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Changing culture 

 Culture change requires systematic and continuous 

effort to shape understanding 

  

 Conventional approaches such as a safety policy, 

indicators, and field observations will not bring about 

changes in basic assumptions, values and attitudes 

 

 Leadership, mindful communication, engagement and 

attention on creating a conducive working environment 

are important to achieving receptivity and learning 

 



What type of change is desired 

 There are two broad types of change: incremental and 

transformative, and culture change involves both 

 Incremental: step-by-step approach to change 
 process, activity, or practice that benefits the organization  

 operates at the artifact and espoused values level 

 Transformative improvement:  
 changes the fundamental approach  

 continuous change that operates at the level of 

understanding 

 

Sustainable culture change involves both      

 



Change basics 
 
 Culture change involves mindful exercise of influence in 

shared space 

 

 Uses a variety of engagement methods and tools  

 

 Increases awareness and the evolution of shared 

understanding 

 

 Influences basic assumptions through  time and continual 

effort 

 



Incremental continuous 

improvement 

1. Ongoing/Generic improvement activities 

 Addresses the whole organisation with certain periodicity 

 Training 

 Seminars/workshops 

 Safety culture assessment – communication of results 

2. Integrated improvement activities 

 Built into day-to-day activities 

 Reflection 

 Dialogue 

3. Specific improvement activities 

 Response to assessments, experience feedback, observations, events, or 

trends 

 Coaching 

 



Transformative change is non-linear 

 Transformative culture change is not a step-by-step process 

 

 Change involves entangled and recursive processes that 

cannot be planned in detail because they need to be 

responsive to emerging understanding 

 

 Change efforts will be interpreted through cultural filters; 

existing patterns will be applied despite changing 

circumstances 

 



Facilitating change 

 Build a clear understanding of the organization’s culture and 

safety culture 

 

 Sensitize the organization to the need for action and continuous 

learning 

 

 Create impetus for transformation of practices and ways of 

thinking about oneself and the organization 

 



Facilitating change  

 Develop a strong compelling vision of the future 

state of affairs. 

 

 Work with a strong sense of ‘we’ – reduce the gap 

between change agents and the rest 

 

 Reduce the cognitive load and focus on practices 

 

 Pay careful attention to process and reception – 

combine pulling, pushing and dialogue 

 



Communicating change 

 Organizational members have their own goals, concerns and 

understanding of the circumstances 

 

 Find ways of aligning goals 

 

 Acknowledge and address concerns 

 

 Engage in accurate detailed communication, and conduct 

assessments to create a common understanding of 

circumstances 

 



Communication lessons 

A message given  

is not a message received; 

A message received  

is not a message understood; 

A message understood  

is not a message accepted; 

A message accepted  

is not a message enacted! 

 



Processes leading to enactment 

 Know with whom you are communicating 

 Be clear about your objectives 

 Understand the goals, concerns, and situation of 

individuals 

 Always deal with emotions and identities first 

 Match mediums and messages 

 Talk with the right people at the right time 

 Meta-messages about who we are and what we value 

are as important as the direct messages 

 



Processes leading to enactment 

 Communicate to line management: 

 typically done by Team Lead and Senior 

Management champion in facilitated dialogue 

 may result in clarification to assessment report and/or 

addition of preliminary improvement planning to the 

report  

 Engage the whole organization: 

 led by management and supported by the SC Team 

Lead and members in face-to-face cross-functional 

meetings  

 preferably through seminars or workshops, avoiding 

cascaded information 

 



Processes leading to enactment 

 Ensure coverage: 

• include shift-workers, contractors, and other interested 

stakeholders 

 supplement using bulletins, intranet, etc. 

 

 Receive feedback and maximize organizational learning by 

continuing the cycle 

 

 Foster the development of routine shared spaces so that 

core issues do not get backlogged  

 



Reducing resistance 

Reducing the perception of social risk: 

 Limit ambiguity by defining clear outcomes, roles, and 

measures where possible 

 Be inclusive and minimizing concern for status 

 Recognize others’ needs and concerns 

 Encourage feelings of being in control 

Maintaining resilience: 

 Make it acceptable to rest and take breaks 

 Make it not smart to constantly multi-task 

 Encourage physical exercise and movement 

 



Involve members at all levels 

There are many tools and approaches, for example: 

 Appreciative inquiry 

 Dialogue and cross-group meetings 

 Meeting tune-ins and tune-outs 

 Dialogue, reflection, and reflecting teams 

 Guided inquiry 

 World café or open space large group techniques 

 Storytelling and safety culture theatre/plays 
 

Committing to this approach means  

letting go of control and working with what is 

 



Establish a sense of 

accomplishment 
 How do we know this is now a different place?  Can all see the 

difference? 

 

 Reconnect new assumptions and processes to core values 

 

 Put it in context:  What is the story we want history to tell of us 

and the event? 

 

 Know that you are being watched. Forget pretense, nothing 

less than genuine counts 

 


