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Introduction

The sustained drive and commitment of senior and middle management is continually identified
as the most critical aspect of creating and maintaining a strong safety culture. It is also the most
difficult to achieve and sustain. This is reflected in circumstances where new leaders enter an
organization as new hires or into new roles from internal restructures, where complacency with
high levels of performance are reached in mature organizations and where an organization
struggles to make its first significant strides in accident reductions. No one wants their employees
injured or ill while at work, but some leaders may lack the understanding of exactly what to do
and the fortitude to do it everyday, throughout all the daily business challenges.

Without continued leadership drive, even strong safety processes and employee ownership will
not yield the desired safety culture and performance. As safety professionals, how can you help
lead and coach your leaders to do what is needed to build and maintain a safety culture, while
recognizing they still need to run a business?

To address any of the circumstances described above, the real questions are does the leadership
know and understand...

its role in driving safety,
e how integral good safety performance and a safety culture are to business success, and
e how to lead and create the needed education, tools, and processes in the organization to
enable it to embrace safety, to actively get involved themselves and to drive it forward.

This paper will describe a successful approach used at Trane' to help create sustained leadership
drive and commitment for a lasting safety culture. The specific techniques, tools and programs

" In 2007 American Standard separated its three businesses by selling its Bath and Kitchen business and spinning off its
Vehicle Control Systems business. The company is now known as Trane and focuses on Air Conditioning Systems and
Services with annual revenues of about $7 billion and 29,000 employees.



used to lead, coach and reinforce the desired leadership actions will be presented. The challenges
encountered by our leaders, which can distract them and the organization from focusing on safety,
will also be reviewed, as well as the practices used to counter those forces and maintain a focus
on safety. The critical role of the safety leaders is also emphasized as being the teachers and
catalysts for helping our leaders realize and deliver on their role as safety champions.

As safety leaders, what do you do first? Your homework.

Only approach your leader with a problem or challenge, if you also have a solution. If you want
to pursue a plan to achieve world class safety, your leaders need to know what can be done,
where are you now and what are the gaps. Then, what actions are needed to close the gaps, how
long will it take, how much will it cost and what are the expected results. Safety, or safety, health
and environmental for that matter, are not different than any other aspect of running a business.
Treat it that way, by developing strategic multi-year plans, annual operating plans, clear business
and personal goals and expectations, leading metrics, budgets, tools to help the organization be
successful and accountabilities for results.

1. Define a strategy

If your organization, business division or individual location doesn’t already have a safety and
health (S&H) or safety, health and environmental (SHE) strategy, then one should be developed.
A strategy defines what is to be achieved, by when and how, which forms a high level “roadmap”
for the organization. Abundant information on S&H strategies and superior performance is
available from peer companies and colleagues, including from direct competitors. Benchmark not
only what is done, but how and by whom the work gets done in those organizations. Most
importantly, all organizations have a culture that guides policies and individual actions. Try to
assess this culture in the companies you speak with and benchmark because it is the strongest
influence in what gets done, how and by whom. Lastly, seek out the business results that have
been achieved, as a result of superior safety performance and culture. Industry groups, such as
American Society of Safety Engineers, ORC Worldwide, National Safety Council and Corporate
Environmental, Health and Safety Management Roundtable, all offer opportunities to openly
network and discuss your questions and issues with members, as well as with excellent guest
speakers and experts on the topics.

The Trane S&H strategy was defined by a three-prong approach and was worked in parallel:

1. astrong S&H talent and resource base.

2. apreventative S&H process and foundation, with pro-active leading metrics.

3. aculture where S&H is a company value, integrated into all business processes and decisions,
employees are actively engaged and leadership are driving progress forward.
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Exhibit 1. The Trane S&H Strategy

2. Define key actions over a multi-year timeline, expected results each year to drive your
strategy, and the leading metrics that will be used to measure your success

If S&H is to be considered similarly to other aspects of business, then your leaders and your
organization will need to understand what is being proposed and how will it get done in detail,
just like a proposed business plan. Multi-year timelines, at a minimum of three years, allow
leaders to see projected actions, investments and results, similar to a three to five year business
strategic plan. Lasting cultural changes take five to seven years to implement. So, it is wise to
think and plan ahead for several years. A maturity path tool is helpful for people to clearly see
what needs to be done, by when, how the actions cascade in maturity and will help to facilitate
the next levels of development.

Lastly, maintain a balanced view, considering actions for all aspects of successful S&H, like
S&H processes, programs, talent, S&H data collection and analysis, and the S&H culture, which
includes the roles of leadership, supporting business functions and employees.

Leading indicators allow tracking of the most important actions. They represent a measure of pro-
active activities and behaviors, rather than lagging results. A good scorecard will not only
facilitate this pro-active data gathering, but also its compilation for use at local sites, business
units and overall organization levels. Successes and opportunities can be quickly identified,
shared and worked jointly to minimize duplicate work and accelerate progress.

Without exception, I have found that superior safety is good business, both inside and outside of
Trane. A good safety culture results in not only safer, but more efficient processes, producing
higher productivity and quality results. Working within a strong safety culture, employees are
more open to find and fix safety and other problems, which in turn creates higher employee
morale and teamwork. Lower injury rates result in lower medical costs and the associated indirect
costs of absences. Better safety procedures and controls can also lower property insurance
premiums with loss prevention carriers. Lastly, good safety creates a competitive advantage, as
the company becomes a supplier with a stronger, healthier and more reliably present workforce,
and one which can more readily attract and retain talent. People want to work for a company that
cares about them.

If your organization has an overall S&H strategy and key annual actions, a more specific plan is
needed for business divisions and individual locations to guide and track specific actions at those



levels. Site and business cultures, unique operational issues and business challenges need to be
considered for a realistic and reasonable, yet challenging, action plan and timeline.

3. Define the appropriate leadership roles and responsibilities.

Expect the logical question from your leader of “What do you want me to do?”” Be ready with the
answers. First, a leader’s role is to execute the strategy throughout the organization. Within each
strategic element, they need to focus on providing education, tools and processes to the
organization, which will enable its people to learn, grow as leaders themselves, thrive as adults
and be successful in reaching new S&H goals. Leadership also needs to personally communicate
and demonstrate their own commitment to S&H. This is all very good, but still may not be
detailed enough to be a helpful answer to your inquisitive leader.

To help prepare for that specific answer, divide your organization into different leadership
(management) levels. For instance, consider these six levels at a company:

CEO and the senior management team like business presidents.

vice presidents of operations

site leadership and their direct report teams

front line supervisors

employees

business functions, like human resources (HR), risk management, engineering, information
technology (IT), communications and procurement.

A e e

Individual sites may have levels 3-6. This helps to recognize that successful S&H is not just a
leadership issue, but also how well S&H collaborates and integrates with all the business levels
and functions.

Now, think in terms of preparing a matrix as your organizational assessment and planning tool.
For each level of the organization identified above, specify:

1. what can be...
e the optimum role, responsibility and personal actions and behaviors to drive S&H.
e the overall culture characteristics that drive the right, safe behaviors, actions and
decisions of all people.

2. what is now...

e the current role, responsibility and personal actions and behaviors to drive S&H.

e the overall current company culture and business situation that influences peoples’
actions. Examples can be their personal motivations or “what’s in it for me” or
“WIIFM)”, comfort zones, company culture, normal roles, geographic culture, market
pressures and customer quality challenges, importance of learning in the organization,
and current basis for recognition.

4. What are your gaps?

From this matrix, you’ll see the gaps in roles, behaviors, actions, processes, the larger culture
issues and results. This will help you to then identify the most important issues to work first, and
the needed tools and training for each level. If your organization does not have an overall strategy




now, gaps can be measured from a desired strategic approach and culture that you have learned
from benchmarking other companies. If your organization does have a strategic plan, it is
important that this higher plan be translated into local actions, and tailored for the unique
circumstances at the business and site levels. Re-examine your leading indicators to ensure they
reflect the most important actions or desired behaviors.

At Trane, world class was identified in terms of performance rates of a total case rate of 0.7 and a
lost workday case rate of 0.07; sustained for a year; and successful implementation of our strategy
(culture, process and talent). Based on data gathering, interviews and site visits, gaps were
identified in culture, process and talent. Specific three-year plans were developed as guidance to
supplement the strategic “roadmap” and to address the largest gaps in our journey to world class
S&H. Three to four specific actions were then identified to consistently move the company
forward, and were included in the annual business operating plans (AOP). Individual sites and
businesses also had their own unique objectives, as needed. The roles and responsibilities of
leadership and other functions were better defined, focusing on how they each need to provide
education, tools and processes that positively impact S&H. Leading indicators were selected with
a focus on culture, initially highlighting employee and leadership active roles in safety
improvements and activities, and completion of basic safety programs. However, before we
began full implementation, there was one last question.

What do you do next? Ask yourself, as a S&H leader, are you
ready to be the leader that is needed.

The role and needed skill sets of the safety professional have changed to effectively lead and
coach their business and operational leaders. The need for a traditional role of “safety cop” is
gone, where safety is only compliance-based, the safety leader has full responsibility for safety
and deployment is enforced through discipline. Instead, the safety leader’s new role is a teacher,
guide and coach. Compliance and incident prevention is accomplished through developing a
culture of prevention, employee engagement and integration with business processes. Guiding,
motivating and influencing the leaders are critical to accomplish this task. So, influencing,
motivating and communicating skills become paramount to leading and guiding others to your
view and for helping them to take the needed actions.

Yet one personal attribute is perhaps over all others...a passion for what you do. A true passion,
even love, of what you do is the ultimate motivator for yourself and others. With a commitment
of the heart, you will make a stand, take a risk, do what it takes to change your world for the
better. Your passion will generate energy and enthusiasm in others too, along with your new great
ideas, noble principles, stretch goals, exciting challenges and a compelling vision for the future.
Others will be motivated to step away from their comfort zones and old paradigms to take new
steps and generate new ideas. It is a cycle that always works, as described in business leadership
staples like Good to Great,2 Leading Change® and Radical LEAP.* It is also the hallmark of
companies with superior safety performance, where the leaders and the employees are so engaged

2 Kotter, J. John P. Kotter on What Leaders Really Do. New York: A Harvard Business Review Book, Harvard
College, 1999.

* Collins, J. Good To Great And The Social Sectors. Harper Collins Publishing, Inc. 2005.

* Farber, Steve. The Radical Leap. Kaplan Publishing. 2004.



that they forge new ground together with the S&H leaders as a coaches. If this sounds too risky or
cliché, and if you’d prefer to do what you are told without confrontation with or challenge by
your leadership, then resign yourself to mediocre S&H performance and don’t blame the
leadership when they don’t step up as you would like them to. We are directly in this game, and
in fact, we have the play book.

At Trane, the S&H leaders initially reported into the HR organization. That was immediately
changed to have them report to the highest operational person at the business or site level. Two
important expectations were also set with the S&H leaders and their new business
supervision...no “safety cops” were wanted and safety is no longer the safety person’s sole
responsibility, it is everyone’s. We needed S&H leaders with good leadership, interpersonal,
coaching and motivating skills. As a result, some S&H leaders voluntarily left the company or
were asked to leave. Many, however, remained with renewed energy and were joined by many
new leaders hired.

Now you’re ready to gain or confirm your leadership
commitment

Remember to use the matrix that you’ve created, which highlights the WIIFM’s of your audience.
Focus on the “people” perspective and doing what is right, based on what the best companies in
the world have done in S&H. Be ready to provide the business value perspective too, if that is a
motivating point for your leadership. Remember, your leader is a person, and people get
energized to attack problems, especially if there is a sense of urgency, a mission worth achieving,
goals that stretch people’s abilities, a spirit of teamwork for a common goal, and a realistic
expectation that the team can succeed. YOU create this positive energy and possibility, again
based on your benchmarking and fact-finding.

If you need to, create your own burning platform for S&H excellence. Market or competitor-
induced challenges, a serious injury or troubling emerging trend, or very high medical, insurance
costs and absenteeism rates all create real burning platforms. A change in leadership is a prime
time to create a new sense of company/location purpose and challenge...to be the “best place to
work” or to be “world class in safety”.

At Trane, a new CEO brought a new vision and dedication to people. New company-wide
missions focused on “people make it happen”, and we wanted to be the “best place to work”
AND “world class in safety”. Safety is one element of a people-driven company. Top support was
also given to other human issues of ethics, integrity, talent development and wellness. The degree
to which safety and all of these initiatives succeeded in the company is due to the drive of the
functional leaders, alignment with the businesses, engagement of all employees, and provision of
clear strategies and tools to help the businesses succeed.

Make it clear, easy, and desirable for your leaders to succeed

Now be prepared to help your leaders. You are the S&H leader, teacher and coach. Using the
same matrix described earlier, you have identified the cultural gaps, the education and tool gaps



and the business process gaps, all of which need to be newly created or revised to better promote
safe behaviors, decisions and results. These business processes span all functions of HR,
engineering, operations, procurement, security, I'T and communications. So engagement and
ownership of the challenges, and the solutions, will only result from teaming with these business
partners.

Make it CLEAR

First, people need to clearly see the new vision. The strategic roadmap is necessary to help people
understand what is being sought, why, the timeline, needed actions, and their personal role and
responsibilities. Clarify those actions or behaviors that are mandatory, and those actions that are
optional as “good ideas”. The use of respected outside speakers adds credibility to your strategy
and plans, especially when meeting with the higher leadership levels. Address the impacts of
company culture on the strategy, and that some things that hinder the strategy will need to
change. Geographic culture is a strong factor to also take into account, not changing it, but
adapting and weaving it into the new vision and plans. Lastly, that you are here to help them with
new tools, coaching and guidance.

At Trane, a strategic roadmap and timeline, overall steps in pursuit of the strategy and specific 3-
year action plans were developed. The first company-wide action was to communicate and
educate all employees and leaders in the new way that S&H will be addressed in the company.
We needed to change the way the senior leadership viewed the business value of safety and to
clarify a new leadership role of owning safety and driving the needed actions, as part of business
success. Likewise, employees needed to see their new role and personal responsibility in safety
too. Nine modules were internally developed, for each different level and function of the
company, and translated into seven languages. However, the core messages of all modules were
the same...safety is a company value, the characteristics of a superior safety process and culture,
our company’s new strategy to pursue world class safety and each person’s new role. All 60,000
employees received such education, aiming to overcome geographic cultural barriers and old
paradigms of safety. After this introduction, roles and responsibilities of leadership and
supervision were outlined in personal objectives. Needed S&H actions each year are included in
the goals and objectives of business’ annual operating plans (AOP) and tracked with leading and
lagging (incident rate) indicators.

Make it EASY

The objective is to make it easy for people to do the right thing, all the time. If it is not clear or is
too hard or complicated, it won’t get done well or at all. Making things easy can be done in many
ways, which are described below. Integrating S&H issues and considerations into existing
business processes helps to ensure that S&H culture progress will be sustained, especially in
times of business challenge and change. Lastly, always recognize global geographic implications
and cultural nuances when creating a company-wide safety culture or deploying new sets of
policies and procedures.

Programs were developed at Trane to facilitate the desired actions, behaviors and results:

e Roles, responsibilities and accountabilities are tracked in two ways:
o Program accountabilities and progress are tracked by reviewing the status of the annual
S&H plans on a monthly basis with the business and site leaders, and on a quarterly basis
with the CEO and business presidents. S&H is also reviewed as part of the businesses’ qtr



reviews of their business AOPs. Success is measured by a series of leading and lagging
(incident rate) indicator metrics, tracked at the site level and are based on red-yellow-
green criteria. See Exhibit 2 below for an example of a company-wide leading indicator
scorecard, which is reviewed in detail on a quarterly basis.

o Successful accomplishment of personal roles, responsibilities and behaviors are tracked
in the performance reviews, using the HR processes and tools, with the integration of
S&H. Safety actions are included in personal objectives and assessed in performance
reviews and annual incentive programs, as well as reviews with the CEO.

e S&H issues are integrated with other HR processes, such as recognition and reward,
discipline, new employee hiring, new or transferred employee training and new leaders
training.

e S&H issues are integrated with HR and risk management groups with enhanced case review
and management; restricted work program for occupational injuries and illnesses and more
recently with non-occupational injuries and illnesses.
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Exhibit 2. Example of a company-wide leading indicator scorecard, reviewed quarterly.

e SHE issues are integrated with operations and service activities, focusing on process, work
task and equipment changes, material handling, non-routine work, maintenance and vehicle
driving.

e SHE issues are integrated with engineering for product changes, identifying safer and more
ergonomically-sound product and work task designs for our manufacturing plants, service
activities and our customers.

e S&H basic safety programs and ensuring critical procedures are in place to successfully
manage our highest risks.



Likewise, specific tools are developed for leadership to further facilitate the needed actions and
attention to S&H:

Leaders tool kits provide scripts and tips for 27 different areas, including techniques for site
leaders, supervisors and employee engagement (skip levels, culture assessments, town halls,
suggestions/feedback loops); and for specific behaviors and personal actions the leaders can
take (to better “walk the talk’).

Supervisor training, designed to target their unique role and practical knowledge and tips for
them to use to drive S&H with their employees.

Different approaches used to clarify and explain leaders’ roles, such as sponsor-
communicate-integrate safety.

Guidance of the key leadership actions, which address the most significant root causes of
culture gaps and provide the biggest return for investment of time and effort.

Safety and business tool linkages, as in six sigma, lean, kaizen events, management of change
process, communication methods, new product design reviews, budgets, capital expenditure
reviews and action plan tracking systems.

Personal coaching sessions held with leaders at all levels, including peer meetings for sharing
of best practices in personal demonstration of drive and commitment to safety, culture and
management of change.

The use of leading and lagging indicators on local scorecards to quickly track progress,
successes and gaps.

Annual global S&H workshops, where S&H and business leaders meet together to share best
practices and to improve their local S&H culture and their mutual leadership roles.

Enhanced system-based root causes and results from compliance audits and management
systems reviews to better understand accident trends and identify appropriate corrective
actions.

Mechanisms are in place to keep a focus on S&H even during challenging business times:

The use of a meeting mechanic tool, called “SPACER”, so that safety (the “S”) is discussed
first in all meetings

Business planning elements of AOP, timing cycle and budget setting process.

Capital expenditure process and S&H project reviews

S&H accountabilities for actions, behaviors and results are tracked in performance reviews
Communication methods with employees, like skip levels, town halls and well established
web and written communication mechanisms from the CEO, business and site leaders

S&H education and workshops continue to be held, with business and site leaders attendance
S&H issues and considerations are integrated into 13 core business processes.

Make it DESIRABLE

S&H goals, objectives and personal behaviors are incorporated into personal objectives, which
are included in the performance reviews with senior leadership and the CEO. The results directly
impact bonuses and incentive compensation of leadership levels, as well as future advancement.
Discipline, to the point of terminations, with leaders has been used for blatant disregard for
employee safety.



At the company level, annual Trane S&H awards are given to sites which most successfully
accomplish annual safety goals and meet their annual safety rate objectives. Ninety percent (90%)
of the scoring is based on the pro-active actions in process, culture and talent, with only 10% due
to accomplishment of the rate objective. Also, annual business awards are given for superior
business, quality, customer satisfaction and safety performance. On a more frequent basis, sites
are noted in weekly S&H letters from the CEO, which exemplify the desired leadership
behaviors, employee engagement and resulting good safety performance.

Conclusion

“At the end of the day, you bet on people, not strategies.” This is true, whether referring to
business or safety excellence. We’re betting on our business leaders, at all levels, to do what is
needed. However, it is up to us, as safety leaders, to become the leaders that we need to be, so
that we can partner with our businesses leaders so they may become the safety champions that
they need to be.

Safety is everyone’s responsibility. Our role is to help our leaders, and every employee, realize
their roles and to successfully meet their responsibilities. Provide leadership and offer help in the
context of:

e Set out a clear, simple strategy to guide people’s actions and decisions.
e Make it clear, easy and desirable to make safe choices and to follow the strategy.

e  Work with all business functions to design and create the education, tools and processes to
facilitate making it clear, easy and desirable to make the safe choices and to follow the
strategy.

e Be positive and passionate.
e Be patient, but persistent.

3 Larry Bossidy, CEO, AlliedSignal. Tichy, Noel. The Leadership Engine, Building Leaders at Every Level. Plano, TX.
Pritchett Rummler-Brache, 1998.



	CD-ROM Title Page
	2009 ASSE PDC Preview
	Copyright Notice & Disclaimer
	Foreword
	At a Glance
	Table of Contents
	Concurrent Educational Sessions
	OSHA construction Partnerships: A Case Study on the Value and Benefits
	The Sarbanes-Oxley Act for the SH&E Professional
	Mixing Water and Prevention Through Design
	Preplanning for Rescue at Height The Next Step in Your Managed Fall Protection Program
	Interpersonal Intervention for Injury Prevention: Practical Evidence-Based Strategies for World-Class Safety
	Wellness Inside: Intel's Health and Wellness Program
	Overcoming the Conflict Between Safety and Production Using Risk Management and Behavioral Safety Principles
	Systemic Incident Analysis - Using The Four-Phase Process
	Weaving a Safety, Health and Environmental Vision into the Bottom Line of the Business
	The Roles of Managers, Supervisors and Safety and Health Professionals for Maximizing Safety & Health Performance
	Positive Effects of a Fall Protection Program: A Case Study
	The ART (Assessing Risks Technique) of Injury Reduction
	The Underlying Power of an Effective Electrical Safety Program
	Engineering Principles for Safer Design
	Improving Safety Through Behavior and Gas Exposure Tracking
	Designing for Construction Worker Safety - Recent Activities and Available Resources for Designers
	The Magic of Safety Communication and Fun Safety Meetings
	The 30 Second Rules for Handling Hazardous Material Releases
	Best Practices in Ergonomics
	Protecting Critical Infrastructure and Personnel
	Global Safety and Health Briefing
	Avoiding 12 Common Mistakes in Slip, Trip and Fall Prevention
	Will Your Substance Abuse Program Manage the Risk and Defend Your Case?
	Beyond Compliance: Breaking Through to the Next Level of SH&E Excellence
	Riding the Green Wave
	Safety and Health Consultant Roles: Being the Best at Your Game
	Benchmarking - Finding Out What You REALLY Want to Know!
	The Limitations of Metal-Clad Enclosures to Protect Workers from Electrical Arc-Blast Hazards
	"COPE" & the "Rules of Engagement" - How Construction, Occupancy, Protection, Exposures and Fire-Fighting Tactics Affect the Outcome of a Fire Emergency
	Development and Implementation of Effective Driver Training Programs
	Incorporating a Rescue Plan into Your Fall Protection Program
	Introduction to Basic Scaffold Safety
	Career Success: Lessons Learned from a new CSP Salary and Demographic Survey
	Ergonomic Leadership: Motivating and Developing Ergonomic Behavior
	Effective Evacuation Planning and Preparation for Facilities
	Staying Safe While Making Money: A Discussion of the Award-Winning Safety Program
	Safe-ing History
	Objective Auditing Techniques to Control Slips and Falls in Restaurants
	EHS Management Systems: Trials and Tribulations on the Road to a Leading Indicator
	Motivating Leadership for Safety Excellence: What Really Works
	But Does It Really Work? Using Performance Technology for Safety Results
	Implementing the OSHA Voluntary Protection Program (VPP)
	Debunking the Training Myth: Why Most Safety Classes Don't Work and What to Do About It
	The Best Use of Lockout/Tagout and Control Reliable Circuits
	How Do You Provide Fall Protection in a Wind Tunnel, and Other Odd Locations?
	Reducing Stress Related Violence at 70 MPH
	La fuerza laboral latina en España y EEUU: Situación presente y programas diseñados para emjorar sus condiciones de seguridad y salud laboral
	Flame Resistant Clothing: Statistics, Standards and Safety
	Construction Can Be Hazardous to Your Health
	SH&E Metrics: From Compliance to System Improvement
	Anhydrous Ammonia - Health and Safety Issues
	Safety to the Rescue?
	Safety and the Law
	International Professional Safety Practice: A Comparison with U.S. Practice
	The World Is Not Flat... Controlling Workplace Risk
	The Aging Workplace -  It's Not Just Ergonomics, Or Will You Still Need Me, Will You Still Love Me, When I'm 64?
	Achieving Optimal Safety Results by Managing Change with Interpersonal Skills
	Creating a Safety Culture in a High Reliability Organization
	In-Vehicle Technology: Managing Crash Risk Before the Crash Occurs
	Gas Detection Technology in Confined Space
	The Competent Person: Duties for Excavation
	Assessing Best-in-Class - What Drives Superior Safety Performance?
	Proven Strategies for Implementing Change
	TSCA Chemical Recordkeeping and Reporting
	An Effective Facility Security Plan
	Designing an Emergency Management Program Utilizing Lean Six Sigma
	Hazard Awareness, Recognition, and Control: So Why Don't You Have Time to CHAT?
	NIOSH/NORA: Why Safety and Health Professionals Should Be Interested in Work Underway at NIOSH/NORA
	Emerging Issues: Navigating "UFOs": Unidentified Foreign Objects
	Foundation for Safety Excellence
	Near Miss Reporting: The Forgotten Piece for Sustainable Safety Cultures
	Continuous Safety Improvement - A Successful Case Study
	Transform Your Safety Culture: Perception Through Continuous Improvement
	Fall Protection Training: Get What You Need
	Dynamic Modeling - An Approach for theDesign of Loss Prevention Programs
	Investigating Slip, Trip and Fall Mishaps
	Effective Methods of Managing Contractor Safety to Minimize Risks and Legal Liability
	Taming the Roller Coaster—Resilience in Action
	Productive Incident Investigation of Strains, Strains and Pain
	Safe Practices for Traffic Incident Responders
	Green Beans and Ice Cream: The Definitive Recipe for Employee Engagement, Motivation and Recognition
	Health Education and Wellness for EHS Practitioners!
	Preventing and Managing Workplace Violence: An International Learning Perspective
	Identity Theft - Actions for Detection, Prevention, Redemption
	Enterprise Risk Management Profiling for H&S and Fleet Risk Managers
	Creating Sustainable Leadership Drive and Commitment for a Safety Culture
	"Your Actions Speak So Loudly I Can't Hear a Word You Said"
	Auditing Compliance with Work Permit Procedures
	The Compelling Display of Health & Safety Data to Achieve Desired Decision Making
	Teaching or Preaching... Why Stories Can Improve Safety Training
	Dust Explosion Hazard Assessment and Control
	Compressed Gas Cylinder Safety
	Qualified Person Duties to Create a Fall Protection System Meeting ANSI Z359
	Near-Misses: What Do They Mean to Management?
	Cuasiaccidentes: Qué significan para la Gerencia?
	6 ½ Simple Tools to Prove Value, Gain Cooperation and Save Lives
	@ Your Service: Greening Your Company and Creating an Environmentally Sustainable Culture
	Ergonomics Risk Assessment: Determining When, Why and How You Should Perform One
	Creating a Culture Where Employees Own Safety
	Mold Inspections - The Hurdles of the Site Professional
	Designing Safety in... and Keeping It There!
	Start Rolling the D.I.C.E. on Your Safety and Risk Management Projects
	The Essence of Safety - Do You Really Know Safety?
	Achieving Optimum Productivity from an Aging Work Force - An Integrative Behavioral-Based Injury Prevention and Wellness Program for Safety Professionals
	Increasing Our Safe Work Habits at the Beliefs Level
	YES YOU CAN... Conduct Your Own Safety Perception Survey
	No Reading or Writing Required: Safety Training Activities for Everyone
	Electrical Safety Breakdown: An Investigative Method for Electrical Events that Will Save Lives
	Fact vs. Reality: Common Myths About Driver Safety & Vehicle Crashes
	Bridging Cultural Differences
	Risk Assessment of Alternative Fuels
	Ergonomics-based Methods of Inspecting, Assessing and Documenting Environmental Sites of Injurious Falls
	Emergency Management Is Rocket Science
	Individual Fit Testing of Hearing Protectors
	Nanotechnology: Health & Safety Exposure in a Shrinking World
	Risk Management for Subcontractors
	Leading Measures of Safety Performance
	Culture: The Only Way to Get to Zero
	Separating the Wheat from the Chaff - An Analysis of Safety Management Strategies in 2008
	Training Evaluation Methods: Who, What, Why and HOW?
	A Previously Unidentified Failure Mode for Ladder-Climbing Fall Protection Systems
	Protecting Your Investment to Ensure Business Continuity
	The Bumpy Road to Success: Reducing Fleet Accidents
	Web-Based Technology: Your Competitive Advantage for Global MSDS Management
	Relational Leadership in an Electronic Age
	Managing the New Asbestos Risks: Amphiboles Minerals and Soils
	Ergonomics + Lean Manufacturing = Synergy for Workplace Improvements and Performance at Genie Industries
	Community Emergency Response: Have You Met Your Neighbors Yet?
	Adding Diversity Awareness to Your Leadership Skill Set
	Healthcare Practice Specialty Concurrent Session Forum
	Environmental Health & Safety: A Leading Influencer in Corporate Risk Mitigation Strategies
	Safety: Global Challenges, Solutions and Best Practices
	A Risk Management Approach to Public Sector Worker's Compensation
	VPP: Leaders in Safety and Health Excellence
	Safety Heroes and the Actuary's Chamber of Secrets
	I Changed a Safety Culture and It Nearly Killed Me!
	Safety Management - Benchmarking Safety through the Safety Perception Survey
	Safety Is Killing Business
	Avoiding Common PHA Mistakes
	Construction Owners Safety Blueprint
	The New OSHA Crane Safety Standard
	Surviving in the Courtroom
	International Challenges in Environmental Compliance, Auditing, and Supply-Chain Sustainability
	How to Reduce the Other Two Thirds of Your Back Pain Losses
	Creating a Safe Work Environment for Emergency Medical Service Workers
	How to Build a World-Class Manufacturing Capability: Creating a Workplace Free of Injury Must Start at the Top
	The Global Harmonization Standard--An Overview
	Applying Success Principles to Risk/Safety Management
	The Balanced Lean Sigma Scorecard
	Why Safety Efforts Fail: Four Serious, Common and Persistent Mistakes in Safety Management
	De-Mystifying Organizational Culture for the Safety Professional
	Safety Training: Compliance or Excellence?
	Upcoming Changes to ANSI Standards on Head and Eye and Face Protection
	Practical Approach to Risk Assessment and Risk Reduction
	RFID-Based Safety Management of Powered Industrial Trucks: Safety Technology that Delivers Real ROI
	Can Ergonomics Effect Efficiency and Productivity in the Construction Industry - Is It a Fallacy?
	The Safety Profession: The Challenge for the Future
	Inspiring Behavioral Change
	Call to Action! Addressing Workplace Reproductive and Developmental Hazards
	Removing the Barriers to Achieve Excellence in Global Safety Performance
	How to Plan for an OSHA Inspection
	The Art and Science of Predicting Accidents
	Improving Your Safety Performance with Intelligent Use of Data
	"When the Safety System Fails the Worker: Did We Do Our Job? A Case Study"
	The Changing Face of Safety
	Creating a Zero Incident Safety Culture: A Case Study
	Evaluating the Effectiveness of Safety Leadership Training: A Case for Evidence-Based Leadership(TM)
	The 2007 ANSI Z535 Standards - A New Era for Facility Safety Signs and Product Safety Labels Begins
	Causes of Electrical Safety Incidents
	Using Video Technology to Dramatically Improve Your Fleet Safety Results
	Comprehensive Risk Assessment: Solutions for Management Insomnia

	Fundamentals of Safety and Health Program
	Fundamentals of SH&E: Overview of Regulatory Compliance 101A
	Fundamentals of SH&E - Hazard Identification and Control 101B
	Fundamentals of SH&E - Workplace Health 101C
	Fundamentals of SH&E -Environment 101D
	Fundamentals of SH&E: Basic Risk Management 101E
	Fundamentals of SH&E - Fire Protection 101F
	Fundamentals of SH&E: Basic Safety Management 101G


	Help
	Print
	Search
	Exit

