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The Background: Introduction   
It all started for me when I was asked to speak at the 1994 ASSE PDC on how values impacted 
safety performance.  That led to research and a talk that prompted a publisher’s representative to 
recruit me to write a book.  In 1995, Government Institutes published Values-Driven Safety.  
While some people who read it from various disciplines, including some accomplished safety 
professionals, were very complimentary, the ideas failed to gain traction.  I inquired of my 
supporters why that was so.  They all gave me essentially the same answer: “You are ten years 
ahead of your time.”  As it turns out, it appears that they were insightful; but, in hindsight, it was 
probably twenty years instead of ten. 

 While it was about five years after the book was published that the National Safety 
Council magazine featured culture as being important to the practice of loss prevention, not much 
really happened except that almost everyone selling safety ideas and services started adding the 
word culture to their marketing materials while doing very little to change their products or 
services.  This would seem to be disingenuous but is ironically legitimate; because, everything 
you do in an organization affects the culture.  The question is whether that change is positive or 
negative and if positive whether it is the best or most efficient and effective way to achieve the 
improvement.  Without measurement, you’ll never know…except anecdotally. 

 Reflecting on the compulsion leaders have for metrics, I concluded that without a viable 
and defensible culture measurement methodology the potential for ideas about the importance of 
culture would be unlikely to go beyond discussions and lack sustainability. 

 During visits to New Zealand and Australia in 2001 and 2002, involving seminars in 
various cities around both countries, my suspicions were confirmed.  An article published in 
Occupational Hazards entitled, “It’s The Culture Stupid”, triggered off those visits.  It was 
reprinted in Safeguard Magazine in New Zealand and led to an invitation for me to keynote their 
annual safety meeting and then to seminars in New Zealand and Australia.  Market research 
following the seminars suggested some good feelings toward America and my approach to safety 
culture as well.  Seminar attendees were amused by me and my ideas; but there was consternation 
over how to implement the ideas within their environment.  They needed a roadmap or 



“cookbook” to apply the thinking.  That led me to create the Values-driven Safety Applications 
Manual (VDSAM).  It incorporated measurement as well as detailed explanations of the theory 
and practice.  However, some aspects of it were cumbersome…including the critical data 
collection and display of results (the culture profile).  We have largely overcome those 
shortcomings or difficulties. 

The Philosophy 
Dr. Edgar Schein is widely recognized as the father of the term “Corporate Culture.”  He is 
professor emeritus from the Sloan School at MIT.  Ed has authored numerous books on his 
favorite subject including The Corporate Culture Survival Guide.  In Chapter 5, “When and How 
To Assess Your Culture”, he postulates a list of “Why Culture Surveys Do Not and Cannot 
Measure Culture.”  He was absolutely correct about the inability of surveys to do the job.  And, 
when the book was written he could also claim that no one has demonstrated the ability to do it 
using any methodology because when he wrote the book, no one had.  That has changed. 

 Surveys do not and cannot do the job since they just ask questions that are only loosely 
related to the subject and then they fail to lead to a coherent plan for improvement that logically 
can predict improvement or culture enrichment.  

Here is Ed Schein’s list with my observations and what we have done: 

1. You don’t know what to ask.  If you don’t know what the characteristics or attributes of 
success are for what you want an organization to achieve then you won’t know what to 
ask.  Furthermore, if you don’t think through what you need to do to engender those 
attributes, there is a good chance you won’t ask the right questions.  The questions we ask 
are based on values worded as imperatives based on the beliefs that are necessary to 
automatically acquire the desired characteristics.  So, we do know what to ask. 

2. You will risk measuring only superficial characteristics.  That is true if you haven’t done a 
good job of discerning what it takes to achieve the successes you desire.  Actually, it is 
highly likely; so, Ed is right again.  But, if you do your “homework” and know exactly 
what culture or “climate” you need to achieve the goals you have for your organization 
and what values will automatically lead to the acquisition of those attributes, you not only 
won’t be measuring “superficial characteristic” you will be measuring characteristics 
critical to your success.  That is what our process advocates and does. 

3. Individual respondents will misinterpret or misunderstand some questions.  Ed has 
certainly identified one of the pitfalls in attempting to create an organization culture 
profile.  In our early efforts we used the full safety culture barometer.  We later found 
that simplifying the wording and just writing the lowest and highest levels of maturity 
and having the respondents score the prevalence of the value on a scale of zero to ten was 
something easy for them to understand and do since almost everyone has been asked to 
use the 0-10 assessment for pain and a variety of other evaluations.  Wording the value as 
an imperative makes it easy to understand and when Dr. Schein saw our culture 
barometers and scorecards he indicated that he particularly liked our wording values as 
imperatives.  If you try using one of our scorecards, I think you’ll find them very user 
friendly and easy to understand. 

4. You will not be able to perceive the interaction and patterning in the culture and 
subcultures.  Ed identifies a significant problem here; but it is also an opportunity.  In 
every organization of any size, there are cultures and sub-cultures.  So, we have devised 



scalable scorecards for everything from individual families to countries.  We have 
suggested values and corresponding culture barometers for individual disciplines such as 
marketing, engineering, human resources, etc.  These “tools” respond to the truth that 
there are “layers” of cultures.  Also, we recognize that our “generic” products are just the 
beginning.  Every organization can use these as a starting point to customize the tools for 
their individual use based on “where they are” and where they want to head or what their 
business and corresponding cultural goals are. 

5. It is very inefficient to try to infer shared assumptions from individual responses because 
of individual differences in how questions are perceived.  This is certainly true if your 
questions are ambiguous or if you ask a group that is not representative of the whole.  
That is why we emphasize the need to have a representative group and more desirably 
collect data from every member of the group.  As people look at the scorecard, the culture 
begins to change as awareness of what constitutes a desirable culture becomes apparent.  
The time it takes for input from an individual has been shortened from 15-30 minutes to 
less than 5 minutes.  Once someone becomes familiar with the culture scorecard, the time 
to respond is further diminished.  We are looking forward to being able to collect the data 
via tablets or smart phones and virtually instantly create culture profiles that can appear 
on leaders “dashboards” in minutes instead of days or weeks. 

6. The survey or interview process raises questions for participants and builds expectations 
to which you may not be able or willing to respond.  Once again Ed raises a legitimate 
concern.  We caution users not to embark on this process unless they are prepared to 
share the results of the data collection and respond to concerns.  The two things the 
application of our methodology always produces are: (1) forcing the discussion of 
important subjects. And (2) shining a spotlight on opportunities for improvement. 

The criteria for an effective safety (or any other for that matter) culture measurement system is as 
follows: 

Based on Sound Social Science and Known Attributes of Excellence 
The attributes of excellence can be derived from benchmarking or a search of credible literature.  
The entire process is based on a clear definition of what you want.  In the case of safety it is easy; 
you want an absence of unnecessary losses of any kind.  Then you need to identify a credible 
source or sources of intelligence as to the attributes of organizations that are models of what you 
seek to be.  Once you know what they look like, you can attempt to mimic their culture by 
acquiring the attributes they have.  This is where it gets a little complicated.  We suggest you will 
fail if you simply attempt, one by one, to acquire the desired attributes.  This is because you will 
lose your concentration by the time you get to the second or third goal and if not then soon after.  
We think you need to decide what you need to believe and value that will automatically lead to 
the acquisition of the desired attributes; because “A belief is not merely an idea possessed by the 
mind, it is a mind possessed by an idea.”  Below, under the “Linkage” heading, I’ll elaborate on 
this. 

Data Collection is Anonymous and Representative  
The collection of data needs to be anonymous to avoid distortions due to anticipated retribution or 
someone becoming stigmatized.  We do at times encourage unit leaders to identify their responses 
so they —and we—can see if they are in touch with reality.  If they see the organization culture, 
as it is, that it good: If they overestimate it, they are, to some degree, delusional.  That is not 



good.  If they underestimate the strength of their culture, that is very good.  We see it as 
suggesting that they have high standards and will not easily become complacent. 

Linkage Between Attributes and Values is Clear  
Once you have determined what characteristics are identified with exceptional performance you 
need to come up with the beliefs and then the values that will inexorably lead to the acquisition of 
the attributes that predict success.  Once you have worded the beliefs as both beliefs and values 
you are ready to word them as imperatives.  A good example of this is our first safety value 
worded as an imperative.  The imperative is: “Do it for the right reason!”  The belief that led to 
this wording is: “We believe that our first concern should be the well being of our employees.”  
The value is simply: “We value each of our employees.”  That suggests that the first concern of 
the organization is that you want to send each and every employee home to their family and 
friends in the same condition—or better—than the condition they arrived at work in.  The 
“values,” worded as imperatives, can be validated by creating a matrix with the desired attributes 
at the top and the values listed in a column down the left side.  Put a check in the box if the 
desired value is likely to enrich or enhance the desired attribute or characteristic.  If you have lots 
of checks, you have done a good job.  If you don’t, you may need to take another look at what 
you have done.  We did this for our safety values and got 132 checks out of a possible 140.  We 
call this a “correlation matrix.” 

Quantified and Objective  
We live in a world where people like to keep score and have numbers to refer too.  They relate 
best to scales of 10 and numbers that are familiar to them such as school grades and scoring 
systems they have come to understand such as the pain scale of 0-10 that doctors often use.  So, 
we have used numbers and tried to stick to scales of 10 wherever possible.  As to objectivity, 
once credibility is found to be in question, people tend to discount ideas of methodologies.  So, 
we try very hard to avoid having “axes to grind” and to stick to the facts.  Since we have had little 
or no “push-back” relative to the work we have done to date, we feel we have done this pretty 
well.  Our work is always quantified and exudes objectivity.  The fact that you can use our theory 
and construct customized “tools” further adds to our claim of objectivity.  See comments below 
on “culture sensitivity” for more on this. 

Leads to a Targeted Action Plan  
This is where surveys fail and our process scores…big time.  One of the cornerstones of our 
process is the application of “exercises” that I’ll talk more about under “methodology.”  The 
creation of the culture profile based on the data collection is what we call a social MRI.  It is the 
imaging of your organization’s culture.  When your doctor does an MRI or applies some other 
imaging tool, if he or she sees anything that is not as it should be, they can craft a plan of therapy 
or surgery to correct the malady.  The same applies with our diagnostic “tool.”  We even suggest 
specific exercises to enhance or enrich values that may be weak.  Of course it is wise to apply 
exercises that work to improve more than one value and hopefully all of them.  This is where the 
management skill comes into play.  Once the “remedy” has been applied, you can re-measure to 
ascertain if what you have done has produced the desired improvement much like the doctor will 
go through the imaging process to see if what they have done has improved the situation. 

Cultural Sensitivity (One Size Does Not Fit All)  
One of the beauties of our approach is that it can take you from where you are to where you want 
to go.  We have generic “tools” but we encourage people to come up with their own desired 



attributes, beliefs, and values and to create their own customized cultural barometer and 
scorecard.  Many of our clients have done that, and the results have been rewarding.  Because we 
claim that: “The process is the product,” and, “This is not a new program, it is a new way to look 
at old programs.”  What this means is that you learn as you go and the deeper you dig, the more 
gold (figuratively speaking) you mine.  We have found, not surprisingly, that customized 
products based on latent culture, specific businesses, and other factors that define uniqueness 
usually bare a strong resemblance to our generic products.  But, the creation of the “tools,” 
unique to the customer situation and circumstances, builds commitment and a deeper knowledge 
of the philosophy behind the methodology. 

 Modern management thinking, which probably had some of its roots in Deming’s work 
with Japanese car makers, is that we should seek to “do it right the first time” rather than just 
adding layers of inspection.  That is why so-called “behavior-based safety” has largely “flamed 
out.”  Most of the early advocates have even abandoned the use of the words since they have 
engendered such a bad taste in so many quarters.  The resistance of such groups as the United 
Auto Workers (UAW) has been largely proven to be legitimate.  In my published article (The 
Antidote for Behavior-Based Safety), I detail both the positives and negatives associated with the 
application of this thinking.  The paper is available as a free download at our web site. 

 The goal is to have people do the right thing because they believe in it, not because they 
are being watched.  We recognize that some inspection is always necessary but the goal should be 
to minimize, not maximize, it. 

The Methodology 
The methodology works best when applied in the following sequence: 

Determine Goals  
Our “Performance Map” suggests that it is far better to work upstream on beliefs and values than 
it is to work downstream on behaviors.  If you get the right values in an organization, the 
behaviors will take care of themselves.  If you don’t, you are constantly faced with re-training, 
more inspection and discipline…all of which are expensive and counterproductive.  Our “Bridge 
Metaphor” suggests that there are many things associated with success patterns.  Some of them 
are leadership, systems, programs, technology, compliance, and behaviors…as well as culture.  
How you do those things will determine your culture.  If you do them well, you will encourage a 
good culture.  What we suggest is that you should spend as much time – directly – on culture, as 
you do on those other things; since if you get the culture right, everything else gets easier.  “Job 
1” is to decide what you want to be.  Then you can chart your course by first identifying the traits 
or characteristics you need to achieve your goals. 

Benchmark or Identify Necessary “Traits”  
When it comes to safety, we had projects to benchmark world-class safety and colleagues who 
had similar experiences.  We drew on those experiences to compile a list of characteristics that all 
the organizations that had world-class safety had in common.  For the general organization 
excellence attributes we drew on the writings of Jim Collins in his landmark books, Built to Last 
and Good to Great as well as other business book authors who examined excellent organizations 
starting with Tom Peters’ In Search of Excellence.  When we did the USA values, we drew on the 
Bill of Rights, The Constitution, and the writings of the Founders. 



Establish “Values”…Then Validate Them  
There would appear to be some skill necessary to come up with values that would tend to 
engender the desired organization characteristics and then word them at beliefs and finally as 
imperatives.  It has not been hard for me to do and when I’ve constructed the correlation matrix, 
I’ve rarely had to make significant changes.  Others have rarely questioned the values although 
they have struggled with certain other aspects of the application of the methodology.  They have 
struggled with concentration and “selling” the concepts to people in the organization who felt 
challenged by the ideas; but there have never been significant concerns voiced over the attributes 
or values.  When organizations have customized these, they have felt comfortable starting with 
the generic products and have usually not venture far from them…usually just adjusting words 
and making minor additions. 

Word as Imperatives  
When Ed Schein looked at my culture barometers he was most impressed with the wording of the 
values as imperatives.  I had just done it without much deep thought.  It just seemed like a good 
idea to simplify the process.  But, after pondering his compliment, I have come to realize the 
power of just saying, in essence, “do it.”  The imperatives also add some “color” to whatever the 
subject and make the principle instantly understandable in simple language.  The first general 
organization excellence belief is to believe that everyone has ideas and the potential to contribute 
something worthwhile no matter their station in an organization or life.  It results in valuing 
everyone and the potential they have to contribute.  So, “Never shoot the messenger,” says it 
clearly and succinctly in a way that even adds dimension to the concepts, beliefs and values. 

Create “Maturity Grid” or Culture Barometer  
I got the idea of a maturity grid when I read Crosby’s book, Quality is Free.  But, I’ve greatly 
expanded and extended the concept.  At first we used to use the maturity grid to collect data and it 
took 15-30 minutes for the respondent to read 50 or so boxes.  When one client essentially said 
they just couldn’t take that much time, we came up with the scorecard idea where we just write 
the highest and lowest maturity levels and offer a scale of zero to ten.  I still think it is a good idea 
to do the full maturity grid and always encourage it or do it myself.  You do start with full 
maturity and none and then go to the middle and suggest you are about half way there.  Then you 
can fill in one or two levels on both sides of the middle.  Again, “the process is the product” and 
doing this adds dimension to what you are trying to accomplish and demonstrates organization 
transparency. 

Use The “Culture Barometer” to Create a Scorecard  
This is the easy part.  This is mostly a matter of graphic design and putting the scale and wording 
in a way that it is pleasing to the eye and easy to understand and use.  We like what our designer 
has done and have used it as a template for years.  But, we always encourage clients to use 
language and graphics that are familiar and comfortable for their users. 

Use the Scorecard to Collect Data  
This should be done by leaders who have been briefed on the process and who are prepared to be 
supportive and answer questions.  We call these people “champions” and the goal is to make 
every member of the “team” a champion.  There are always dissenters and if this process works, 
they either “get on board”; or, they are uncomfortable and leave.  That is probably best for them 
and the organization. 



Use Data to Generate the Culture Profile  
Once the data is collected, it is a – relatively – simple matter to enter the data in and Excel 
spreadsheet and produce a chart.  We encourage the use of a chart that is familiar to team 
members if they are accustomed to a particular type of display.  If they are not, we have favored a 
simple bar graph that most people quickly recognize and understand. 

Use the Culture Profile for Diagnosis and Provide Remedies or “Exercises for 
Improvement”  
This is the hard part but where the real benefits of the process are claimed.  “The process is the 
product.”  And, so as you consider how to enrich your culture, those discussions and action plans 
will, in and of themselves, affect your culture.  Serious accidents or losses can dramatically 
change culture in very short periods of time.  The best example is 9/11 where the world culture 
changed in minutes.  We don’t advocate dangerous or destructive ways to change culture.  While 
the process can be quite complicated, we think the four basic steps are pretty straightforward.  
Here they are: 

1. State the precept. 
2. Explain the precept. 
3. Use recognized role models to demonstrate the precept. 
4. Do it over and over again in creative and compelling ways. 

Here is what we mean by this four-step process: 

1. This is simply stating the value as an imperative in places and in ways that the entire 
population can’t miss it. 

2. The precept should be explained in clear and simple terms so everyone can clearly see the 
benefits of living the principle.  Those who don’t agree will either need to be convinced 
or find another place to be where they can be more comfortable. 

3. The eventual goal is to get universal “buy-in.”  That will take some time but can be 
achieved in 6-24 months.  That has been demonstrated in large organization like IBM and 
Chrysler Corporation.  “Champions” need to be recruited and empowered and supported 
by leadership and leadership needs to be seen as totally behind the initiative. 

4. The first three steps need to be repeated over and over again in ways that are consistent 
with the way the given organization operates.  Organizations with deep and effective 
cultures do this very well and one of the artifacts is usually even a language that is 
somewhat unique to their particular organization.  Note that virtually anything that you 
do that affects culture can be described as an exercise.  The “trick” is to do effective and 
efficient things that produce positive results.  In the end, the only way to determine that is 
by re-measurement.  Obviously, without a valid measurement system, that is impossible. 

The Results  
Our process has been used in over 100 organizations.  One of the people who have used our work 
in three different organizations has described it as “a blinding flash of the obvious.”  A city in 
Tasmania, Australia had troubled labor relations.  When they employed a new city manager and 
he assessed what was being done he concluded that the only thing he wanted to keep was the 
safety culture enrichment program.  A family owned company experiencing troubling and 
growing workers compensation costs experienced a dramatic reduction in costs after applying 
values-driven safety.  In the three years following the use of our IP they recorded paid and 



reserved claims at the end of the year that were below the one year before applying safety culture 
enrichment.  An objective assessment indicated that the only meaningful change they had made 
was the safety culture improvement efforts.   

 Recently, Turner Industries Lake Charles Operations have celebrated record breaking 
safety performance and have credited their safety culture enrichment initiatives as being a 
significant factor in their accomplishments in the very hazardous contract maintenance work they 
do and in which they are the #1 provider in the USA. 

 Bush fires are a major concern as it relates to both property damage and fatalities in 
Australia.  One of their most effective initiatives has been to use values-driven safety culture 
enrichment methods to enhance community cultures as it relates to both prevention and shared 
responsibility to respond to those exposures.  

In almost 20 years and hundreds of applications, we have never had a negative experience 
reported to us. 

The Conclusions  
The single most important factor in performance improvement is culture and character.  If you get 
that right, everything else becomes – relatively – easier.  If you don’t, you find yourself 
constantly “swimming upstream” against a stiff current. 

 The big myth of course is that you can’t measure culture.  Another myth is that people 
don’t like to discuss their beliefs and values.  That is true if those sensitive issues are handled 
insensitively; but, if they are respected, people welcome the opportunity to talk about the things 
that are most important to them.  We have never found any reluctance to talk about organization 
values among team members.  The question we have tried to answer is: “Why measure culture?”  
Here is one more attempt to provide an answer: 

 The answer is because “at the end of the day” it is almost always the only thing that really 
matters.  In his book Who Says Elephants Can’t Dance, Lewis Gerstner said, “I came to see, in 
my time at IBM, that culture isn’t just one aspect of the game – it is the game.”  As we look at 
everything from small and large wars, to business successes and failures, to individual lives, 
values and resulting cultures drive everything.  Culture does predict performance (outcomes).  
Just as “A man’s character is his destiny”, an organization or populations culture is its destiny.   
 
 Peter Drucker said, “If you can’t measure, you can’t manage.”  Others have similarly said 
things like, “What gets measured gets done.”  And, “What is measured improves.”  So, why don’t 
we have good culture and character measurement systems?  Could it be because Edgar Schein 
said in his The Corporate Culture Survival Guide that it couldn’t be done? Dr. Edgar H. Schein -- 
the emeritus professor from the Sloan School at MIT -- is widely credited with inventing the term 
“corporate culture.”  He has said that – unfortunately -- “culture can’t be measured.”  We have 
proved it can be.  Dr. Schein has also said, “The only thing of real importance that leaders do, is 
to create and manage culture.  If you do not manage culture, it manages you.”  We agree with him 
there.  Whether we look at NASA’s failures with the Columbia and Challenger, the credit-default 
swap debacle, the Fukushima tragedy, concussions in the NFL, the Newtown/Sandy Hook School 
shootings, the BP Gulf Coast disaster or even the Penn State/Joe Paterno child sex abuse scandal, 
when we drill down or look at the extensive causation analyses that have been done, we reach the 



same conclusion: It was the culture! 
 
 When we measure, using a system grounded in unassailable rudiments, we force the 
discussion of important facts and shine a spotlight on opportunities for improvement.  That just 
doesn’t happen very often; or very well…if we don’t come up with a measurement system.  We 
have one: It is scalable, and it works. 
 

What You Can Do & What We Can—And Will—Do 
You owe it to yourself and your organization to think deeply about this important subject.  You 
should try our process or something you have found elsewhere and/or devised yourself.  We will 
provide attendees at the PDC with a scorecard accompanied with explanations.  Readers of this 
paper who want to use our “tools” can contact us at dje@culturethesos.com and we will honor 
any reasonable request to use our IP and provide the scorecards and other materials in digital 
form.  Although our materials are copyrighted we have never denied any reasonable request to 
use them and freely give that permission in writing. 

Final Thoughts 
We could create a bibliography as long as this paper and have done so in our book Values-Driven 
Safety.  But, when it comes to the measurement of culture, that is the theme of this paper, 
precious little has been written about the subject.  So, there are no other references we can 
provide.   

 Virtually every book or article written about safety or organization development is littered 
with the word culture.  That has rendered it a cliché—trite and hackneyed.  But it is rarely well 
defined and measurement is virtually never suggested or certainly not offered.   

mailto:dje@culturethesos.com

	Copyright Notice & Disclaimer
	Foreword
	Table of Contents
	Concurrent Education Sessions
	501  Advancing Your Career: From Safety Leader to Business Partner
	502  Deep Safe… The Future of Safety Engineering
	503  Standards for Safety in Construction and Demolition Operations A10 Series: Engaging the Process
	504  Workplace Ergonomics: Is It All Pixie Dust? Moving Your Program from Imaginary to Reality
	505  Understanding Basic Fireground Operations: Determining the Capabilities and Limitations of Your Fire Department
	507  Updating Nanotechnology for the EHS Professional for 2014
	508  I Have to Know and Do What? Considerations for International Practice
	509  Offshore Oil and Gas Operations: The Revised Workplace Safety Rule
	510  When Tragedy Strikes What to Expect From Regulators (and Others): Managing the Process
	511  The Future of Occupational Risk Management
	512  The Safety Professional's Role in ADA (American's with Disabilities Act) Compliance
	513  What Works Best Doesn’t Come Naturally: Leadership Actions for Preventing Loss
	515  New Perspectives on Accident/Incident Investigation
	516  Legal Implications of Voluntary Consensus Standards
	517  A New and Powerful Risk Reduction Technique: Creating OSHA/ANSI Safety Sign Systems as an Outcome of Risk Assessment
	518  Innovative Fall Protection for Limited Clearance Situations
	519  Safety Training for a Multi-Generational Workforce
	520  Achieving Support for Driver Risk Management Solutions in a Union Environment
	521  Using GHS Classifications and Chemical Data to Reduce Risks in the Workplace
	522  Fundamentals of SH&E: Overview of Regulatory Compliance 101A
	525  How to Turn a Definite "No" into a Sustainable "Yes"
	526  Social Media and Safety Professionals:  Get in the Game
	528  Best Practices for Screening and Selecting Contractors and Subcontractors
	529  Practicing Emergency Preparedness: The Key to a Successful Failure
	531  Integrating JHAs
	532  The Psychology of Safety: Paradigm Shifts for Achieving an Injury-Free Culture
	533  IH Common Failure Mode Avoidance for Safety Professionals
	535  Following Proper Safety Rules for Pipeline De/Commissioning and Maintenance Can Save Lives
	537  Lockout/Tagout Risk Assessment: Evaluating Alternative Energy Control
	538  What an Effective Working Workers' Compensation Program Should Include
	539  Safety by Accident: A Call for Action for the Safety Profession
	540  Reducing Frequency and Lowering Severity of Human Error: Optimize Performance
	541  12 Key Words for the Safety Professional
	542  Implementing a National Falls Campaign: Lessons
	543  Process Safety Management Best Practices, Lessons Learned and Enforcement Trend
	544  A Picture Is Worth a Thousand Words
	550  The "How to" of Watching Out for the Safety of Others
	551  Experience Modification Rate: An Accurate Measurement of Safety Performance?
	552  Recognition and Management of Hazardous  Building Materials During Demolition Operations
	554  Ergonomic Risk Assessment: Quick Exposure Check
	555  Swimming Pool Safety – Risk Management Best Practices
	556  To Err is Human... Or is It? Mindfulness Research and Its Application to EH&S
	557  Preventing Occupational Cancer and Supporting Cancer Survivors' Return to Work
	558  Why Do Hydraulic Fracturing Injuries and Fatalities Keep Increasing?
	559  Risk Assessments – Make Them 'Come Alive' for Real Employee and Business Benefits
	560  Culture of Correct: Developing a Worldwide Safety System
	561  The Six-Source Influence Strategy for a Highly Reliable Safety Culture
	562  Commitment Based Safety: The Only Way to Zero Injuries
	563  Sustainability Compass: Climate Resiliency, Supply Chain and Safety Metrics
	564  Duration & Energy of Hydrocarbon Flash Fire and Performance of FR Clothing
	565  Slips and Falls and Our Aging Population
	566  The Safety Practitioner – The Reflective Learner
	567  DOT Compliance and Auto Safety
	569  Fundamentals of SH&E: Hazard Identification and Control 101B
	601  Making Safety Part of Your Corporate Strategy
	602  Programs, Policies and Procedures: Elements of Effective Safety Programs
	603  Indoor Air Quality Considerations During Construction & Renovation Projects
	604  The Enemy in the Mirror: Taking Responsibility for Injury Prevention and Wellness
	605  Fire Protection for Common and Special Hazards
	606  The $14 Billion Case for Safety  in Healthcare
	608-a  Business Partners’ Safety: Obligation or Opportunity?
	608-b  International Nanotechnology Law Governing Workplace Exposures
	609  The Impact of the Hydrogen Sulfide (H2S) TLV/STEL Reduction of 2010
	610  Legal Aspects of the Environmental, Health & Safety Profession
	611  Supporting Prevention through Design (PtD) Solutions Using a Business Case
	612  The Era of Big Data: What Does it Mean for a Safety Professional?
	613  Beyond Safety… Dealing with the Real Causes of Worker and Workplace Risk
	614  "Near Misses" as Leading Indicators for Process Safety
	617  Understanding Process Variability to Improve Safe Behaviors
	618  Making the Most of Your Fall Protection Program
	620  "Out of Sight - Out of Mind:" The Consequences of an Incidental Fleet
	622  Fundamentals of SH&E: Fire Protection 101C
	625  If You Don’t Measure, You Can’t Manage: It�s No Different with Culture!
	627  Challenges of Implementing a U.S. Safety and Health Program in the International Construction Market
	628  Contractor and Subcontractor Safety Responsibilities on Multi-Employer Worksites
	629  Assessing and Managing Risk of Natural Disasters for a Workplace
	630  Five Critical Elements for Managing an Ergonomics Program
	631  Dispelling Myths about Human Error
	632  Safety and Health Considerations of the Older Worker
	633  Industrial Hygiene in Hydraulic Fracturing, What You Need to Know to Play in the Sand
	636  A Practical Enterprise-Wide Approach to Fatality and Serious Injury Prevention
	637  Workers' Compensation and the Safety Professional: Concepts and Practices
	639  Walking the Talk: The Importance of Management Work Observations
	640  EHS Auditing to Improve Safety Performance
	641  Utilizing Consensus Standards in the Prevention of Slip, Trip and Fall Injuries
	643  Training for Results: Using the High-Impact Model to Achieve Value
	645  Fundamentals of SH&E: Environment 101D
	646  Best Practices in Engaging Senior Management in SH&E Performance Enhancement - An International Perspective
	652  Environmental Health and Safety Issues Affecting a K-12 School District
	654  Healthy Workforce Program: How Workers' Comp and Wellness Programs Go Together
	655  Rethinking Error: Why Humans Should Be Considered a Reliable Part of the System
	656  How Does Obesity Impact Safety in the Workplace?
	657-a  International Law Affecting EHS Professionals,  Part 1: The Criminal Enforcement of SHE Laws and Regulations
	657-b  International Law Affecting EHS Professionals,  Part 2: Complying with the Conflict Minerals Provision of the Dodd Frank Act
	659  Background, Updates, Impacts, Nuances and Making EM 385-1-1 Work for You and Safe Production
	660  Shop Floor Safety Effectiveness
	661  Impacting Behaviors: A Innovative Cost Allocation and Safety Improvement Process Case Study
	662  How to Use Lean to Improve and Drive Safety Performance
	663  Aging Workforce: An Innovative Approach
	664  Changing the Game in Safety Performance: The Leader's Role
	665  The Eternal Fall Protection Issue: Anchor Selection and Certification
	666  Implementing NFPA 70E for Arc Flash Safety
	667  Test Design and Delivery for Dynamic Teachers
	668  Distracted Driving Panel Discussion – Issues / Research / Policy Approaches
	669  GHS: Already Aligned or Hardly Harmonized? What You Need to Know!
	670  Fundamentals of SH&E: Workplace Health 101E
	675  Accountability 4-3-3: The Critical Steps, Pivotal Moments, and Types of Performers That Influence Safety Systems
	677  Construction Health Hazards in Medical and Waste Water Facilities
	678  Electrical Safety for Contractors Working on Facilities and Construction Sites
	680  America's Changing Work Force: Ramifications for Ergonomic Modeling
	681  Safety: What's Health Got to Do With It?
	682  Beyond Compliance: Addressing the Human Factor
	683  Lead Safe Practices – What it Takes to Meet the OSHA and EPA Regulations
	684  Deadly Atmospheres – Are They Also on Construction Sites?
	686  Risk Management System: Practical Development and Implementation
	687  HSE Facilitator’s Guide: How to Lead a Workplace Risk Assessment Process
	689  Leading Indicators, Culture and Big Data: Using Your Data to Eliminate Death
	690  Holistic? Behavior-Based? Forget What You Call It, Here's What Works!
	691  Keys to the "C": How Sustainability Can Unlock Doors at the Highest Levels
	692  Wind Turbine Safety and Loss Prevention
	693  ANSI/ASSE Z590.3 Prevention through Design – Where Are We Two Years Later?
	695  NFPA 70E: Choosing the Right Personal Protective Equipment (PPE)
	702  Construction Crane Safety Management
	703  The Active Shooter Threat
	704  Management System Benefits, Risk Ranking and Change Management
	705  Technology & the "Ergo Hour," Managing Ergonomics at a Multinational Organization
	708  International Leadership Forum: An Insight into Most Recent International SH&R Regulations
	709  Tick Safety Not Boxes: Competency and Compliance in the Oil and Gas Industry
	711  Machine Guarding Risk Assessment
	712  Protecting Your Company in the Cloud: Cloud Computing  for the Safety Professional
	713  How Transformational Leadership Drives Continuous Safety Improvement and Sustainability
	714  Uncovering Your Safety Blind Spots for Development and Behavior Change
	715  Supervisors – Your Best Safety Resource... Sometimes
	716  Auditing Skills
	717  The Elements of a Managed Fall Protection Program
	719  The Challenges of Safety Training
	720  ANSI Z-15 Success: Saving Lives and Reducing Costs
	721  Introduction to Basic Scaffold Training
	722  Fundamentals of SH&E: Risk Management 101F
	725  The Need for Attorney-Client Privilege in Health and Safety Communications
	726  Construction + Ergonomics = A Non-Traditional Focus for a Top 20 U.S. Contractor
	729  Sleep Deprivation in the Workplace: The Hidden Side of Health & Wellness
	730  Taking Incident Investigations to the Next Level: A Behavioral Science Approach
	732  Reducing Road Risk Using Journey Management
	735  Managing Severity AND Frequency: Demonstrating Results in Fatality Prevention
	736  Managing Resilience: The Proactive Approach to Crisis
	737  The Myth of Contractual Immunity - The Legal Risks on Multi-Employer Jobsites
	739  Occupational Dog Bite Prevention: Training Employees to Protect Themselves from Dog Attacks!
	740  Contractor Safety Management at a Small Plant
	742  Safe Work Authorized Procedures (SWAP)
	743  ANSI Z10: A Vision for the Future
	744  Good Training is Like Homemade Ice Cream
	745  The Contribution of Research to Education in the Safety Field
	746  Lockout/Tagout Best Practices
	750  What Is Your Project Really Worth? Economic Methods to Determine the True Benefit Value of Projects
	751  Fitness for Duty:  How Does It Work with 3,000,000 Pounds?
	752  Correlating Sports to Safety: A Winning Combination
	753  Chemicals, Pesticides and Other Stuff – Oh My, Oh My, How to Comply?
	754  Fire Protection Systems – An Important Part of Prevention through Design
	755  Sustaining Workplace Wellness Programs: Key Components for Success
	756  Management of Mold, Before, During, and After a Water Intrusion Event
	757  Implementing ANSI Z359 in the Oil and Gas Extraction Industry
	760  Risk Assessment Workshop – Risk Register, Prioritization and Assessment Methods
	761  Challenges Posed by RF Radiation Exposure from Wireless Antenna Systems
	762  Top 10 Mistakes Made in an Investigation that Can Doom Them
	763  Predict the Shortcut Before It Results in an Employee Injury
	764  The Humor in Safety: Spicing Up Your Presentation!
	766  Safety Management Systems: Is Your Training Right?
	767  Developing and Communicating Expectations for Motor Vehicle Operation
	768  Preventing Injuries, Saving Lives: Ladder Safety Training
	775  Using Mobile Technology for Safety and Health
	776  Working with Consultants – The Human Element
	777  Encouraging Safety Innovations by Construction Workers
	779  Lightening the Load: Ergonomic Solutions that Reduce Patient Lifting Injuries
	780  A Multi-Faceted Approach to Global Hand Injury Prevention
	781  Working and Living Overseas as an SHE Professional
	782  An OSHA Perspective on Combustible Dust Safety and Compliance
	783  Using Prevention through Design to Improve Workplace Safety
	784  Risk Control in the Emerging World – What's the Future?
	785  The Safety Professional versus the Loss Control Professional: What is the Difference?
	787  Building an Ideal Safety Culture
	788  The Five Key Elements of World-Class EHS and Sustainability Organizations
	789  Fall Protection Issues: More than Just Roofs
	790  The Safety of Smart/Micro Grids and Community Energy Storage Systems: The Lithium Ion Battery in Your Neighborhood
	791  Does Virtual Training Really Save Money? Turning Myth into Reality Is up to You!
	792  Fundamentals of SH&E: Basic Safety Management 101G

	Academic Forum
	A1  21st-century U.S. Safety Professional Educational Standards: Establishing Minimum Baccalaureate Graduate Learning Outcomes for Emerging Occupational Health and Safety
	A2  Student Learning Outcomes: Classroom vs. Online Delivery (Literature Review)
	A3  Value of Industrial Internship in the Occupational Safety, Health, and Environment Program
	A4  Internship Employer Evaluation Data for Safety Management Students  - Validation or Improvement of Technical Content in Selected Courses
	A5  Methods for Continuous Improvement of Course Design, Delivery, and Student Learning

	Seguridad y Salud Ocupacional 2014
	S52  LEED, Lean, Liderazgo y Sostenibilidad Global para Resultados Internacionales en SH&E
	S52  Global LEED, Lean, Leadership & Sustainability - For SH&E International Results
	S53  Cultura, el profesional de Seguridad y la construcción de Capacidad organizacional: Reflexiones prácticas en la Promoción de Seguridad, en ambientes multi-culturales
	S53  Culture, the Safety Professional, and Building Organizational Capacity: Reflections from the Field on Safety Promotion in Cross-cultural Settings
	S61  Impacto del  Sistema Globalmente Armonizado SGA (GHS en inglés) en Latinoamérica
	S62  Sistemas de Gestión Integrados (OSHAS 18001, ISO 14001 & 9001) en PyMEs
	S62  Integrated Management Systems (OHSAS 18001, ISO 9001 & 14001) in SMEs
	S63  Indemnizacion para Trabajadores y Profesionales de Seguridad -- Conceptos y Practicas  (Presenters: Manual Samudio and Lori Severson; presented in English , Session 637)
	S64  Paradigmas en Entranamiento de Trabajadores Hispanos
	S64  Paradigms in Training Hispanic Workers
	S71  ¿Está al día con Sistema de Globalizacion Armonizado? Una Guída para el Sistema de Globalmente Armonizado y el Regalmento de Comunicación de la OSHA
	S71  Are You Up To Date With GHS?: A Guide to the Globally Harmonized System and OSHA's Hazard Communication Standard
	S72  AGRI-Seguridad "La Nueva Frontera"
	S72  AGRISafety "The New Frontier"


	Help
	Print
	Search
	Exit

