self-orientation in order to drive high
performance in this space
• An organisations systems and processes are the fundamental pillars of
driving high performance in wellbeing and safety
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