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ENVIRONMENT

Physical environment, equipment, tools, machines, housekeeping, engineering,
planning and design & limited access to mental health resources

Pergon PRACTICES

CULTURE Policies & procedures (safety, wellbeing, bullying, harassment), risk
assessments, toolbox talks, standard, training & safety interactions

SAFETY

PERSON

Skills, teamwork, contribution to team culture, inclusivity, intelligence,
knowledge, motivation, attitudes and abilities, comfort to speak up & resilience
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LEADERSHIP

Role modelling, actively caring, including others, recognising, self-awareness,
challenging, collaborating, inspiring & verifying controls

LEADERSH'?
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Safety Culture Maturity Model

“The company doesn’t
care much about me, my
wellbeing,

or my safety, so | don’t
care much about
anything besides

looking out for myself

and getting the job done”

COUNTER-
PRODUCTIVE

“Most of the time,

safety procedures are

a burden fo getting

the job done. But, | need
to make sure I'm following
them incase | am being
monitored.”

PUBLIC
COMPLIANCE

“Safety rules and
procedures are there
to protect me. It is my
responsibility to follow
them so that | can stay
safe for the things that
matter to me.”

PRIVATE
COMPLIANCE

“In part, my safety

and wellbeing depends
on my feammates.

To stay safe as a team,
we need to work
together and look out
for one another!

COLLABORATIVE

“Physical and
psychosocial safety are
a core part of everyone’s
job and viewed as a
shared responsibility
within this organisation.
We strive to improve
ourselves and learn from
our collective mistakes.”

CITIZENSHIP
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A Different Type of Safety Culture

CONVENTIONAL ‘.‘ positive

SAFETY safety

ammn

Non-compliance Compliance Citizenship
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Safety Motivation

External Internal Personal Intrinsic
Pressures for Pressures for

Safety Safety

No Motivation

Belief in Safety Identification motivation for

for Safety with Safety Safety

Controlled ‘1 have to’

Safety Motivation Autonomous ‘1 want to’ Safety Motivation

Compliance Compliance + discretionary effort

[ ]
Types of safety motivation based on self-determination theory (Adapted from Gagné & Deci, 2005; Ryan & Deci, 2002) sen'l' I s
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THE PSYCHOLOGY
OF CHANGE

Any attitudinal and behaviour change depends on
having:

1. The right reason or motivation to put change into
place

2. The knowledge of how to change or implement

3. An environment that supports change - that is,
effective leadership

Organisations are more than just a sum of their
individual employees.

For effective change, processes must take individual
and organisational factors into account.
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Leaders role modeling and
coaching. Integration of
language and concepts into
day-to-day activities

Integrate in a more brain
friendly way into existing
systems, process and tools
(where most safety initiatives

focus)

Shifting attitudes to safety
and empowering individuals
to take control of their safety.

Creating a common
language.

Understanding how and why
people make errors
(Motivation and knowledge)

Why safety matters

(motivation)

| Enable
long-
tferm

— Integrate

. Program
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1
They Anchor Safety in a
Meaningful “Why”

They answer:

= What problem are we really
solving?
= Why does it matter now?

= Why should people care?
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2
They Clearly Define What

Success Looks Like

Before starting, they get specific on the
change they want:

= What will be different when this works?
= What will people do differently?

* How will we measure progress?
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3
Leaders Are Visibly
Committed

Strong organisations make sure leaders:

= Agree on the purpose and priorities
= Are aligned on the message and intent

= Understand their role in making it
succeed

= Are seen having the right
conversations in the field
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They Understand the
Current Reality

= Acknowledge what is already working
= Listen to the workforce

» Why do people cut corners?

» When do people stay silent?

» What pressures override safety?

» |dentify what is getting in the way
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5
They Keep It Simple
and Focused

Instead of launching 10 things at once,

they:

» Prioritise a few high-impact areas
= Strip out unnecessary complexity
= Make it easy to understand and act

on
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Sa
They Plan for Behaviour Change
(not just a rollout)

More focus on:

=  What habits need to shift
=  What conversations need to happen

=  What leaders need to reinforce daily
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5b
They Focus on Critical
Moments (Not Everything)

)J

Instead of trying to change “safety culture

broadly, they target:

= High-risk tasks
= Decision poinfs under pressure
= Moments where people typically

override controls
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They Build Workforce
Ownership Early

They don’t “roll out” safety culture —
they build it with the workforce.

Before launch, they involve key influencers
and frontline voices early. They pressure-
test the plan:

= Where will this likely fail?
= What resistance will we face?

= What will make this hard to sustain?
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6
They Build Workforce

Ownership Early

Instead of pushing change onto people,
they:

* |nvolve crews in shaping what good
looks like

= Use real stories and examples from
site

» Equip informal leaders to influence
others
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/
They Align Systems
With the Message

Are production targets realistic and
safe?

= Are KPIs aligned with this initiative?

= Do incentives support or contradict it?
= Do systems support or undermine safe

decisions?
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8
They Commit to
Consistency Over Time

They assume:

= Old habits are hard to break
= Pressure will test behaviours
= Consistency will be harad

So they build:

= Ongoing coaching rhythms
= Simple tools for leaders
= Regular check-ins tied to real work
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Take the time to align

Find out more about strategies
available to help build alignment
and ownership for your safety

initiatives.

sentis.com.au/solutions/align/
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Principal Consultant

brett.solomon@sentis.com.au
@ 0447 451 887

sentis.com.au 1300 653 042
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