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* Interactions of Organizational Culture and OHS Culture
(Assoc.Prof.Dr. Idil Isik)

* Indicators and Impact of Strong OHS Culture (Organizational
Psychologist Esin Cetin Ozbudak)

* OHS Culture and Going Beyond “the Vision Zero” (Assoc.Prof.Dr. dil
Isik & Organizational Psychologist Esin Cetin Ozbudak)
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Interactions of
Organizational Culture and OHS Culture



* Meaning and Dimensions of Culture: From Society to Organizations
and Occupational Health and Safety Culture

* Organizations as Systems & Organizational Culture
* Interactions and Multi-Level Analysis
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Synthesis of Country Clusters

International Management: Culture, Strategy, and Behavior
Richard M. Hodgetts, Fred Luthans, Jonathan P. Doh
McGraw-Hill, 2006
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Traditional vs. Secular Values

The Inglehart-Welzel World Cultural Map (2020)
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Survival vs. Self-Expression Values
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Trompenaars & Hampden-Turner,” Cultural

Dimensions

Universalism < :> Particularism

To whatextent do the same rules apply in all situations, or are they different according
to circumstances?

Individualism <: > Collectivism
Is it more important to be able to act as an individual or to be able to contribute to and
stay loyal to group’s goals?

Neutral < > Affective

Is it better to show emotions or to keep them hidden?

i I
Achievement <. > Ascription
Dol gain success from what | do (achieve) or from who | am (Ascribed)?
Specific < > Diffuse
Is it important to compartmentalise or to generalize: Is everything linked ornothing linked? Ridin g The Waves of
Sequential i Culture: Understanding
ynchronic . . .
Is time a finite resource to be closely managed, or can we use it flexibly to juggle lots of Dive rS|ty in Global
differentevents? Business 2nd Edition
-~ I
Inner-Directed < > Outer-Directed by Charles Hampden-
To what extent do we control our environment, or does ourenvironment control us? Turner, Fons Trompenaars

From Trompenaars & Hampden-Turner (1997) -7 Dimensions of Culture (1997)
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Trompenaars’ Cultural Dimensions - ||
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International Management: Culture, Strategy, and Behavior Achievement vs. Ascription

Richard M. Hodgetts, Fred Luthans, Jonathan P. Doh
McGraw-Hill, 2006 - 609 sayfa
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Schwartz’ Seven Cultural Orientations
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Schwartz, Shalom. (2006). A theory of
cultural value orientations: Explication and

applications. Comparative Sociology, Volume
5, issue 2-3, 137-179.
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Organizations as Systems

(Kast, F. E. & Rosenzweig, J. E. (1988).
Organization & Management: A Systems and
Contingency Approach. Singapur: McGraw-Hill,
114.)

Group goals

Individual goals Culture
Climate Assumptions

Philosoph

Goal setting
Planning
Organizing
Leading
Contolling




Systems & Contingency Theory

The most appropriate way of
designing and managing an
organization depends upon
the characteristics of the
situation in which the
organization finds itself.

* |dentify contingent factors.

 Determine the ‘best fit’

Richard L. daft, 2009
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Hofstede’s Cultural Dimensions- |

Short term vs.

Individualism
Long term

Uncertainty Masculinity vs. Indulgence vs.

Power distance

High power distance:
people may blindly obey
the orders of their
superiors and are less
likely to question
authority. Companies
tend to use centralized
decision-making and tall
organization structures

Low power distance:
flatter and decentralized
organization structures,

smaller ratio of
supervisors. Employees
are more likely to
question their bosses.
Participative
management.

vs. Collectivism

Individualism: Tendency
of people to look after
themselves and their
immediate family only

Collectivism: Tendency of
people to belong to
groups or collectives and
to look after each other
in exchange for loyalty

avoidance

High uncertainty
avoidance countries:
people have high need
for security, strong belief
in experts and their
knowledge, more written
rules and procedures, less
risk taking by managers

Low uncertainty
avoidance countries:
people are more willing
to accept risks associated
with the unknown, fewer
written rules and
procedures, more risk
taking by managers,
higher employee
turnover.

Femininity

Masculinity: the dominant
social values are success,
money and things

Femininity: the dominant
social values are caring for
others and the quality of
life

orientation

Short term orientation:
Societies prefer to
maintain time-honoured
traditions and norms while
viewing societal change
with suspicion.

Long term orientation:
Societies take a more
pragmatic approach; they
encourage thrift and
efforts in modern
education as a way to
prepare for the future.

Restraint

Indulgence: society allows
relatively free gratification
of basic and natural
human drives related to
enjoying life and having
fun.

Restraint: society
suppresses gratification of
needs and regulates it by
means of strict social

norms.




Hofstede’s Cultural Dimensions-ll|
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Organizational Safety Culture- |

—_— Indicators of
Organizational Culture

Shared Goals and Meaning
Values & Beliefs —

Common assumptions

Norms & Expectations
Mission and Vision




Organizational Safety Culture- Il

N

Tribute was paid to the achievements of all employees of
our joint venture plant in Itadna (Brazil) for ten years
without Lost Time accident (LTA) by unveiling a sculpture
of a tree, symbolizing the success of the safety tree
model (Bekaert Annual Report, 2010).

https://ar2010.bekaert.com/en/sustainability/health-and-safety-first?tab=2#2

Embracing safety as priority No.1 in Belgium

In our wire plants in Zwevegem (Belgium), too, we have been
able to turn safety results around. The enabler of this change

GROWING OUR SAFETY CULTURE

When work changes we stop,
and rethink. We talk and
/(‘) make a new plan (")
A
)/ : N
C 0
Critical risks are identified and \ / Near misses and incidents are always
controlled. Controls are reviewed used as a chance to learn and improve.
and discussed regularly, ("
O ~x=

@)

There is trust and openness between
management and crew, and amongst

the crew (tself on our site,
')

\
D \

All hazards, near misses and
ncidents are reported on our site

O

o

Workers are invited and encouraged
to contribute to safety decisions, ( )|

Q

The work has been planned and enough
time, people and gear allowed to do
the job safely and well

O
|

[

Q

Safe work practices and behaviow s are
recognised and rewarded on our site
=)

7

J

All people on our site have the
(' ) Job and safety skills to do their
T job safely and well,

was a dedicated action plan, a joint effort of operational COMMUNICATION LEADERSHIP SVYSTEMS AND

managers and supervisors. The fact that safety was developed Information is shared. People discuss safety, listen to PROCEDURES

as a management priority No.1 was another decisive element in Werkars gut activaly involved SACES SHSOr Wl faliciv Sttt W Oue safaty Instnuctions andt
In safety discussions, the commitments they make to procedures are simple and clear.

reaching today's results. For the third year in a row we were
able to reduce the number of accidents and frequency rate by
more than 50%.

deal with safety issues, People step They ace understood by our people.
In, stoo work or speak up If they
soe unsafe conditions.

Forest Industry Safety Council (FISC), New Zealand https://safetree.nz/2018/08/06/safetree-launches-new-growing-our-safety-culture-initiative/



https://www.fisc.org.nz/
https://ar2010.bekaert.com/en/sustainability/health-and-safety-first?tab=2#2




ISO 45001: Occupational Health and
Safety Management Systems

 ISO 45001, which aims to "provide the framework to manage risks
and opportunities"” in the field of occupational health and safety
(OHS), brings an approach that takes into account the unique context
of organizations and emphasizes the strong influence of leadership in
this process.

* ISO 45001 - Indicates that within the organization's unique context,
desired OHS results can be achieved through leadership and
employee involvement.



ISO 45001, Occupational health and safety management systems — Requirements with guidance for use
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OHS Culture and Going Beyond
“the Vision Zero”

Assoc.Prof.Dr. idil Isik & Organizational Psychologist Esin Cetin
Ozbudak



Safety Culture Maturity Model & Psychosocial Safety
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Go to www.menti.com and use the code 8992 22 6
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Pyschosocial Safety at work means........

co workers relationship
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Psychosocial Safety as an Indicator of

Safety Culture

Psychosocial risk factors can be expressed as events that have the potential
to negatively affect a person's psychological health and social life.

$

Various situations such as negative communication with the manager,
discrimination or workload, will negatively affect the psychological health
and social life of the employee and reduce quality of life.

$

Situations such as bringing the problems in his mind to his work, focusing
problems and inattention can lead to loss of performance, as well as
negligence and distraction that may lead to various accidents.




Capacity Building of Occupational Physicians for \'ﬁ‘}

the Assessment and Prevention of Psychosocial ,tﬁ”Q’* / |

Risks in the Mining Sector

This project is financed by the European Union and
the Republic of Turkey.

Objective

v' Our aim is to evaluate and prevent factors that
have the potential to adversely affect the
psychological health and social life of mine workers
and to develop the capacity of Occupational
Physicians in line with this purpose.

Ps\ichosocia\

Safety
At Wo»r\ﬂ




Psychosocial Safety as an Indicator of Safety Culture “Working with inner peace”

This project is financed by the European
Union and the Republic of Turkey.

Psqchosoc'\a\
Safe*\-\i
At Wovrk %

27 Mine Workers (on site)

23 Mining Engineers

20 OHS Specialists

20 Workplace Physicians

22 Employers (on site)
total of 112 people were interviewed.
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Worker
Well-Being

BSI, 2021

|

« Worker well-being is an integrative concept that characterizes quality of life with respect to an individual’s health and work-
related environmental, organizational, and psychosocial factors.
« It is the experience of positive perceptions and the presence of constructive conditions at work and in other areas of life
that enables workers to thrive and achieve their full potential.
(Stavroula Leka , 2021



Psychosocial Risk Management

INTERNATIONAL ISO
STANDARD 45003

Occupational health and safety
management — Psychological health
and safety at work — Guidelines for
managing psychosocial risks

Management de la santé et de la sécurité au travail — Santé

psychologique et sécurité au travail — Lignes directrices pour la
gestion des risques psychosociaux

PUBLISHED

1SO 45003:2021
5Stage: 60.60 ~

GENERAL INFORMATION ©

Status : @ Published Publication date : 2021-06

Edition : 1 Number of pages: 23
Technical Committee : ISO/TC 283 Occupational health and safety management

ICS: 13.100 Occupational safety. Industrial hygiene

seveLopment GLALS

This standard contributes to the following Sustainable Development Goals:

ISO 45003 will provide
guidance on:

» How to identify the
conditions,
circumstances and
workplace demands
that have the potential
to impair the
psychological health and
wellbeing of workers

* How to identify primary
risk factors and assess
them to determine
what changes are
required to improve the
working environment;
and

« How to identify and
control work-related
hazards and manage
psychosocial risk within
an OH&S management
system
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Psychosocial Hazards

1] ) | Psychosocial Risks

Social and Organizational Context (Culture)

Job design
Work Pace

Amount of Work
Cognitive Burden of Work
Emotional Burden of Work

Employee Influence on Business
Content/Process Decisions

Impact of Employees on Break and
Leave Decisions

P .
S:\E:i:oc‘a\ Role Conflict
At Work m Clarity of Terms of Reference

Skill Diversity and Development
Opportunity

Intrusion of Job to Private Life

Job relate
Attitudes

Meaning of work
Organizational
committmen

Social Factors at Work
Trust

Justice and Respect
Access to Information

Recognition and Appreciation

Effective Leadership

Community Sense
Social Support from Colleagues

Social Support from Superiors

Precasious Work

Job Insecurity

Changing the Working
Conditions against the
Individual's Will

Wage insecurity/Failure
to pay on time /
Splitted payment

4 )

Subjective Conditions
Work Perception

Perspective on “Time”
Social Life Outside of Work
Accident History

\ (Experiencing-Witnessed) j

A Behaviour

Psychological/Personal

Absenteeism

Effects
Burnout

Psychological Well- Absence with
being/Well-being Health Report
Outbursts of Rage

Coping with Stress

Anxiety Disorders Organizationa'
Sleeping disorders

Depression m

Alcohol and Substance Us
Job satisfaction

/ Basic Needs at \

Work
Food and Water

Physical Strain

Work Environment,

Transportation Equipment &

Service Hazardous Tasks
Washing / Cleaning
\ Work safety J

Psychosocial Hazards

‘ s Psychosocial Safety




OHS Culture and Going Beyond
“the Vision Zero”

Organizational Commitment
Safety Values
Safety Commitment
Going Beyond

Compliance

Operations Interactions
Supervisors/ Formen
Supporting Operations
Instructors/ Training

Formal Safety Indicators
Reporting System

Organizational Learning
Workforce Involvement

Training ' rrid, , _ P\ Response and
Safety Performance Evaluation A o e Pochosecial T 4 Feedback

Communication o o Safety ﬁ AL Safety Personnel
Commitment to Safety : At Wovrk NS ' Informal Safety Indicators

‘ LT it o AT Accountability
gl G £ i s - O Y il e | Employee Authority
e TR R e % R IR S Professionalism
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