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Culture in HA Standards 5™ Edition @) 4

HA

Open communication &

empowerment Living Organization
I-5.2 21 (1)

High performance

High Performance Organization (HPO)
I-5.2 21 (1)

Safety Culture High Reliability Organization (HRO)
I-1.1 a (3)

People-center /

Customer-focused Culture
I-1.1 a (3), I-3.1 n (1)

Learning Culture
I-1.1 a (3), I-4.2 21 (3)

L. Learning Organization (LO)

Improvement Culture
I-1.1 a (3)
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A Safety Culture

® Learning Culture
¥ Informed Culture
W Just Culture

“ Flexible Culture

Reporting Culture

@0 S Civil Air Navigation Services Organization (CANSO). Safety Culture Definition and Enhancement Process. 2008
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Multidimensional Concept of Patient Safety Culture @ } £a

Teamwork & Psychological Safety

communication Diversity
ST -1 m @
Compelling Leadership
vision I-3 Patient/ 16

Customer Operation Human factors

Patient & family System improvement

B Vi

Organizational Learning

Blue: WHO Global Action on Patient Safety
Green: NHS England
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HA

positive RESULTS
create new EXPERIENCES
Experiences ™
6:( EXPERIENCES .
change BELIEFS > Beliefs |
new BELIEFS -
drive ACTIONS AClions i
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CULTURE PROCESSES

(People Power) (Process Power)

SUSTAINABLE CHANGE >
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A fly image at the bottom of a urinal =
has been proven to improve men's
aim, leading to lowered cleaning
costs.[16]
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Behavior Trust,
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Leading a Culture of Safety:
A Blueprint for Success

AmericanCollege of IHI/NPSF Lucian Leape Institute
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Safety Culture Characteristic

Nationa

Attitude & Value

. Clear expectation
. Contribution
Long-term success
Openness

Share information
Communication
Self-critical
Corporate identity
. Clear goals
10.Diversity
11.Safety is investment
12.Relationship
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Safety Culture Characteristic

Organizational Policy

1. Creative tension
2.Training

3.Learning

4.Root cause

5.Safety is top priority
6. Investment for safety
7.Commitment

8. Top-level commitment
9.Intention for change
10.Systematic approach
11.Timely & efficient
12.Competent staff
13.Clear role & responsibility
14.Work environment
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Safety Culture Characteristic

Employee Behavior

1. Accept responsibility

2. Participation, collaboration
3.Engage

4.Proactive

5.Challenge assumption

6. Mindfulness for failure
7.Feedback for change

8. Performance (better than require)
9. Reporting
10.Knowledge-based
11.Adherence to procedure
12.Attitude of questioning
13.Raise issues with comfort
14.Stop work if unable
15.Support each other
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Safety Culture Characteristic (&

Nationa

Management Behavior

Listening to frontline’s need

Support idea for improvements
Communication

Confront with poor performance
Positive response

Lead by example

Give credit to staff perceptions
Motivation, reward & recognition
Empower

10 Discipline
11. Real work
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Situation Awareness
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Preoccupation with Failure
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Sensitivity to Operation

ladan1ssujumed)innIs

£

¥
4 +

z /
P} 3

%

7
L7
e

HA



Deference to Expertise
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Reluctance to Simplify
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(1) Result driven
(2) Nudge Theory (MufaznangAnIsy)
(3) Culture Hacking (1L31¢3n88UIRIUTTTH)
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Informed Culture
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Flexible Culture
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Reporting Culture
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Learning Culture
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Learning From Incident @ 4

2. Team Reflection
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Proper Risk & Incident Management by Level of Errors

CPSI/WHO NCC MERP Index Proper Management . Am
._ Apply risk register Proactive risk management

Select serious potential harm for Prevent serious potential
Near miss harm

No harm Reach, no harm Select high frequency errors for RCA
Reduce frequency of errors
incident D Require monitoring Try to create a culture of AAR
E  Require intervention AAR & mindfulness review
Concise or comprehensive RCA ,
Require hospitalization P Effective error prevention

incident ermanent harm AAR & mindfulness review arly .e ec.pn 9 errors

. Intervention to sustain life WdgeJel=ls mltlgatlon Effective mitigation

ENEEE """

NCC MERP = National Coordinating Council for Medication Error Reporting and Prevention
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Safety Assessment Matrix AUN15LABNI5N1911 Incident Analysis

Comprehensive Incident Analysis

VAN : :
Comprehensive or Concise
Incident #i1in RCA auwd Tamaiastoasudiungs el 28 el L
21alsidiagrin RCA 3n PN Concise
usisianiuluvinnsusudsasnasnsilosduiay Incident Analysis or
Learning from Defect

AAR & Mindfulness Review

—mm
Multi-incident
. Frequent I
Analysis
Fairly frequent (likely) ——
lanaining Occasional/possible —

Infrequent/Unlikely —

Remote/rare

2
2

R =R = N
R R R R R

2
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uw.a‘hbf@njﬁ qn"qaqa (21 ﬁqm 81 2563) ‘ﬂ%'uﬂﬁgdmﬂ Canadian Incident Analysis Framework & VA National Center for Patient Safety



Just Culture
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The Just Culture : Accountability of Our Behavior |

Human
Error

Inadvertent product of
our current
system design

Manage through changes in:

Processes
Procedures
Training
Design
Environment

Console

At-Risk
Behavior

Choice of risk believed to
be insignificant or
Justified

Manage through:

» Removing incentives for
at-risk behaviors

» Creating incentives for
healthy behaviors

» Increasing situational

Reckless
Behavior

Conscious disregard of
substandard &
unjustifiable risk

Manage through:

« Remedial action
« Disciplinary action

awareness
Coach
1 g
Acceptable | Unacceptable

David Marx, Outcome Engineering President
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No Blame Culture
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Fearless Culture
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Culture and Patient Safety

Psychological safety
- Definition: people’s perception of the consequences associated with taking
personal risks

Healthy Culture

- Psychological safety Encourage staff to raise Concern are
- Organizational fairness concerns and welcome it acted on
- Transparency
- Mutual respect is ke
i ! Encourage feedback and Feedback
- Professional tone of _ — R
Eoh unication treat with respect are acted on

- Flattened hierarchy
between disciplines

- Management of
disruptive behavior

Mayo Clinic

Cerebrate and praise new _ Psychological
ideas Safety




How to Build Psychological Safety

HOW TO BUILD PSYCHOLOGICAL SAFETY

/ Humility

Framing the work builds shared understanding of
the complex, uncertain, novel nature of the work,
making it clear why everyone's voice matters.

I.l | L o

Frame the
work

Invite Inviting engagement is about asking
engagement good questions and seeking diverse

,-i. ” ll .!
| III ] perspectives
! \; ‘ A/
S Empathy

Respond Responding productively means
productively | @ppreciation, listening, and focusing
forward.

a al

515914 Psychological Safety

* Frame the work (finuayuuoIsion) TdauuauionaousL (humility)
¢ AsAnuaNNNasianuas ANt lasNsesTINN Arosnuiigudoun Tluiuou waduln
o vihlksaruinvih ludsswowmnauiafinnudday

+ Invite engagement (1 Beyvnuidadusu) Toanuesnngosnniiu (curiosity)
¢ GIANMNAY LAzLANNNNNDIAANNTANY

« Response productively (sovao0t9a919855/)

o uaaAn sue desiulughaniin

Amy C. Edmondson



How to Build Psychological Safety

Respond Productively

RESPOND PRODUCTIVELY

“Once an RN dropped a vein graft
on the floor. She spoke up, and
[the surgeon] didn't say a word.

‘ He just made another incision.

1

l

1

) wmln

A
W

Maybe a millisecond was lost.

- £ ‘ \.
\
No yelling or screaming. He didn't < \
need to. She knew she'd made a -

mistake."

MOUAUDIDENNASNATTA

o flowsnunavin vein graft anasiinu 1saf Inaseanun uaz (Fasunwnd) A Lilswaeslsdnd uAasiadaunaln
¢« guiflouandonan Wiis 1 duriuiund

o« Lifidsemzlnusiodn wnwne lisuludesin wonunasudriniselsvinanuianais

« {ifia non-threatening environment Gszuidosio flow of information

«  Hihwaswininasio psychological safety wasiinnu specific interpersonal moves nsnszvinmanilazgasNy
useqdla windranuddrypes input YasaNBnAUdU LaranANNLANENIDRINAISIUNAN T UTiN

Amy C. Edmondson


file:///C:/Users/Anuwat/Downloads/Speaking_Up_in_the_Operating_Room_How_Team_Leaders.pdf

Types of Failure, Just Culture, & Serious Events

Just Culture

At-risk behavior
-> Coach

Human error
-> Console

Reckless behavior
-> Punish

Cr: David Marx (just culture)

Serious Reportable Events (SREs)

W o =i
WunsassvininAsussauny

Sentinel Events All GHI
anuFumaitlossuld | anudumanidusdon ANMHUINMAVBIURAA
(Preventable Failure) (Complex Failure) (Intelligent Failure)
=Mistakes =Accidents =Discoveries

-ANSHADUSH -AMPNATEVANUANINAY | -AITIALIRADIANNANIAY
-AMsHnaUsNDn ANAANUNNNDY -sadnsuANuANIAAY
-AMsUsulsenstuIung -M55:uUAIA 896104 -mMsiensinanifaduluiBidniie
-msoonuuUsUUlny INNTNIDLANTEN fumiipifidomsvinaulusunan
-msadlusmnnvingnge -AsUsulsessuy -srauANDINovnANNAg UM
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Cr: Amy Edmondson (types of failure)
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CULTURE DESIGN CANVAS®

Design a workplace culture that propels you into the future.

jo we collaborate and

DECISION MAK]NG

How

MEETINGS

convene? (Synchronously and asynchronously)

NORMS & RULES

How do we clarify expectations

without hindering autonomy?

Fearless Culture Design Canvas
Gustavo Razzetti

https://www.fearlessculture.design/blo
g-posts/the-culture-design-canvas

Copyright @

PRIORITIES

Select the top

VALUES

f What do we believe in?

A\ PURPOSE

Why do we exist?

g e
BEHAVIORS

What behaviors do we punish?

Gustavo Razzetti 2016-2023 V 2.1 You can use but not modify this tool
This work is licensed under the Creative Commons Attribution-NoDerivatives 4.0.
To view a copy of this license, visit: http://creativecommons.org/licenses/by-nd/4.0/.

FearlessCulture

hree cultural priorites using ev

Designed by Gustavo Razzetti

Team name:

en over statements

What behaviors do we reward?

Date:

RITUALS

FEEDBACK

How do we help each other learn and grow?

PSYCHOLOGICAL SAFETY

ve make people
courageous conv (_I

r do we encourage
entation?

| welcome? H
ons and e

www.fearlessculture.design

Fear|ess
Culture
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