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Speaker Introduction

• SafeStart Senior Consultant Since 2005

• US Marine Corps/Desert Storm veteran

• National Safety Council’s Top 10 Speakers

• Author of The Core of Four: 4 Tools to 
Navigate Roadblocks to Great Human 
Performance

• 2018 ASSP Society-Wide Safety 
Professional of the Year 

• 2018 NSC Distinguished Service to Safety 
Awardee

• Hobbies: golf, baseball and hanging out 
with the family

Tim Page-Bottorff, MS, CSP, CIT

SafeStart, Senior Consultant



Baseball in Arizona



Today’s Agenda

• Workshopping communication 
challenges

• How to make safety REAL
• Psychological safety 
• Open ended questions and 

storytelling
• Formal feedback platforms/programs
• Understanding with a different lens
• Real world example(s)





Bruno hides in 
fear of conflict

Do your 
employees?



No One Ever 
Listens to 
C3PO

Employees can provide invaluable feedback 
on the gaps in your SMS but only if they feel 
safe and empowered to do so.



Communication 
Challenges

• Is it employees understanding?

• Is it supervisors not delivering the 
right messages?

• How about management, do they 
leverage the right motivating 
tools?

• Is it straight to blame?

• Is it just plain and simple fear?

• We don’t talk about Bruno?



What is your biggest 
safety communication 
challenge right now?

• Management; Supervisors; 
Employee Understanding?

• How would you rate your 
supervisors' communication 
skills? (Low - Medium - High)
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Do any of these sound like your facility?

1.  “We tend to have a culture of blame – How can 
we evolve to a NO-BLAME MINDSET to be able to 

get valuable insights to feed into the organizational 
learning loop?”

4.  “We don’t have the level of overall trust among 
employees and  they aren’t completely bought in 

that we care about keeping them safe – How can we 
drive this message home through our supervisors 
and demonstrate that this is truly a core value?”

2. Our employees have often worked around hazards 
for so long they no longer perceive them to be 

dangerous – We need our supervisors to provide 
‘FRESH EYES’ and remind employees through 

effective conversations

5.  “There is a disconnect between what we say and 
what our people hear - We want to be able to 

inspire action through what we say (talking the 
talk) and what we do (walking the walk…)” 

3.  We use KPI data in an attempt to drive continuous 
organizational improvement – How do we ensure 

data integrity and quality insights from better 
reporting at all levels; especially our supervisors…

6.  “We experience engagement issues at both the 
employee level and among our front line leaders –

How can we get our people managers more 
engaged and personally accountable, and build 

these behaviours within their teams?”

Culture of Blame

Poor Hazard/ Risk 
Identification

Poor Data (KPIs)

Lack of Trust

Ineffective 
Communication

Low Engagement



SAFETY CLIMATE SUCCESS FACTORS 
(Leads to Great or Poor Culture)

NO-BLAME MINDSET
Pause. Think. Respond.

FRESH EYES
Spot hazards and assess the 
risk.

SYSTEMS AND DATA
Learn from reporting, team 
input and analysis.

ACTIVE 
LEADERSHIP
Inspire action through 
what you do and say. 

TRUST AND 
ENGAGEMENT
Engage co-workers with open 
communication.

PERSONAL 
COMMITMENT
Demonstrate that you care 
about keeping people safe.
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Supervisors are the key
When supervisors can:
• give/receive input
• understand how human factors 

connect to safety outcomes
• Make Safety REAL

The organization benefits from:
• accurate leading indicator data
• positive day-to-day climate
• desirable long-term culture
• trust and engagement that thrives
• a no-blame mindset will emerge



Make Safety REAL
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R = Respect goes both ways
E = Empathize 
A = Acceptance
L = Less talk and more listen, less 
anger, less…

REAL
R = Respect 
E = Empathize 
A = Acceptance
L = Less, less, less



Workplace Climate and
Psychological Safety 



Dr Amy Edmondson

• Coined the term Psychological 
Safety 1999. 

• She had been studying  the 
BEST and WORST performing 
clinical teams in hospitals. 

• Which teams do you think 
made the most mistakes?
The BEST performing teams
ADMITTED the most mistakes.





Four Stages of 
Psychological 

Safety

INCLUSION SAFETY LEARNER SAFETY

CHALLENGER SAFETY CONTRIBUTOR SAFETY

Members feel:
● Included
● Wanted
● Appreciated

Members feel safe to:
● Ask questions
● Make and admit mistakes 
● Ask for help

Members feel safe to:

● Contribute their 
own ideas

Members feel safe to:

● Question others’ ideas 
● Suggest significant changes 

to ways of working



Four Stages of 
Psychological 

Safety

INCLUSION SAFETY LEARNER SAFETY

CHALLENGER SAFETY CONTRIBUTOR SAFETY

Members feel 
included, wanted, 
appreciated

Members feel safe to:

Members feel safe to:Members feel safe to:

● Voice Concerns
● Report Near Misses

● Explain?● Exercise Stop Work Authority



1. Frame the work as a learning problem 
2. Model curiosity and ask lots of 

questions
3. Acknowledge your own fallibility

Three Things Leaders and Supervisors 
Can Do to Build Psychological Safety



Acknowledge Your Own Fallibility

20

Share your experience and mistakes



I just had to 
have some 
ice cream









We ALL Have Common Injuries (A Story)



Formalize Feedback 
Real world example:
Ed Stephens’ Harvesting 
Frustrations program

Listen to the 
Podcast:
Ed Stephens’ 
explains  
Harvesting  
frustrations in 



Try Using a 
Different Lens

A framework 
to help
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We need a more robust framework 
that connects humans and technical 
systems to allow organizations to 
continually improve.



89%HUMAN FACTORS 
FRAMEWORK



PEOPLE SYSTEMS

TECHNICAL SYSTEMS

89%

• engineering
• process
• equipment
• safety management system• work team

• supervisory skills
• organizational culture

Human Factors 
Framework

SYSTEMS



THINKING

INTERNAL FACTORS

89%

• fatigue
• illness
• distraction
• overconfidence

• decision-making
• autopilot
• attention
• habits

Human Factors 
Framework

INTERNAL 
FACTORS
THINKING



ACTIONS

89%

• behaviors
• habit development
• having conversations
• flagging issues

Human Factors 
Framework

ACTIONS



OUTCOME RELIABILITY

89%

• safety
• production
• quality
• organizational performance 

Human Factors 
Framework

OUTCOME 
RELIABILITY



89%HUMAN FACTORS 
FRAMEWORK



Scenario 1 – Faulty Hose Reel

A recently added compressed air hose reel fails 
in an automotive plant and is not reported as 
faulty. Subsequently, an employee tripped over 
the hose on the floor and injured their elbow.



▪ engineering
▪ process
▪ equipment
▪ safety management system

TECHNICAL SYSTEMS

▪ work team
▪ supervisory skills
▪ organizational culture

PEOPLE SYSTEMS

▪ safety
▪ production
▪ quality
▪ organizational performance 

OUTCOME RELIABILITY

THE HUMAN FACTORS FRAMEWORK

▪ fatigue
▪ illness
▪ distraction
▪ overconfidence

INTERNAL FACTORS

▪ decision-making
▪ autopilot
▪ attention
▪ habits

THINKING

▪ behaviors
▪ habit development
▪ having conversations
▪ flagging issues

ACTIONS

Submit Your Answers



Summary
• We Need to Talk about Bruno
• Supervisors need to develop 

trust…and keep it REAL
• Psychological safety allows for 

Employee Feedback
• Create your own feedback 

platform
• Use a different lens, or the 

Human Factors Framework

• Work together and 
collaborate.



Email
tim@safestart.com

Thank You for Attending 
Today’s Presentation! 

Tim Page-Bottorff, MS, CSP, CIT

tim@safestart.com
Direct: 602-757-5054  

LinkedIn: @ptownbotts12

To learn more about developing 
safety-conscious supervisors,
scan the QR code for a selection 
of resources. safestart.com/cp4

mailto:tim@safestart.com

