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For you today i

e Justice rights, sure. But what about SAFETY rights?
e Drawing the line —sure! Where? How?

e Reward the good, coach the weak, punish the bad. But who's
who?

 Individual or management? How?

e (Capture knowledge on specific cases — How?
e Internal Just Culture = External Just Culture?
e Demo of website / app.



Safety Justice
rights rights




Beliefs




Trust 1s King 92

e Give people trust so they action their good intentions over
and above their emotions.

e Better safety performance

e Your Just Culture adopts already parts of the classical beliefs
of criminal justice.

e Justice officers will better trust your system

A good INTERNAL Just Culture assists

a good EXTERNAL Just Culture




Fasy cases are ...

WINGS
FALL OFF

STOP

WINGS___
STAYON .

| " DOWN

SEAT RECLINE SWITCH

Honest mistake Reckless behavior

e _..butwhereisthe realline between honest mistake and
culpable behavior?



Interpreting human behavior 2

e “The line” isdrawn in 256
shades of gray!

e INTENT is what counts, not
the outcome

e Reward and stimulate positive
behavior

e What about the (non-)actions of
the manager?
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ACTIONTO
CONSIDER

Did actions
deviate from
Intentlons?

Average
professional
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decision or
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Mot
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N Y Job could not

be done if
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THESYSTEM

Better for
organisation
todoit that
way?

Working with
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coaching
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intention?

ey Gl (oo ) (nERamoN)  (NORMAL SLIP OR MISTAKE UN- STUATIONAL
B0 PLANNING BEHAVIOR LAPSE L7z 12 g VIOLATION

WORK LEARNED
() |(&=

RECKLESS-

OPTIMI- NESS
SATION

I FFF PN




MORE
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SLIP OR
LAPSE

Recognition / Reward. At the
discretion of the line
manager, in line with local
HR policy and in agreement
with HR manager.

Examples are:

. « e tion
individual
*  Positive Performance

Appraisal
* Career progression

If this behavior is displayed
by a whole team, or
regularly by some members
of the team their supervisor
/ managers should also
receive appropriate
Recognition / Reward, at
the discretion of the line
with local

manager "

Examples are:

*  Praise

* Public Recognition

* Special Recognition
Award

* Positive Performance
Appraisal

= Career progression

happened
before?

Recognition
form line
supervisor
and
supervisor's
manageme
nt.

Encourage
ment and
recognition
from line
manager
and senior
managers is
whole team
is working
this way.

Whole team to
receive coaching
on how to spot
errors, what
influences the
occurrence of
slips and lapses
and the
importance of

Assessment of
fitness to work
(abilities and
suitability for this
type of job). If
appropriate,
competence
development and
coaching, if not

consider reporting them
assigning to aid detection
alternative more  of trends and
appropriate type  underlying

of work causes.

Coachingon Coachingin error

fitness to management and

work. competence
management.
Performance

appraisal affected
for not addressing
clear problems in
own area.

Has not
happened
before

gy Follow up
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happened
before?
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before?
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For slips and lapses, Competence Coaching on the Coaching on the Formal Whole
coaching on how to spot developmen need to speak-up  need to speak-  discipline. team to
errors, what influences t/ coaching  when rules cannot up when rules receive
the occurrence of slips be followed and to cannot be In worst coaching in
and lapses and the stop the jobuntil  followed and to cases, Managing
importance of reporting it can be done stop the job consider Rule
them to aid detection of safely. until it can be dismissalin Breaking
trends and underlying done safely. line with
causes. Mild disciplinary local
actionin line with ~ Mild disciplinary practices and
In case of mistakes, local practicesand action in line guidelines.
competence guidelines. with local
development and or practices and
coaching. ‘ | gu'\del'\nles.
[ [ [ IJ
Coachingin Coaching on Coaching on Performance Coaching in how to Coaching in
error how to ensure  managingrule appraisal is recognize individual Managing
management.  procedures are breaking. If this affected. violators. Rule
correct, type of Coaching on performance appraisal Breaking
In case of availableand  situationhas  managingRule is affected if itis true ~ withthe
mistakes also understood. occurred Breaking. that violating is team.
competence before, condoned or no action
management. performance If this type of taken. Performance
appraisal is situation has appraisal is
affected for not occurred before,  If there are may routine affected for
demonstrating there should be violations of this type condoning
commitment to formal discipline  the reason for violation and
rule for reckless condoning this behavior not taking
compliance. supervision in should be investigated, action

creating a culture
that encourages
this behavior.

this model and
flowchart will help
determine whether the
manager’s behavior
Was an error or
violation.

SATION

happened
before?

Final warning or
immediate
removal for willful
and reckless
violations.

Formal discipline.

If this has happened
before, then formal
warning process should
be followed.

In worst cases,
consider dismissal
in line with local
practices and
guidelines and
possible criminal
proceedings.

H !

Performance appraisal is Coaching in how
affected for not becoming to recognize and
informed about clear problems  clear such

inown area. behavior earlier.

Consider anonymous
publication of the
violation and its
consequences for worker
and their managers

Coaching in Managing Rule
Breaking together with team.

If this type of situation has
accurred before performance
appraisal is affected for
condoning violation or not
taking action.

The reason for condoning this
behavior should be investigated,
this model and flowchart will
help determine whether the
manager’s behavior was an
error or violation.
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Welcome to the Just Culture App from Just Culture World.
. = = oYl Hi folks, the
This is the very first attempt to put Just Culture in your pocket. Literally, because Aftirssaling thisversion il e
s scheduled release date for
although the app runs from a website, it is intended to be run on mobile devices like] prof. Patrick Hudson s i
B son, the Just Culture a
smartphones. Ifyou are behind a desktop or laptop computer, it should however N —— oo p: ik
g version 1.01is now the 20th
appear asany normal website, Mirids method, said: "1 of Sept —_ ==
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Why a Just Culture? WORLD incread
) numbe;
This sit developed by
Many of the most wonderful things we enjoy today are the result of i G ] Nearly]
l the same people as:

endless trial and error. Take flight for example. After the Wright
brothers successfully managed the first powered flight on December _

17, 1903, many decades of trial and error, of success and disaster followed to evolve

their first planes and have led to air travel with jet speed in comfortable pressurized cabins and all for
the price of a pair of jeans. Similar stories can be told about surgical procedures and chemical plants.

Safely and efficiently, they generate, transport, cure or produce to fulfil society’s primary needs.

These industries are run by people. Whether they are administrative support, i i x

L e i Visit Just Culture World

chemical specialist, process engineer, doctor, nurse, pilot or air traffic controller, : +

Click on theicon.

they are the specialists that form the heart of our services. It is them that provide

i P P Also, follow our

the everyday safety that we have come to take for granted. They form part of an essential chain that, b x

i e g Y P discussions on LinkedIn.
together, forms the risk barriers that the industry has in place for protection against hazards.

Although carefully selected, trained and kept competent in what they do
for us, they are humans and inevitably, humans will make errors, And if
they happen to be the final risk barrier (see the Swiss Cheese model),
serious mishaps may eccur.
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To tinish: 92

 Improve the world, start with yourself.

e Encourage the good!

e Trustinstalls a Just Culture — Internal and External

e Just & Fair web-based repository — to help draw “the line”
* Follow up for individual and manager.

e Plans for extensions of app include:
— native app
— more industry applications and examples
— modules for justice and regulatory people.
— on-line feedback mechanism
— your request here?

www.safetyandjustice.eu




