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- Trust refers to positive expectations about others. Trust is
based on beliefs but also on intentions to act. It can be
diffrentiated between two fundamental types of trust:
functional trust (explicit; looking for reasons to trust) and
relational trust (implicit; based on benevolence). Determining
factors of trust are: cooperation, predictability, competence,
care and fairness. Trust has a positive effect on safety and
health at work. (3% W74 7}&)
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KOSHA R|2|XI=

=Meeting Schedule=

% (g &rpcuy,
KOSHA & Wiszensimpuls AtesdentlnStirance

KOSHA-DGUV Follow up project on

"Trust as a leading indicator for a culture of prevention”

Meeting Schedule in Dresden, 13 — 14 December 2018

Participants: Kim Kyuregwoo; Chei Yoon Seck; Bollmann Uirike; Grundier Robert

Date Tirre Contents {withh examples) Mote
13m2 1 3:00~15:00 = The progress of research in this year Ve shall spencd
o DGUW some time on
arulyring the
o ROSHA

coemmonalities
= Comparison of research appreach and autcame ard differences

= Agreement on the outcomee for the Dresden Meeting | between our
‘oeganizations

appraach ta
retearch
1500 ~1700 + Clarification of our understanding of trust Ve shall  spend
e Operational definition of trust in OSH Tome tnc o
peper

o Trust framework st

= Clarification of the relationship between trust and | ssch rust Faoes
OsH

+ Comiparison of trust factors in each arganization

o Work on a common understanding of each trust
factor

14712 | 09:00~1200 » Reflection en the outcome of day ane
& Work on common draft items based on the diraft

terms of each orgamization

13:00~approx. | « Self-euvaluation of the draft items That’s & grest
1 &:00 » Mext steps Een We-iardo
it Either per

o How to contact the workplace i b
Survwey method i mined growps
Internaticnal expert meetimg arud may be

How to analysis the data st gy the

5 factors between
How to writee the research report

o o oo

=

e When we need to meet again

= Miscellaneous




Progress of Research by KOSHA in 2018

1. Literature Review

o The background of trust research

o The study of trust has attracted attention in various disciplines such as business administration,

sociology, psychology, economics, etc. Especially, it has been regarded as social capital and also

has been studied in political field and public administration.

o However, trust has a kind of tendency to take a psychological approach as an abstraction

(constructive) concept (especially, organizational behavier and organizational theory).

o Existing definition for trust in general

o To define the constructive concept of trust and to develop an indicator, the researchers of KOSHA

have looked at the general definitions of trust within the organization through literature review.

o Classification by individual, behavioral, and psychelogical perspectives

Q

Individual (personality) perspective: It was conceptualized trust as a stable and persistent
personality trait formed through the early experiences of life. In this perspective, the concept of
trust is divided into dispositional trust and generalized expectation.

= Behavioral perspective: It is defined by mutual beliefs that occur when another person shows
faithful behavior as a kind of external behavior.

* Psychological perspective: |tis defined as a willingness to take risks and to believe in others for
cooperation even if there is uncertainty based on positive expectations about the other's actions
and attributes.

* Multidimensional Perspective
- McAllister(1995); Affect-based trust / Cognitive-based trust
- Lewicki & Bunker{1995): Calculus-based trust / Knowledge-based trust
- Rousseau et al {1998): Deterrence-based trust / Rational-based trust / Institution-based trust

* The main concept of trust in the context of organization
- Mayer et al.(1995): Regardless individual can moniter or control the other, the willingness to

acceptvulnerabilities of someone based on the expectation that someone will do certain actions
that are important to me.
- Heimer(2001): To believe that others will not bring harmful conseguences to their interests in
a risky situation in connection with my interests and trust their own interests to others.
- Rousseau et al (1998); A psychological state that includes an intention to accommodate
vulnerabilities based on positive expectations of another's intention or behavier. These

definition has two aspects like intention and belief. => 1) The ascendant factor of trust can be

_12_



reflected a set of 'beliefs’ of trustee 2) Trusting actions can ke reflected the 'intention’ to
accommodate vulnerability.

- It is based on the interest. / vulnerability, uncertainty. / Trustee do not oppertunism behavier
due to influence of trustor.

- The combination of interests, dependency stuations, and commitments that correspond to both

personal judgment, the nature of the relationship, and the social and structural characteristics.

o Trust refationship or trust process
* Providing trust te the trustee is related to give up the control of trustor to trustee, although the
trustee may actin a negative manner and may be harmful effect to trustor.
* Trustor's willingness to accept vulnerabilities in trust relationships is known to evolve into
positive expectations for Trustee.
* Trustworthiness
* The quality of trustworthiness can be divided by ability, integrity, benevolence(Mayer et al.,
1995).
- ability: Ability is about the capability to safely accomplish tasks and roles.
- integrity: the openness and honesty involved consistency with safety value and safety behavior.
- benevolence: Pay attention to ensuring the welfare and safety of others {Colguitt et al., 2007)
- Positive expectations in the above three concept sets can be an impoertant role. Commitment,
sharing, and engagement can be also increased, when there is positive expectation.
* The redefinition and factors of trust
* Key factors affecting trust in the relationship between Trustor and Trustee
- Trustee to Trustor: consistency, responsibility, protection, honesty and cpenness, benevolence
- Truster to Trustee: Performance competence, consistency, responsibility, honesty and
Openness
- Synergistic Factor: shared responsibility, reciprocal relationships, predictable positive
expectations, good faith
* Relationship between trust and trustworthiness
- trust: Posttive perception of the other party and intention to take vulnerability to the other party
ikey factor)
- trustworthiness : the characteristics of the other party that influence the construction of the other's
positive perception(ability, reciprocal relationships, integrity, openness eic)
- Discuss whether trustworthiness is a kind of concept of trust or an ascendant factor (different by
scholar)
- Recently, the argument that trustworthiness should be regarded as a leading factor of trust is
being persuaded; As a result of meta-studies, a simple positive perception of the other party's

affiliation i1s possible without risk. The intention to expose the vulnerability to the other party is
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different.
- The relationship between trust and distrust
* The factors based on organizational trust
- Hart, Capps, Cangemi & Cailoust(1986): Openness, consistency, sharing organizational value,
autonomy
- Mishira & Morrissey(1990): Open communication, participation in decision making, sharing
important information, sympathy
- Levering(2000): Integrity, individual respect, fairness, pride, fun
- Lee(2003): procedural justice, organizational capacity, recognition and growth opportunities,
consideration, morality, fairness of distribution, social contribution (Korean workers)
- Lim{2004): Self-esteem, organizational atmosphere, personnel fairness, executive capacity,

and care of workers (Korean workers)

* The main feature of trust

- Dynamics: increase or decrease depending on time

- Irrelevance: difficulty in recovering if it is withdrawn

- Transactional: Exchange various types of resources

- Mutuality: existence of trustor and trustee

- Emotional effect: sometimes itis unconditional {blind) so when trust is broken, emotional impact
and wounds can be affected.

- Implicit: action based on mutual consent, even if not explicitly expressed

_14_



2. Open-Ended Questionnaire

o Participants

o 141 person who are 48 safety and health manager, B0 common employees, 13 employees of
safety and health private organization. {Survey: April ~ August, 2018)

. responded
Variable Factors ey

. Rde compliance
~ Communication

o leadesp
e L Safety work envionment 14
Beliet 13
""""""""""""""""""" Hespect 7 T g
................................... N A
""""""" Trust between manager and worker [ 7T
e
Prevention activity in advance 47

Fresention

Work emdronmeant management

o Example of impressive responses (centered on key words) related to Trust

o (Rule compliance) Keep the regulation, process, order, principle

o (Communication) Relationship with employer-employee (containing Labor union), talking for
everything (feedback, mutual communication, communication for organizational level, not hiding)

o (Mutual trust) personal-personal, personal-manager- organization(management), belief itself,
understanding, no doubt

o (Leadership) willingness of leader, communication, belief for leader, safety competency of leader,
investment and policy from leader

o (Safety work environment) Safety for equipment, heavy machine, safety protection tool, inspection
for all environment

o (Belief) cooperation with colleague, care, organizational culiure based on love, human relationship,
belief for no occurring accident

_15_



3. Operational Definition for trust in OSH

o Process for developing “Trust leading indicator”

o The concept of trust in occupational safety and health

- First of all, in order to develop leading indicater of trust in occupational safety and health, it is
necessary to define the constructive concept of trust and to make an operational definition that can
measure trust based on construct concept.

- Making a questionnaire or an indicator is a kind of standard procedure to collect a set of some
behaviors or thoughts in particular area(Crocker & Algina, 19858). So in order to develop an
indicator of trust, it is necessary to determine what representative behaviors or thoughis are.

- In other words, it is necessary to start the development of an indicator with a conceptual definition
of trust through descriptive definition and operational definition of the constructive concept of trust

in occupational safety and health.

o The constructive concept for trust in OHP
- Making the definition of the constructive concept can be possible through existing literature review,
interviews, open-ended questionnaire, or even direct ohservation.
- In this study, we atiempted to establish a draft of constructive concept based on Upen-ended

questionnaire with Korean workers and the resulis of literature review.

o If we look at the above contents, trust in the perspective of preventive culture and OSH needs to be

narrowed down to a few key points.

- Concept of trust in the perspactive of OSH based on the concept of preventive culture

- Trust that the safety-related behavioral characteristics can be reflected from the psychosocial
perspective of individuals and crganizations

- Trust should be able to tolerate the vulnerability of the other party, but it is based on the positive
trustworthiness of the other party's ability, information, belief etc_ for prevention of accidents.

- Trust that can be reflected in mutual frust in communication, leadership, safety and health

environment, which should be treated as important in industrial safety and health,

o Considering the above, KOSHA weuld like to suggest the operational definition of trust in OSH as

follows.

- (Korean) M3 e HAojM M, ZHeln =Xo| MEs ZBHES TE5HM TRAR}
I 7ig, D20 SSsld EHYeEs FEEHY dEol oA fER etEEn ALE T
E AFE MY FASDA =HE Fo2ls 24Eon FRE UESE FBo
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- {English) As a sub-factor of preventive culture, trust in industrial health & safety is defined
as the conscieus and implicit mutual belief that individuals and organizations taking into
account vulnerability of each other will strive for developing and maintaining a safe and
healthy work environment for all workers — not only to protect the workers themselves from
accident and illness but to prevent negative effects in the work envirenment from affecting

their families and communities.
o Trust in occupational safety and health as described above will help to establish a positive mutual

interast that can contribute to workers’ safety and health commitment and increase safety behavior

and ultimately contribute to the prevention of industrial accident and disease.
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4. Draft items by KOSHA

[ The first draft factors by KOSHA

The opinion of

The apinion of KOSHA
—— ROSH

Reliance
Confidence : :
Factor 1iex.) @ Reliance, Confidence, Competency
Compeience .

+ lgadershio
Factor 2(ex.) ¢ Cooperation. Beceprogity
+ communication

Factar 3lex.) | Fredictability, Consistency, Expectation

Cooparation
Reciprocity
Predictability
Caonsistency

- + Safety worle environmeant
Expectation

Factor diex.) @ Care, Sharing, Goodwill

Care 5 g
) + Belief
Fairress \
) Factor Stex.) @ Fairmess, Transparency
Sharing
- + rnutual trust
[ransparency
Zoodwill

# Blue one is the factor from Open-ended guestinnaire

o [t seems to be more efficient to reduce factors with similar factors.

o ftis necessary to reflect the contents of Open-ended questionnaire.

[ Final expected factor classification with KOSHA opinion(idea)

o Definttion of prevention culure and safety culture

o The key factors from literature review

o the realistic of O5SH such as Open-ended guestionnaire

o Based on the cperational definition of trust above, the following pre-draft items were constructed
focusing on the main factors of the open-ended question and literature review.
- Content that can reflact the operatienal definition of trust.
- Construct items to investigate factors that may affect trust and safety and health {communication,
leadership, etc.} and the consequences {such as worker safety behaviors, work envirecnment
improvement, accident prevention) on 3 single scale. (The reason for putting the result variable is

helpful to analyze the relationship of the ascendant factor and the consequence factor.)
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5. Pre-factorial analysis with draft items of KOSHA

o Final draft items by KOSHA({September, 2018}

o Black one: revised Korean version / Blus one: revisad English version / Hed ena: Original English
version that was shared by Email on last September at first

Mo Draft items Factor

ZEZ EyH AL ST ST 2MEEHE T m RYHEs)
= THECh

Cwr erganization considers the opinions and needs of its members when making importan Care
safety and heatth decisions. )

(The organization censiders the opiniens and needs of #s members whan making mmportang
safety and health decisions.)

f2l ZE FHUSE €M 2T AT Dol of ol M stz
2EH EH B faitE THEE ook

fthe employees who have worked together can no longerwaork together, all will expenence Care
a sense of [oss.

If the employees who worked together can o lenger work together, all will experience &
sensa of loss)

Sl =E THYPES TN ZE oEHE 2HE SRE O A=
EIElstE 2 2oiE FHoloh

Curmembers of organization will show a supporive responseswhen some safety and heatth Care
elated issues can be shared with them

(The members of arganization will show constructve and suppertive responses when the
share any safety and health related issuss)

22 x| pdelse oixig i RAE ool 2AE BHECH
4 Members of organization listen carefully to suggestions or issues related to safety and haalth Cars

(The members of orgamzation histen carefully for suggestions or issuses refated fo safety and
ealth.)

22l Zxo| YYTES NMUSO| BEM HT/EIT VYT YL
. EEstez o

Care
Managernent of our organization seeks to do safety and heslth work fromthe perspective of
employess
Management seeks to do safely and health work from the perspective of employess)
9ol Zxlo| FETSS ALY HeE Aoof Ojs Tes2
§ E9E 4 plt wws 37| ol = Bare
Managernent of our organization triesto find autthe ways to help employeesissues for safat
and health
Managemant strive to find ways to help employees with safety and heatth issues)
G2 EE THHESE HEET AMED Hsted HEE TNSE
HHE4EHCH
T Wembers of our organization serously take care of each other related to safety and haalt Care
SSUES.
(The members of organization take a senous look &t the safety and health aspects of their
employess) [
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Mo

Draft tems

Factor

Mo

22 ZXo| ptalAEs oE/EH ral plo] BEE 534 7=
PHElZ gich

8 Managers of our organization have sufficient abiliies and skils in safety and healt Trust{Competenca)
anagement
(The managers of organization have sufficient abiities and skils in safety and heafh
anagement)
L= 22 =g orpjeH 22| 7l=o offt 28 222 7ix|x
9 |gict, Trust(Competence)
have a positive belisf in the organization's safety and health managament skills,
| have corfidence in the organization’s safety and healh management skills.)
o B2 ETol mysiss e ¥F 4 Yk 5ol g
MWembers of our arganization have the ability to keep the safe wark. [FrustiGempetance]
iThe mambers of orgamization have the ability to work safely)
22 2o LS U2 FEE S AME YT = Rl
11 FEE AEEe= E,fgﬁﬂz}__ Trust{Competence)
Members of our erganization continually leam the way to prevent acoidents through ther
Work expenence.
Members of organization learn theough experience how to prevent acodents)
22l Ao otFEH ZtalAst dets HE ot il oEEd
ZiMHTE AT ol 3EHEO HEE olEch
12 on-site inspaction and evalustion done by the safety and health manager has posiive sffectg | rust{Competenca)
on safety and health improvernent and prevantion of acoidents.
Ciiginal. On-sita inspection and evaluation by the safety and health manager has positive
efiects on safety and health improvement.)
Scl ZEo| FHHES HTVEY TE nE FH0 SFHE Fniot
gty #ZF
13 Members of our organization think that safety and health education and training have g1 rust{Competence)
postve effects
(The members of organization think that safety and health education and training have
positve effects)
o2 ZEo| MMM MY BEols HF/E 1Y XAL g
Wrkste =AFE glch
14 (Ciur organization have a processto evaluate safety and health knowladge and attitudes of JTrust{Competence)
rew employes in the selechon process.
(The selection process for new emplayes in organization contained a process fo evaluate
safety and health knowladgs and atftudes)
22 ZE2 foatpio] grtEets HEstA| 2FE ¢ USRS AHEY
EHd3 n=SE HIsD fich
15 oy arganization provides systemeatic training and sducation for new employees to helpT rust{Compatence)
safety and health work.
(The organization provides systematic training and education for new employses to wark
safely and healthily )
Lie =3 | O FUHES UF Y 5322 ¢ls L2 etE/E 0]
16 elgdgty plckw MzhEch Trust(Competence)

think that my work s threaten by the inattentive wark of other collzagues

| belizve that my work will not bacome more dangzrous because of the inattenive wark of
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Mo

Draft tems

Factor

other colleagues

Sl TEo| FHUES AFEAN HUE SEE FHsi= FIdE
etz gich
ealih goals

{The members of organization contribute to the achievement of the organization’s safety and
eafth goals )

22l T PHHSO AT HYS SWSHE Hol ML oA
Members of aur arganization are very good at domg safety work.
(The MWembers of organization are very skiled at working safely.)

Mambers af our arganization contribuge to the achiavament of the organization’s safety and I rust{Competence)

Trust(Competence)

|

22 TE FTYHEs tEEHol ot ESEE SE2[AMOl gict
Members of aur arganization have a clear sense of purpose for safety and health.
| think itis important fo have clear goals for safety to employees working in the organization.

22 xTEo| WETS NTHSTY BUT YUT YTHS MATCH
Management of our erganization presents a clear direction for safety and-heatth,

(The management of erganization has a clear direction on safety and health)

22 Zxz HeiSo| ToIF SR T ARES MFT 4 Ut
B4Rl HME7h flch

Cur organization has an effecive system to realize the safety and health issues agreed by
our employees.

‘&n effective system in which employees can agres on safety and health
ssues and can be realized 15 existed inorganization )

Trust{Confidence)

Trust{Confidence)

Trust{Confidence)

ool malg sleisolr SR B PEe AZds Doy

HMzs #FFZ glich

Our grganization has a feedback systen that provides safety and health informiation to
employess.

(The organization has & feadback system that provides safety and heakh infarmation to

employess )

Trust{Confidence)

Lt= == W o2 £dHEn gYsis g8 @ saE 287
BEE WE HFetr| gisch

do not worry about occuring safety and heatth problerns when | iry to cooperate with othe
colleague in organization..

0 | need to work with new employees, | do not worry about cceuming safety and heal
rablams.)

Trust{Confidence)

24

2l TEo| pY{ES TR ASE Breisto] Rl Aol EE O=2
S ECH

embers of our arganization behave asthey say about safety and health issues.
(The members of organization act as they say about safety and heaith issuss)

Predictability

S22 ZEo| AYFES otE/gHzE Mgt OF of&2 x|Zich
Management keep the appointrent ralated to safaty and healh issues.
Managament keep the appointment to safety and heatth issues)

Predictahility

26

fc| ZE9| FHHEE ATYEY T AP0 FHR|H 0lF EgStD
2ot

Members of our arganization comply with and follow the safety and health rule when t sets

H5 3 NEW.

Predictahility




Mo

Draft tems

Factor

iThe mambers of organization will comply with safety and health rle when it set as a new.)

27

Ll

22l xEo| TyES olf 4NIME SE/ETIN BT Ao

Al B
Members of our arganization prioritize the safety and health issug under any circurmstance.
IWheneverthe members of arganization are treated in safety and health issue, this is always

op priority.)

Predictability

28

22 x| xpEe F27t &N BHE AHICH Olof CiF
SHEEE Ztoemdn B ==EECH

IMembers of our arganization try to find out a solution if someone points out a safetyissuz. |
Ernployess working in organization try ta find a solution if someone points out a safetyissus.)

rlo

Cooperation

29

el dEtiEs o U2 oTiE BE2 DeEr| fs A2 of7IE

p=ch
IDur Managements do not hesiate the mvestment to build a better safety and health
environmment.

Managements have invested a lotin budding 2 better safety and health environment.)

Cooperation

30

gol T FTYUHSEE SE7 STETL HRE TS0 e

ZIHeol =& Zoich

Members of our arganization will help their cobeague when their colleague need some hig
related to the safaty and heslth

IThose who work with me will halp me when | nead tin safety and health

Cooperation

31

Fol EYTEs o] MEE OISHECE AMES| /RN 2aiEl
AEE S HARCHT @ EChH

The best prionty of our Managements is the safety and health issue than the profit of
prganization

| think that the safety and health of the employess is the highest priority than the profit of he
lorganization }

Cooperation

32

Lol etxmzdol 22l Zxe| ehay=znl oigslo] pliotn =7ich
feel my safety and health issug is connected to the safety and health issue of the
lorgamization
(| feel my safety and health issue is connecled to the safety and health issue of the
lorganization:)

Cooperation

23

22 T2 oEE7 ESME A4S Tisied MET + U= 289t
T=Eod i)

Our organization has buit & culture to sobe the safety and healih issues through 3
cooperation with each other,
KThe organization has a culiure in which the safefy and health issues can be solved m)
ooparation.)

Cooperation

34

EEEL B wol7| HEo SFHEH EEE o ENEHSZE MEE =
RiCk.
By warking with colleagues, | can achisve our safety and heakh goals more effecively.

Workdng with colleagues at this mement can help me achieve our safaty and health goals
mare effectvely |

Cooperafion

35

o3| ZEz otmEzinl 2 M Jlo $25 1 fokz Wz
think that our organizations respond to mutual expectation related to the safety and health.
| believe that orgamzations will meet my safety and health expactations))

Predictability

_22_




Ma Drafttems Factor
Lot | SR &2 2HEE XFIEd o] HElAEC EEE & He=
36 [Zicd Btk Predictability
and my cofleagues expect that managers give a haip to keep our safety
| and my colleagues expect that managers will help 1o keep our safe))
L2 Wl S2E2 SR He] ofE =248 FiobH, Bd2 g2 ¢ Q2
37 =2z zidiEto): Predictability
and my colleagues expectio be rewarded if they make effoit for the safety and health.
and my colleagues expectio be rewarded for our safety and heafth efforls.
Lieh W SR &2 oiE/E o] OfEt =22 EolE, 2EE 2E + RS
38 Fde2 7oy Etch Pradictahility
and my colleaguas expectio be credited if they make effort for the safety and health.
| and my colleagues expect to be recogmzed for their safety and health efforts)
22 2% THpEe 22 TIo| opyE o U E Uss
33 PHl Rk Pradictability
Pamber of our organization have an undoubted bebef for the safety and health.
| think this organization will keep its appeintment to safety and health)
2| xEe mHSo| HEETIE BElEs o flod ST U
A0 E"'Ej‘ﬁl_ ?'flu' ; Justice
The organization fries to commit to faimess in managing the safety and health of employees,
The orgamzation 15 very commited to faimess in managing the safety and health for
pmployees.)
22 ZEZ PO X rEE TEET WitE oTEH JEE
A1 =S Eh Justice
Clur arganization appliesthe consistent safety and health regulations regardless of the statug
fits members,
(The organzation applies the same safety and health rules to all employzes )
s2 ZE2 otE/E ol CiF oA EHEE B 0 FdeEg oEE
HrdEtet
42 oy organization reflect an opinichs of #s members when making safety and health Justice
decisions.
(The organizafion also includes employees’ opinions when making safety and health)
lecisions.)
Lh= EElatE9ol or Tl ghalol ERstcty 2t .
43 oy . ! Justice
believe that the way of safety management of managers is reasonable.
(| believe that the way managars handle safety is fair)
EETlel EEn #ss AT/ do] O 2HE Halo] JiBketz ik _
44 2 : : e , | Trust{Reliance)
Decisicns and actions of managemant are based onthe right principles of safety and health
Management decisions and aclions are based on the nght principles of safety and healih )
EYrlo| stEyEHe] oiE FEo| oz ot 771 Metclz EzhE)
4a think that safety and health policy intention and motyation of managernent arg good. LA
I thirik that management's safety and healih poicy intention and motv ation are geod )
L= etEiE el 2E Zalxel micHE SEEo=: wolEplrh
46 positively accept 3 feedback of manager related to safety and heaith. Care
If the manager gives posive feedback an safety and health, | acceptthatfeadback)
A7 WH7h otEE M Abgtol Chel A$SICiEIE FH S2EN Halkss Care
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Mo

Draft tems

Factor

diLtst 2|20} LiE THEE ZHolch
f 1 miake a mistake about safety and health issuss, colleagues and managers warry about

e rather than blame.
[f | rake a mistake about safaty and health issues, colleagues and managers will forgive )

FEAES GHEEH B Hotch EME oA #elof 2R T ¥R

4g RO Predictabiity
Panagers do not know when the assessments or rewards for the safety and health will be
qiven.
IWianagars donot know when safety and healih assessments or rewards will be given)
Lhe SFEVE T ZedE U0 oiHE HASE CIRHE| =% HET i
Predictability

49

T Rk
can predict how safety and healh-related work will be handled
It is pradicted how safety and health work wil be donsa )

50

Lho| afAls oheie b ZadEl AFEE Todstod pade! €2 HEE
Ees ERECH
Py supervisor assigns appropriate work to each members taking into accountths safety an

e alth 1ssues
Iy boss assign me with the appropriate safaty and hazlth work)

Cooperation

51

Le] dfAE ShEE T AbShed CHeH EEE m, Lhe] ZHALE ofHEs

=&k
Wy supervisar respects my interests and opiniens when making a decision about safaty and
nealth issues:
Iy boss respects my interests and opinions when making decisions about safety and health
55185

Cooperation

52

g2 ZE pHMEE SHE/E ML ptaiE €0 g2 ' w|doh
Plemiver of our organization keepsvery well the consensus relaied fo safety and health.
I think this organization will keep the consansus ralated o safety and heafih )

Cooperation

53

EYTIE O=0| dZtets SEEH AL HES UEEHe=

[EIECE (1)
Management unilaterally conduct the safety and health palicy or plan that they think.{r}
Management tnes fo push the safety and health policy or plan that they thinks.)

Cooperation

o4

22 TE2 o= BeUE THE 442 T 4 s W2
olel sHECH
Cwur arganization give autharities their members to make saféty and health decisions byl

themsalves
It authonzes me to make my own safety and health decisions )

Trust(Reliance)

55

Sel ZE2 otEEHo) AE AEE STAZIZ] =] BAEE E=3E

st Rick
Ciur organization is implementing enterprise-wide measures to promaote trusy
n safety and health.
The erganization is implementing enterprise-wide measuras to promats trusy
n safety and health)

Trust(Reliance)

56

Lhs SFRUE ol 2HE 2heiztel metE MEE
trust a decision of manager on safety and heatth.

| rust manager's judgment on safety and health.)

Trust(Reliance)
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Factor

57

EYT0 HE22 GHETH M ddE sdete L O dds
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(Even if management make feir own safety and health decisions, | can belisve and accept
hem.)

Trust(Reliance)

58

Lh= Ltof#ll 22t HE3E + Rl SErEd 2 2dEx Z21/H0|
=c|g = 2ok

anmwilling to discuss safety and health 1ssues that may be disadvantagad to me.

| am willing to discuss safety and health issues that may be disadvantaged to me )

Trust{Reliance)

59

L= BE7 oi/Ed 2 URE @ @t ZRO-, oeiEel
AFEOl RlgiE Zol2tn @E2bEroh
it other colleagues deo not conduct well some wark related to the safety and heafth, | think]

hey have some exceptional reason
If other colleaguas did not do well in safety and health work, [ think they have some reason.

Trust{Reliance)

60

s 2l ZE PMHES AT 2 WS oLt ol FMEES=2
Efshljn

vlember of our organization attend voluntanly a safety and healh-related training and
meatings.

(Miost employees will attend safaty and health-related training and meefings.)

Trust{Reliance)

61

AFLAE AN BrRs EEE zlMo] ZXRIE FHECH
Clurarganization takes the best achon related to the accident or injury.
| think it is the best for taking action by the organization related to the accident{or injury).)

Trust(Reliance)

B2

CiE T HRE E2 BAE PEAS0l EES oidlsted B
ral=llis s

Ilanagers deal with important issues related to safety and health instead of thair members.
Ianagers are committed to the safety and health work assigned to them.)

Trust(Reliance)

B3

CtEVEH HerEs ZHHEe] orEie o] offt =0 gEs
mIxlsHE= T glch

[Safety and health Managers suppori the safely. and health efforts and actions of employees
Managars suppen the safety and health effors and actions of empioyees)

Trust{Reliance)

G4

EMES oHEiEH fhed HEo cfFt Talxtel s AZEtch
Ernployees trust about the managers explanation anthe safety and health policies.
Employzes rely on managers' explanation on safety and heaith policies)

Trust{Reliance)

65

ZHElAl =2 et T TR E EAU oSS ol CiE EEE0| olokz|
o= HWE EX #of oL

Ianagers wani to hear about safety health issues or difficulties from employees
Managers want fo hear about safety health issues or difficulties ]

Cooperation

BE

LHS LhofA] 2olojol B 4T QIX|B SR eiR o BYE
HEAS Olut 2A7F REshE garet & ofFot

[though twould be disadvantagedto me, | consulbwith my supenvisor if| have any difficulies
jor problems related to safety and healh work

Aithough & would be disadvantaged to me, | consult with my boss i | have any difficuliies o
problems related to safety and health work)

Cooperation

67

HElAtEE TR e Atghed CfE o0 BEE IHER

_25_
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Ma Drafttems Factor
=5 etk
anagers share aninformation and opinion ofthe safety and health with their employaes.
Managars frankly share information about safety and health compensation.)
HAETIE otEiE T B E ol M=l OiE HEE EHED ISECH )
68 Justice

Management shares frankly future plan for the safety and health information.
Management opens and shares information on future plans related to safety and health)

69

IHEE BELU e obEieH 2 olFHe Biojsts 2jHE

AEEA Clokz] B = glch

Employees can freely tallc aboot their opinian on the safety ar health against the opinion o
heir colleagues or managers

Employees can freely falk about their safety or healh concerns or apinions against the
colleagues or managers )

Cooperation

7o

o2l ZEE oTEY +ES BYsen WeF 2SS SRICH
Cur arganization shares an information fo identify the level of safety and heafih.

Much of the information needed to identify and assess safety and haatth levelsis collected
land sharad.)

Cooperation

71

S 2 ZEZ2 Lho| Zdu HHE ST oT/E T B gEE TR
=& ok
\Dur orgarization transfers and shares an imporiant safety and heatth information ralated tof

¥ wark.
limportant safety and health information related to my work s communicated and shared )

Cooperation

S 2 ZE 9| otEyEH N FiEs 22E 5HE 26

Et@st o Rick

72 Justice
The safety and health poiicies and process of our orgamzation fully reflect the ethical aspects
(The safety and healih policies and process of the. arganization fully reflect the ethica
aspects)
Sl ZTEE EHES0 SHMEH 4ZE ¢ 2l STVET MeER
73 Areoi= ECh Justice

Cwur organization frankly speak the safety and health issues that s members may feel
unpleasant.
Nanagement is honest and does not hide anything about safiety and health issues )

T4

g2 ZE obF/EHN 2 E 2E HEE SVESE Z5ETCE
(Cwur arganization shares all information related o the safety and health in public.
[The organization shares all safety and health information in public)

Cooperation

75

EYTe| STyE T By E e T4
[Efforts of managements relafed to the safety and health are the trug heart,
Effaris related to safety and health of Managerment ars the true heart)

Justice

76

oAt E 2| ehElE T ERAE oAt AE 2 TdoiM 2EY FHolch
ICommunication of managers related to the safety and health is the true heart.
Communication related to safety and health of managers is the true heart)

Justice

[

ZrElAlE 2 SHE/EHol O g =0(7] 2 2HMEolA 88
2ot x| p=ct
Ianagers do not require employaesto sacrfice to make a positive result of safaiy and heatth,

Managars do not ask employees to sacifice to result positive safety and health}

Justice
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<Note> How to develop draft items

- Consist of draft items based on operational definition

- The contents of each items are needed to consider the contents of open-ended questionnaire and

literature raview.

- Key points in composition of preliminary question

- Current Tense

Do not use sentences that can be interpreted as realistic things

- Avoid sentences that can be interpreted as more than one

~Avoid sentences like "Yes' or 'No' response type

- Consist of similar quantity of items with positive and negative content (After finishing composition of

draft item)

- Sentence length is as short as possible

- Check for grammatical errors

- Avoid all positive or all negative words like all, always, never, never, etc.

~Avoid some adjectives like just almost, many

- Easy-to-understand sentence

- Avoid double negative statements

- It is needed to compose of 5 point Likert scale in order to check the response to the constructive
concept of trust.

- In order to prevent the respondent's unfaithful response, more than 1/ of the total tems are neaded
to compose of inverse tems (After finishing composition of draft item)

- Each factor is needed to assumes 4~5 items, and double quantity of items(8~10) is needed to
compose of draft items. {In this case, we can expected about 50 items as a final version of indicator)

- The final draft item is needed to review with external experts to malke the content validity.
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o The first result of exploratory factorial analysis {as a kind of pre-test by only KOSHA)

o Participants(total 354 Korean Workers [ Survey : October, 2018)

Factor Wariance Frequency Percentage “Walid percentage
hdale 301 85.0 867
Sewx Female 48 13.0 133
Mon-res. T 20
20s 24 68 89
30s BS 240 245
40= 113 318 ze
Ages S0= a3 263 288
6ls 26 T3 7.5
7= i 17 1.7
Mon-res. T 20
Manufacture 182 542 56.0
Electronic- G as-\W ater 11 31 32
Construction 43 iz 125
Industries Teamipaitation: 15 42 a4
Warehouse
Service 72 20.3 210
Other 10 2B z8
Mon-res. 11 =R
Regular Wark 308 BT.O BB 5
Neon-regular work 26 7.3 75
Short time work g 1.4 14
Working type
D aily work 8 23 23
rther 1 3 3
Mon-res. & 1.7
Under 10 B2 175 78
11- 100 180 45.2 461
101-488 54 15.3 156
Size of Company
500-800 T 20 20
Cwver 1000 54 181 8.4
Mon-res. 7 20
Total 354 1000
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o Value of factor loading

ritid Eigenvalues Rotation Sums of Sguared Loadings
Facr Total % of Variance Cumulatve % Total % of \Wanance Cumulative %
1 XBAzz 57336 57335 B6.529 13533 13532
2 2489 3852 @1.288 8265 13167 26.700
3 1512 2.300 G3.687 8.138 12815 30815
4 1963 1848 65533 Tooe 12585 52200
5 L 1773 &7.306 7806 12300 B4 580
& 10o8 1832 GEH3E
T 13 1450 70,388
g 7B 1304 T1rE2
& B25 1.308 Taoe
10 TiT 1233 74325
11 758 1203 ThAZB
1z Ja 1146 TEET3
13 884 1.086 7788
o Scree Plots
430l EH
i
fas
i
Ik 2
IE]
10
o
i

| S0 L o T I T . T o R, T . O [ L O )
1738 T @AM 1TIE 0 2025 P28 3006 3T 58 41 40 45 47 A8 51 SA BE ST R &1 63

p=de Bk

o Reviced draft item according to the results of first analysis

- It was sliminated 14 items which have less factor loading value(under 40) or overlapped with other
factars or have a gualitatively a different meaning with the constructed factors.
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o The Second Results of Exploratory factorial analysis

o Finally, 5 factors were constructed such as named “Openness, Competence, Cooperation, Care,

Fairness”,

o Total Rotation Sums of Squared Loading was 65.96% in SP55

Drat tenslorean/Engishl

$e) zale el des 2 s A
T Ao FEHL
Qur organgationtrangfers and sharesan
ipaitant safely and heath fomation reftedio
Ty otk

Factor3 Facird

Fartrs
Fairessy

4| za2 AiiEe] St i seakEd
ks e 8
Ourorganizaticnfrankly spesktie safety and
heathissiestha ismenbers may feel
urpleasart.

FePlee ok el ARl ot ek
M anzgers share an infarrnation and apinion
af the safety and heakhwith thair enployess

Sl R okl T e el 2as
FESS TR
Qur organization shares aninformration to ey
fhe level of safety and heath

LA Sokie] 2 = 417E akiEa
5t Feds gl e deie ek
AR
Afrioughwouid be disadvartagedtome |
consud wihmy supenisor Tl nave any dificulies
oF pronlerrereiaadto safsy and heafthwork

Yo ra el i delochis
bl
Ermpicyess canfresy tallk shaut therr opmionon
fhe safely or health againgt fhe opnicn ofther
coleagues or rranagers,

FePiEe] ol g ohige
Hiebd et 700
Comrrunication of nenagersreiaedto the safsly
and healhistha e heart

516

sl Belae Jges] bl dig et
Hr T
Safety and haalth Managers support the
safety and heatth efforts and actions of
erployees

7] zcl ol HE e AR SHe
bkl
The safely and health policiss and process of our
ceganzationfuly rfiect the ethics aspeds

Tus{Relia
mce)
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o Factoes by aploraioy fachori analygs
Crat tervsiforean! Engieh) Prefaot | Faort | Fao® | Faced  Faod | Fas
(Competeos] | (Coperion} (e} | (Fainesy

S8 rAe N dd RE AES
FiHe=T5aa
Cur organization shares ak infomnation redatedta
e safly and heath i puklc.

A3

Ygse ok #e Ha o 42
e TR
Employsestud abouk the managers
xplanaion onthe safy and heatn poicies

g b vl B o e ci

Wanagerment sharesrankly fulure planfor the
ol i Gkl

TRt dusd 2 oA

e ZEEel kPl e e 2T 2 H0

Managerswant to hear abolt saely heath
ssuesardificuies romeanployees

Usqhzil 2 deklel ges g
Vst & deeision of manaer or safy and heaith

aheni) 2eid 2o 2oE delleel A5
of e e
Managers deal wih irpotantissuss telakadto
safely and heathinetead of ek mermbers

FePlER R o e e s AiEH
iz el
Mznagers to not requie enployeesio saofics
1o rekie A postive result of safsy and heslin

vl bl ek Aglel o) gt o vl
ool ZFEd
Iy supenvisr respedts my inferests and opinions
whetmeking 2 decision about safedy and health
[ssiEs

ULk SeiH ISR
TRl et

lanmiwilingto dscuss safely and heaihissuss

frat ey be dsavartagedio me.

el zedieeltiekhalanl i eipe e
AT TGk
Curoiganzaion has anefiective sysemio eeire 3 Eiig
The saiely and heatftisstes agreed by our
HTDIYeEs

$e] 222 eEst|ok e 2] e
sedd=gaai Tt it

Our onganizdion has aieechack sysemid g 2
pmwvides say and heathinforraionto ermployass.
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7

Crat fznsorean/ Engish)

2]zl e ki i 22
e e =il
Merrbersal our crganizgion conbute iothe:
achiavement ofthe orgarE dlons safely andheath
ooals:

Prefacor Facior

TustCorpe

Fartors by spioraiony factonial anayss

Face?
(Corpetence)

Faclr3  Fatiord
{Cooperaion)  (Carg)

41

Fartrs
Fairesy

19

15

5El 23 FEESE R o RS
Exo)ipl
Menhiersof ourorganizaion have 3 clear sense of
_ et
4]z ive et S e
Herde Ak
I araganent of our ongenzation prasents 2 cear
cirection for sy andheain

2] zaje gk el e S5

0158 A=) Fis 2h e AR 2k

echcatonfor new enployvessto help sabdy and
heafhwik

TnsCoidn

TnsiCoriere

Tstlonmpe

A7

18

18] 23] el g s ke
el - =it
W arnbers of our onganiz sfon arevany good 2t dang
saEtywork

ThsiConmpe

1.

22| e hiun Se U R ARt ok
=HTEsP

Our anganizaiion has hult a cuburato sobethe

saety and heathissuesfirough 3 coopargion
with eachicther.

$2) 239 s o5 Ae B4 e
e e B
Merrbers of our orgarizaion continualy Eam e
way to praventaccidentsthroughtheinaok
SHpEfence.

TustCorpe

M0

1

e} lgakie] i R S PR
il ai-thnid e
(Qur organization is implementing
enterprise-wide measures to promote
trust in safeiy and health.

+£) 22 depled ot e deb o et
RS RI
Managersof our organzation have suficient abiles
i Silsin safey and hegfhmanagement

2] 2] Ml A A a4
A =g Fels @
Chr orgarzsion hav'e 3 pmoessto el saay
and heathknowiesige and diludes of 3 naw
anpEnyes nthe seedion process

TRk

Tastlonge

TiustCorrge:

40

2] 2] widee e A Al A
clEEralnnEn
Members of our organizafion comply with and
followihe safety and heath e whenitstsasa
=

A0
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Crat fznsorean/ Engish)

S2] e 23] TRl s desly sl
ohEm AL F4E
Curorganzaion appiesthe consishent safely
and heathreguigions regardess of he staus of
ismembers

Prefacor Facior

Fartors by spioraiony factonial anayss
Face? Faclr3  Fatiord
(Corpetence) | (Coopergion)  (Car)

S8l 23 TigEe el gadel st
FlE TRt 2Tk 2ag i
Er o=
Qi pennbers of argani sion wil show 3
supporive regponsas when some safely and
heakh relatedissuescan be shared wihthem

Fartrs
Fairesy

2] 23 Pigiee g 2ud Aklend
=iE EdE
Merrhers of crgarizalion fisten carsfily o
sugeesions orissues relaiedto safdy and healh,

1

2] 23 Fadee OE AER s
Hze ios dEiEc
Wermbers of cur ofganzation senously take care
of'zach cther reledio safely and healihssues

the-2e] z2le] bt el Tkt ot
TR TR TFIR
1 have apostive beliefinthe ogareation’s safgy and
heathmenagemerigds
Fas7 2 gebl igs| R 2EE o
Hes g 4l
By workingwih coleaoues | canachieve ouwr
safety and heakh goats mora effactively

e = e s e e
b lan

Merers of our orgarzaionthink that safety and

hestt schaionadTanng have a posiive efiects

Tus{Conp
eknce)

Tug{Conp
ence)

40

12

10

8] zae o ekl Sk )
Fgehlarle e Ad Ao el
FHE R o
Oreste ngpecionand avalulion done by e safay
and hesth rmenagerhas posiive efecis oy saldy
ard heathinpoverment andorevertion o
acrens
2] 23] Pigise obie g ok
el b
Membarsof ol organzation ravethe 2y fokesp
the safewrk

TusConp
ence)

TusConp
[== ]

42

Ui shAuzie] f2] 22l ghatezid Hgsk]
9ikn =7k

| faal rry safety and heathissue i connactad to

the safety and health issue of the organizalion.
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Crat fznsorean/ Engish)

T s L e R e o
o FiEEL] o aTE
Cur organization considersthe cpinions and
needsaf ks rrerters whien neking rportank
safety and heath decisions

+El 28 AR rE e R
7ETc ol chet sl Ese 2oFn O

Mermiers of our orgarEaion iy tofind oui 3
solution i someone poiEs ot & safely ssue.

PreFacor

Facort

Fartors by spioraiony factonial anayss
Face? Faclr3  Fatiord
(Corpetence) | (Coopergion)  (Ca)

5 e s et et z2o] gt
B =
Menrbars of our ceganiz dion wil heip el
coleague whenther coleague need same help
relgediothe s#y andhedih
<2 23] e A d ekl Ay
B ek
Managemert of our organization seekstodo
saefy and heakiwar fromihe perspective of
anplovess
2] 22 Fatee o Ay Aol
e el = e L e D |
G
Neanagement of our crganz sion iestond oul
thewaystohelp enployaesissuesion safey and
heath
Aede] ebenie) e pe TR
Efforts of managemeris refatedio the safety and
hesith are the trie heat

Judce

Fartrs
Fairesy

22| e 240 A olsur) 29k
b dud dele i o i,
The best prioity of ourManagemenisisthe
safely and healthissue hanthe proft of
argarzdion.

8 e o v dRE SRR IR T
=gl et
Qur Managerents do not hesitate the
invegmentto budd abetter safdly and hedin
envionment.

419

E22 3 o= gkl
Fandmy colleagues edpecithad managers e 3
Telp 1o keap cur sy,

Fie] gl o ] slzdl gt
deickn i
| thirk that safety and health polcy intention and
oot sion of menageent ane good.

43
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Crat fznsorean/ Engish)

Fate] 2 See g st a2
ek el ek
Decisions and actions of menagement ae bassd
onthe rght parciples of safty and heatih

PreFacor

TiusiReian

Facort

Fartors by spioraiony factonial anayss

Face?
(Corpetence)

Faclr3  Fatiord
{Cooperzion)  (Carg)

Fartrs
Fairesy

el Al 222 Sde) aolE 3
Qur organzation takiesthe et action reiEted o
the accident oriney.

TiugiReian

420

2] z2e] Bedtiee abiEaida Akee]
[ =i
Management keepthe spooiniment relatedto

saety andhegthisses

e bds 4t deblel H=Es
o= kil

| posiively accept afeecdback of manager rdasd

1o sty andhealth

SIEe e el HoE hE
| and oy coleadues expad to e cradiad fthey
ke 2ot forthe safiely snd heath,

bl F2E8 o= ot e s
e e e FoR ThiEin
1and my coleagues expect fo e rewarded T ey
vk effort for the safiely and heali

£8) 23 FidEE o) T ok o
Rk g 2
Weriber of our crganization have an undoubted
belist forthe s3fely and heath

2] zEEk R Be 21 i
s o dH,
[t tha our ceganizdtions respond to mutual
expecttionrelatactio the safidy and heath

42 2o AgEe) dhinie e ol
T e el a
Theorganzationtiesto committofaimessin
rranacing e sakly andhealn of erpioyess.

414

U FEliee] o 2o el gaeiein

| befieva that e way of safely management of
rranagersis reasonatlie.

5] 2] PR A BT ok
R A
Meriers of ourorgarzaion prciEe the safely
and heaihissue under any croumsance.

v Pl ghenid dos e e
TR R e e
Iy SLgpenvisor 3sEgNS appopiste Wk i each
mermbers taking into accourtthe safay and
Pedthisaues
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o Comparison between ‘Pre’ and ‘After’ by KOSHA

“Fraguency : - | Frequency | .
Pre-expected factors i Adter factorial analysis e Cronbach'a
Care 10 Openness 18 0.963
Cooperation 17 Competence 14 0.957
Justice 1 Cooperation 12 0.938
Predictahility 11 Care 1 0.946
Trust{Competence) 11 Fairness g 0.928
Trust{Confidence) 5
Trust(Reliance) 12
Total 77 Total ] 63
% The expected factor from DGUY [in the last Email on 26® Sep)
- Reliance, Cooperation, Predictability, Competence, Care, Fairmess
6. Criterion validity with safety and health issue
Factars 1 z 3 4 5 & 7 8 g 1w 11 12 13 14 15
:i;-:l;rai:épenness
2) Trust Compekue 518~
3y TrustCoopesation 8137 874" -
45 Trust_Care BB8" 847 8227 -
5y Trust_Fairness 8327 853" 833~ 847" -
g) Safety Value 5807 585" 577" 855" 573"
T)SaRyCommukatos §77C 7227 7037 7067 6417 635
g) Edicator g tARNG G517 7207 7267 FOTC 6417 582 DT -
o) Safety system 6047 BO8 7507 7337 716" 857 733 7Ei”
10} SeRy kaenip  5EET 570 606 8127 S§53° 5817 6437 BH5I” 5BET -
113 C. B 8407 B33T 8357 8197 623 477 5187 5257 58 442
12)P.B BEB° BEZ° 8457 8317 6137 4627 5517 667 900 402" 2097
12 R P 4397 -071 -064 -134 -057 002 -067 -00B - 128" -1457 -.155° -131 -
14 D. A E. <1577 -057 -056 -126 -076 -067 -112° -100° - 081 -148" -110° -.118 266"
15) . A E. -.113° -.046 -066 . q24 -083 -099 _q22° .42 -.071 _q20° -.026 -019 4487 4m07 | .
M 3832 3706 3005 3868 3730 4231 3867 3017 3737 3727 4181 4185 2515 DBS8 2337
5D 0700 07756 0641 0748 D752 0812 07086 0774 0800 0757 0764 0690 1047 1002 6228
N 350 351 353 352 350 352 352 353 353 352 348 340 340 353 353

353

11) €. B. = Compliance Behavior, 12) P. B = Participation Behavior, 13) R. P. = Risk Perception, 14) D'A.D= Direct
Actident Experiance, 15) LAE = Indirect Accident Experience
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7. Discussion needed

o Common sense for the boundary of developing leading indicator

- We need to focus and narrow the boundary

o Language issue (English, Korean, German)

- This is main issue for the leading indicator because this is national level of research

- example.
S‘fép [ Process [ “Lan guage
. . DGUWY and KOSHA have reviewed .
Literature review literature using each database English ! Germany [ Korean
l |
The first draft itemns using the major
Draft Item languages of sach country Germany | Korean
l !
: The final draft items from both ;
Final Draft ltem ettt English
! !
Workplace Survey What kind of language? ?

o Making the final draft items
- Itis very practical issue to develop the draft items
- (ex) how many numbers of tems (502 or 70?)

- {ex) how to construct the items such as containing safety and health system, employees behavior,
or psychological approach?

- (ex) who is the participants of this draft items like organization, managements, manager (or
supervisor), or just employee

o The expert workshop
- When, Where, VWho

o Detail survey method issue
- How many workplace do we need to survey?
- Common workplace between Germany and Korea or separately?

- Survey timing and specific method (distribute the guestionnaires by researcher or deliver the
guestionnaire to workplace)

- even what kind of gift to participant?
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o How to analyze the data from workplace

- using same statistical analysis

o How to write the annual report as a second year joint research
- Way to make a common working document file

- It would be needed to organize all reviewed literature, process, and even discussed contents at
research meeting to reduce the annual report work.
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<Appendix 1> Example items in literature review

Mo Referance Factor [terns in reference
trustin management | |trust and respecithe management of the company
Bitar F 1, @nes trust in the company Thlehq:ltTmp:.vm]I i taking the right aclion to rebuild trust and relatonships
D.C., Lawrie M, globaly
1 Mazaruk M., ride in working for the
Boodhai C. P u:om.pangy [ feel proud to work for the company
(2018). o
Iead:;srsi‘l;t:cr;::gsto 2 Leaders in my part of the business ksten carefully fo all perspectwves
'We who work her try to find 3 solution f somzone poinds out a safety
problem
We who work hers feel safe when working together
o Wewho work here have great frust m ezch ofher's abiity to ensure safety
Safety communication,
leaming and trustin o~ | e wig work hers lzam from our experiencesto prevent acoidents
workers safety
competenca(Cronbach's | Wewho work heretake each other's opinions and suggestions conceming
alrg) safity senously
We who work here seldom falk about safety
'We who work here abways discuss safety issues when such issues come
up
Gvehchi S,
5 Hemmativaghaf We who work here can talk freely and openly about safety
E . HoveidiH. ] g
2017). We wiho wark here consider that a good safety representative plays an
mportantrole m preventing accidents
We who work here consider that safety rounds/evaluations have no effect
on safety
. We wha work hera consider that safety training o be good for preventing
Workers'trustin efficacy | aocdents
of safety
systerns(Cronbach's | We who work hare consider early planning for safety a5 meaningless
79
=7 We who work here consider that safety roundsfevaluations help find
sarious hazards
We who work here consder safety training o be meaninglzss
"Wewho work here consder  important fo have clear-cut goals for safety
[ am not sure | fully trust my employer (R).
My employer s open and upfront with me.
| believe my employer has high integrity.
3| WakerA Q013). dthis In general, | believe my employerd motives and infentions are good
My employer s not abways honest and fruthful (R).
| don'tthink ry ermployer treats me faity (R).
| can expect my employer to freat me in 2 consistent and predictable
fashion.
4 Conchie 5. M., At basod rustbisker 'We have a shanng relationship. We can both freefy share our idzas,
TaylorP. J., feelngs, and hopes,
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Mo

Reference Factor

[terns in reference

Donald 1. J.
2012).

| can talk freely to this mdividual about dificulies | am having at work and
know that (g)he wil wan to fistzn,

'We would both feel 2 s2nse of loss f one of uswas trasfemed and we could
no longer work together,

ff | shared my problems wih this person, | know [sjhe would respond
construcively and carngly.

[ would have to say that we have both made considerable emotional
invesiments in our working relationship.

Cognition based frust
belief

I trust my supenvsor fo be far in the way he deals with safety

| trust my supenvisor 3 judgment when i comesto safety

| trust my supervisor 2 abiity to miake sure jobs are camied out safely.

Reliance intenfions

['would be wiling to let CED have complete control over the fufure of this
company

['would be comfortable having CED work on a task or problem that was
criticalto Wire Sewvices, sven fthe company could not menitar his aclions

[would be comfortable having CECQ make decisionsthat citically affect me
(e.q., employes compensation, layofis)

[would bewiling to let CED make almost allkey decisions at Wire Senvices
wihout oversight by others.

If | had my way, | would not let CED have any nfluence over issues that
are important to Wiz Services (Reverse-scorad)

Disclosure intentions

['wiould be wiling 1o discuss safety-related problems that could potenially
be used agansi me.

Safety communication,
leaming, and trustin co-
worker safety
KinesP., competence (B tems)
Lappalainen J.,
Kim L M, Clsen
E..Fousette A
Tharaldsen J.,
Tomasson K.,
Torner M. (2011).

We who work hers try to find 2 solution f somecone poins out 3 safety
problem

'We who work hers feel safe when working together

"We who work here have great frust in each ofvers’ abilty to ensure safaty

"We who work here leam from our experiences to prevent acodents

Wewhowork here take each others' opinions and suggestions conceming
safety senously

We who work here seldom talk about safety

'Wewho work here always discuss safety issues when such issues come
up

'Wewho work here can talk fraely and openly about safety

Workers'trust in the
efficacy of safety
systems (7 items)

We who work here consider that a good safety reprasentative plays an
important rele i preventing accidents

We who work here consider that safefy ounds/evaluations have no effect
on safety

'We who work herz consider that safety training is good for preventing

accidents
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Mo Referance Factor [temns in reference
We who work here consider early planning for safety as meaningless
We who work here consider that safefy roundsfevaluations help find
s2ripus hazards
We who work here consder that safefy framing is meaningless
Wewho work here considerthat tisimportantthatthere are clear-cut goals
for safety
Safety atfitudes are considered equally as important as job skils when
szlecling @ new member for my crew.
Burt C.D.B., S;f::: atifudes are asszsszd when a new member is szlecied for my
Chmigl M., Hayes Trust in selacti :
=] ngj_y PN The organisation knows all the safety issues to assess in applicants who
Implications of apply to join my crew.
5 turnover and trust The organisabon recruts new crew members who have good safety
for safety aftitudes atttudes.
and behaviourin The organisation'3l safetytraining ensuras a new crew membar behavas
work teams. safely
Safety Science, :
47 ,1002-1006. Trust in Induction Crew supervisors provide safety information for 2 new craw member.
Management ensure that a new crew member fully understands all sﬂﬁ
proceduras and policy.
ff__ gaveme acompliment | would, questionf__ rzally meant what
was said.
ffwe decidad to meet somewhere forlunch, lwould be cerfain __ would
be there.
[wouldgohkingwih _ nunfamilarteritoryf assured me hefshe
kmewthe area
| wouldn't want to buy a piece of used fumture from _ becauss |
woulkdnt believe hisher etimate of isworth.
Cverall TrustMale) -
[would expect_ toplayfar.
I couldrely on __ to mail an important letier for me f | couldn't getto the
post office.
[ would ke able fo confide in _ and know that he/she would want o
Johnson-George fsten.
7 C. SwapW.C.
(1982) lcould expect  totellme the truth.

ff | had to catch an aiplane, | could notbe sure _ would get me to the
airport an fime.

Emoticnal Trust{Male)

ff unexpectadly laughed at something | did or said, would waonder if
hefshe was being critical and unkind

[ could takfreelyto _ and knowthat__ would wantfo lisien

__would never intentiznally misrzpresant my point of view to others

ff_ knewwhat kinds of things hurt my feelings, | would never wory that
hefshe would use them aganst me, even if our refationship changed.

[ would be able fo confide in _ and know that he/she would want to
listem




Mo

Reference

Factor

[terns in reference

ff __ didntthink | had handled a certain situation very well he/she would
not erticize me in front of other people.

ffitold___ whatthings lwomy about, he/she would not think my concemns
wwere sily.

Reliableness{Mala)

{fy akzrm clock was broken and fasked  to callme ata cettantime,
| could count on receing the call

ff__ couldntgettogetherwith me aswe planned, [would believe hisher
excuse that something important had come up.

ff  promesedto do me afavir, hefshe would faliow through.

ff were goingto give me a nde somewhers and didnt amve on time,
|'would guess thera was a good reason for the delay.

if we deded to mast somewhers for lunch, | would be certain hefghe
wiould bz there.

Reliableness(Female)

if Iwere inured or hust, | could depend an to do what was best for
me.

ff __ borowed something of value and retumed it broken, _ would
offerto payfor the repars

{f my akarm clock was broken and [asked 1o callme ata certaintime,
| could count on recenving the call

i agreedtofeed my petwhiz | was away, | wouldnt worry about the
kind of care it would recene.

ff__ promesedto do me afavor, hefshe would folow through

ff__ were gongto gve me a nde somewhere and didn't amwe on tme,
I'would quess thers was a good reason for the delay.

[ would be willing to lend _ almost any amount of meney, because
hefshe would pay me back as soon as hedshe could.

Emotional
Trust(Female)

f couldn't gettogethar with me as we had planned, | would believe
higher excuss that something important had come up.

[could takfreely o and know that hevshe would wantto listen.

_ wiould mever intentienaly misrzpresant my point of view to others

f___ knewwhat kinds of things hurt myfeelings, | would never worry that
hefshe would uss them against me, even if our relationship changed.

[would be ableto confide n and know that he/she would not discuss
my concems wih others.

[ could expect_ totellme the fruth.

Gurtrman M. B.
(1992).

Conchie 5. M.,

interpersonal trust

Safety-specific trust

Muost peaple can be countzd on to do what they say they wil do

Inthesz compatiive times one hasto be alert or someone is likely to take
advantage of you

Mot salesmen are honestin descrbing ther products.
[ trust my supenvisor to be far in the way he deals with safety
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Mo

Reference Factor

[terns in reference

Donald 1. J.
(2009).

[ trust my supenvisor's judgment when i comesfo safely

[ trust my supenvisor's abiity to make sure jobs are camied out safely

10

Conchie 3. M.

2013) Safety-specific trust

[ trust my supenvisor to be fair in the way he deals with safety

| trust my supervisor's judgmant when & comes o safefy

[ trust my supervisor's abiity to make sur: jobs are camed out safaly

1

Affect-based trust

We have a shanng relationship. We can baoth freely share our ideas,
feekngs, and hopes.

| can talk freely to this individual about dificuliies | am having &t work and
know that (s)he wil want to isten.

We wiould both feel 2 sensz of loss if one of us was ransferad and we
could na longer work fogether.

ff 1 shared my problems wih this person, | know {s)he would respond
construcively and caringly.

| would have fo say that we have both made considerable emotonal
nvastments in our working refationship.

Schaubroeck J.,
Peng A C. Lam
5.5 K (2011).

Cognition-based trust

This person approaches hisher job with professionaism and dedication.

Given fhis person's frack record, | see no reason to doubt hisher
competence and preparation for the job.

| can rely onthis person notto make my job more dificull by carzless work.

Most people, eventhose who arent closz frignds ofthis mdividual frust and
respect himher as a coworker.

(ther work associates of mine who must interact with this ndividual
consider himer to be trustworthy.

if people knew more about this individual and hisher background, they
would be more concemed and monitor hisher performance more clogzly.

12

Affect-based frust

ColquittJ. A,
LePineJ A,
Piccolo R. F.,
ZapataC.P.,
Rich B.L (2012).

Cognition-based trust

My supesvisor and | frzely share ourideas and feelings.

I can talk frealy to my supenvisor about difficulties | am having at work.

We would both fzel 2 sense of loss f one of us was fransfemed.

My supenvesor rzsponds caningly when | share my problems.

My supervisor and | have mvesied a lot i our working relationship.

My supenvisor approaches histher job with dedication.

| 52 no reason 1o doubt my supenvisor's competence for the job.

| can rely on my supenvisor notto make my job more dficult

Mast peaple trust and respect my supervisor 3s 3 coworker.

My pesrs consider my supenvisor to be frustworhy.
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Mo

Reference

Factor

[terns in reference

If people knew mare about my supervisar, they would be more concemed
and moniter hisher paformance more cosely.

13

14

Mayer, R.C. &
Davis,J. H.
(1999).

Tong, DL Y. K,

Rasiah,D., Tong,
X F., &Lai K P.

(2015)

Abilty

Benevolence

ff I had my way, | wouldn? ket top management have any influgnce over
tssu2s that are important to me.

['would be wiling fo let top management have complete control aver my
future in this company.

Integrity

[ really wish | had a good way o keep an eye on fop managemant.

Propensity

ather

[ would be comfortable guing top management 2 task or prablem which
was crical to me, even £ | could not mongor ther actions.

We are confident that the production team knows their role and
responsibilty in occupational health and safety.

Trustin employer

I believe my employer has high integrty.

My employer s not always honest and fruthful*

In general, | beligve my employer's mothes and intentions are good.

| don't think my employer freats me farly

My employer i open and up-front wih me

Interpersonal trust at

wark

| can frust the people | work with to lend me 2 hand 1 need it

Maost of my workmates can be relied upon to do asthey say will do.

I can rely on other workers not to make my job more difficut by carsless
work.”

Ourmanagementwauld be quie praparzdto gan advantage by decening
the workers”

Management can be trusted fo make senshle decisions for the firm's
fiiture.

Trust measuras

| feelfrae o discuss work problems with my mmediate supervisor wihout
fear of having i used against me later.

| can rely on members of myworkgroup to help me if have difficutty getting
the job donz

When management must make decisions which seem fo be against the
best inferests of the employee, | hebeve management's decisions are
justiied by other considerations.

15

Pilbeam, C.,
Daherty, N.,
Davidson, R, &
Denyer,D.

[2016).

Affective trust

We have a shanng relationship. We can both freely share our ideas,
feefngs, and hopes.

| can talk freely to this ndividual about dfficutiies | am having 2t wark and
know that (s)he wilwant to isten

We wiould both feel 2 sense of loss if one of us was ransfemad and we
could na longer work fogether.

ff I shared my problems wih this person, | know {sjhe would respond
construcively and caringly.

[ would have to say that we have both made considerable emotional
invesiments in our working relationship.
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<Appendix 2> First suggested tough draft items by KOSHA on last Sep.

0 Red one :

Selected as a revised items for final draft items

Factor

Cooperation

Reciprocity

ReFactor

Cooperation

¥

1% ofHIRE (=0 Enghsh)

2 B Wate =EAES STARE OE EAE AT e ot cuit

Employees warking in organiz afion fry to find. a sobrion § someone points out 3 5 afely Esue

Z Bl Pats = ERHES HEENE pHE Yok 2T FICE FHHEA ojokr i & Rick
Employees working in organiz afien an freely talk about ideas, feefngs, and expectabions related o 5 afiety

and heakh.

HETE =o U2 SEEE 8Y P88 S B2 He Fugc

anagements have invested a lotin bulding 3 better safety and heakh envirenment

List &3 Hats AFERE UEEME 285y Rew i T8 & ook

Thasewhowotkowith rme will hels mewhen | need fin safety and heakh

Z oo ojYRc WMEI UEETE Fdygmna gaw,

| think thatthe safety and healh of the employ=es s the highest priority than the profit ofthe organization,

zme 928 28 wRE0] MAHD poin wTw

Ilihinkihe employees are dedic ated to the swccess of the caganization.

|z mioge orEsra SHE O o7i@ Mo 4 UES W

The organization encourages the propos al of vanous opnions related to s afefy and heakh.

kol etEeHe] 2350 ftEEHE Husj plon ST

fealmmy 3 afety and heakh & sue s connecied to the safely and heath issue ofthe oeganiz ation

Lbg| @20 it JbAlE Lhe] EE &2 7HA|9F Bl ot

The valee of my safety and health & similar to the vale of my cofleagues.

10

[zme opez SHE ¢35 GHso BEE + Y= =57 P Yo

The organization has a cukwe fvwhich the safely and health issees canbe sobed i cooperation.

1"

M7 E2EN T Wiyl WS SHEH S5 o Tndos giw 2 8
IEE

W orkingwith colleagues afthis moment ©an help me achisws our safety and heakh goals more effectively

12

0] ZTEoIM Wis NHE2 SESHE oY M2 oy mgE TR
obEoict.

Employees working in this crganization take their opimions and suggestions seriously about safety and

lheab‘L

13

%ﬂ‘% Yste A=Y fea T @6 F2 ojoklE o

[tali 2 kot about 5 afety and heakhwith people working tagether.
]

1

iLrsu gabs Lpol HE SheeH SuEe 2o

rnly Boss assign mewith the approprate s ety and healthwork,
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7 II:E'-J shabs SEiE Apghe) oF WHE ¥ @ Lho| 34 olE ZENCH
wigss tespects my miterests and opinions when making decsions about ¢ afety and heakh ssues.
5 [Pl =32 SEEty ddE gl ME Mojdta S
ik fhis srganiz ation will keep the consensus related to's afety and heakh.
4 BEE Yitsis SEEN HHWolu H4E HolEpMD Tk
M anagementhies o push the safety and healh pofcy or plan that they thinks.
1 0] Z3pdx st MRS HRED 37T FEENM M E® 5 fick
Employees working in this grganization can speak freely and openly about s afety izsues.
2 2THe 2 OEEHE S B opdE il 0l0i] 3 WE 21 4 T
M anagers wantte hear aboud satety heakh ssues o difficulies.
LhoiR Eofo] E £E xR HEET ATe AR oftiSo|Lt SRpE weisE dhiss gl
3 ek
\REhough Rwould be dis advartaged to me, | conseRwih my bose FHhave any dificulies o problems
melated to safety and heakhwork,
4 S2(THE 2 OFEHET a3 Aok et o HER SMEE BRECL
Sharing M anagers share opinions and information about 5 afedy and healh iz5ues with employees.
5 HEe testE s oy M S HEE ST SR
M znagement opens and shares nhormation onfuture plans refated o 5 sfety and health,
HHES EEL gaive] HHE g ool Bae ghEsts 0@ AREH ojob| # =
B sk
Employees can freely talk about their cafely o health concems or opinins against their calleaguss o
AN agens.
7 SEHEH +E2 & neEa Bk s Wot ge PeEmo] +EElm SRE:
M uch of the inforrmation needed to identfy and assest safety and heakh ievel iz tolected and shared.
g TRl AfE B ot pEEH g HEo| @Eeln SREC.
mportant cafaly and heakh iformation related to oy wosk is communic ated and shared.
1 = Elo| el FH 2Hd S0 2| HEEDG
The right principles apply to the crganization's safety and heakh policy operafions.
, |Zwo| tm=zio o da@ 7l Hojzkn Yok
I] believe the organizalion will keep itz appointmentto s afety and heakh
Reliance trust 5 b7 FEHENE HHE BHE 422 ¥ 4 YES D@ HUS WEC
It authosizes me to make my own s #fety and health decisions.
4 M= Eato| HEEE ~Fstn ZEBCH
trust and res pectthe management of the company.
5 ZHZ oEgHd ot JEE SEPMTP| # 2AHY ZAE JEaa flo

The grganizafion is mplementing enderprise-wide measures to promote trust in 5afety]
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and heakth.

0| ZEHM Yits IHEs B Yo ohE@ctD STICH

6
Employees working in this crganization feel s afe working together.
7 Lt ot@-He @80 gaiFie] MO MFE
| teust managed's judgment an s 2fety and health.
g Li= BEE| Tyo| o2 H Hg B ofFo L HoRls e
believe managementwil lead s afety and health policies ofthe organization well
g HEE| DPEoE fEEMHE ot EEHE SERE ke 1 WEE T 48 5 Ao
Even fraanagement make their own 5 afety and health decizions, | can bedeve and acceptthern.
10 LioiiA E2isl Hew & s YEHEH B Eriel FTHO| EofE - gl
armwilling to disuss safely and heakh & sues that may be dis advantaged foome-
U7l oheEH 2 QISR B 4w BackiT finE 2 o|& = ol skl G 3o
"
Even i do not dowelin s afety and he aBhoawark, managers will nottell others.
12 UFh SEET g UeE B 2EE| SRl f2ES L HestT| ge Tolck
Ewven il do not dowelin s afety and heakhwark, managers will net reprimand or punish me.
CHE SE7 ¢reEH a4 USE ¥ sHss M0 2 o[f7 e FHol
13 gin waeg
ti other ¢ ofieagues did not dowelin safety and heakhveork; 1think they have some reazon.
i StEEH gE nSo|Lt DiEe =g e 9% Hojgta HIech
Muost employees will attend 5 afely and healh-related haining and mestings.
15 B FEa gle Aaize oy 2 TilEo] Tiolkn FaT
I thirkc s the bestfortaking action by the organiz ation relsted to the accidention injunch
15 Z2|THe S 28 Foif HEET UPH sl Hoict
anagers &g commited o the safety and health wotk assigned to them,
Ik Raje] HHEs THid ot@g Hzhe i oEol Hwa Wue @ flck
17 2 sizperct
The employeses ateach depadrent think they know their roles and res pensibities for s afety and heakh in
wintkplace.
g HEEES %2 zWe dEEY SES AW YA BEES W Hooh
M anagementwil make reasonable decisions o rnprove the s afety and heath of cur organiz ation.
HETo| ¢HEHEH ol WHo| ¥HE| o/ CHE o, s HET0| OE AEEE 3
19 ko HEP 2EE o Hojgtn 2eoh

When safety and health decisions of management differ from those of employees, | believe tha

management has made the right decisiens, taking other factors into account
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Competance

20

aztHee| SFEE AHE Bt SR SREE dioid B stttk gk

believe that managers can handle impartant s afety and heakh izsues wellon behalf of ermployess.

U7k SHEETH Y 285k offiEe Hot 20 gateo| T9 & Hooh

2
Colleagues and boss will help if | have dificulties with s afety and heakh
33 EETHE 2 HRm o) ST o SE BESE TIRET D Aok
i anagers supportthe safety and health efforts and actions of employess.
25 EEtlel EEL BES UEEHo) bt @5b2 B 7luEa o
M anagement decisions and actians-are based on the aght painciples of safely and heakh.
94 = 3)o| FEFHE 2 TRE0| HEHEMY O F2 EHes Botn 2k ok
The managers of srganiz.ation think that employees make good decisions about s afety and heath.
aE NHm2 SEET a8 Hi ot AR WEe M
Empliyees rely of managers' explanation or safety and heakh policies.
26 ZE LM ¥E 2Bk BePPHEEE Aok
An atmosphere of mutual rust i formed within the srganization.
27 0 = Zoiss rElakn L Wojikx] ghe ZHojek Yeck
befieve that no s afety accidents wil noowr in this organiz atien.
op (NEES B nEE poAl FlIG
Employees abvays complywith the s afety regulations.
4 I_{ o @#AES EHED g2l O SET 5™ 7leE® 7HE|3 fioh
iThe managers of prganzabion have sufficient abilfies and skils in safety and heakh management
o |EHel otEEH #2| 7@ Ot %R 7R3 Yo
| have confident 2 inthe arganiz afien's 5 afety and heakh manzgement sl
q EHE oEEH #@o| ANER ofF £ M= SHE TII Ao
The crganization has the abiiy to achieve s afety and heakh management plans.
4 F g FUME e OHEE TS Uy 5 o= 530 Yo
The members of srganization have the abiity towork safely.
F IETHO FEHEE THE I ADE HEE 5 Rl gus ot
Members of organi afon fearnthrough expenence how to prevent accidents.
6 |z &to] otpim A @aimor AbD olwe] Bof dWwE stn o
|
ISafe‘ly and heakh manageis inthe organization play an important role in the prevention of accidents.
SrEEH gairel 8 HHoIU B gEEY WU SEHEY g¥E oy
CL.
7 L
Cresite inspeciion and evaluation by the safely and heakh manager has poskive effedts on safety and
hieakh Enproverent
g = Hoj FyHNESs SeEH 3H 38 FHo| IFHL Zavh Hon g

T},
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The members of srganization think that s sfety and healh educ ion and fraining have positve effects.

FEe HUAMH dw B EHoE SEEY 38 rYo|u SHEE Brbee BaPh
cH

Confidence

9
Tive selection process for neyw amiplayes in organiz sion cortamed 3 process to evaluate safely and heakly
knowiedge and sifudes,
10 ZR2 okEEH @ x|Ao|L BETE F2 J2nEe Husia 9o
The organization s elects workers with good 5 afety and health knowledge and atffudes.
S Molipmo) SEmnD HiEd 29T 4+ UES AHEL = 298
11 MEsa gick
The otganization prowides systermatic aining and education for new employess fo wark safely and
hieakhdy.
CHE E2®a FFow UFE O L} Wol 5 HEAx7 g8 Hojata e
L -
| belzve that riy weorkowil nothecome more dangerous because ofthe inagentivework of other colleagues
13 IEo| FETURS HHEH SNE HER £ e 5=€& 7D o
The managernent of srganization have the abilly o solve s afety and heakh ssues.
14 IEL| PEHED THo| PHEH S5 e FieT:
The members of grganication contritudte to the achisvemeant of the organt ahinn’s afefy and Feakh goals.
15 ZEo| MRS U e 8T
The Members of organization woek s afely.
6 ZHo| P HEE PEH YieE e $3 ) gk
TheMembers of organization are vary skiled atwwoiking s afelye.
17 ZHo| S| golRtmo| HEHET 34 UTE TUCID W)
think mostmanagers in the organization are geod at safety and heakhwode
18 HES TR EA UE ok B BeE 2N EADE W Tolin HEwE| Btk
i1 need foworkowith mew emiployees, T do notwoery about eccuring s Sfety and heafth problems.
18 A2(THRE T 1§ PhEog 2t EEE AiAE FHEID ik
M anagers have aweakh of imowledge about organizational s afety.
i R Eaks MRS OhpE gt BES REE T To] 3260 G
| thing & is importartto have clear goak for s afeyto emplayess working inshe organiz.ation,
5 0| The| BETS MEEHy AHE s Y@ MR ol
T he managermnent of organiz atien hias a clear direction on s afety and heakh
LRE0] HEEH 2 A0tEE ToRkD, Tolt Ahen| amE 4 gl A0 FET) S
3

An effective systern inwhich employees can agree on salely and health issues and can be realzed &

existad i organiz sfian.
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E TS GhEEH AfthE ek #0sta 2SS

The srganization abvays mentors and supenvises 5 afety and heath issues,

Z A2 T teeEE aHE HEE Mg Dc Y HEE 250 flot

The srganization has afeedback system that provides s ety and heakh informatton to empleyees.

ZEo| HHES 0f 2hio] ShEE B @ 20 pick

The members of organization believe inthe organiz stion's s afety and health emvironment

ZEelE TIFPE e O FTo0) ARlsie Rick
The organization has estabished s afety wles to keep.
ZH LY el B 77| E HAEeE fhEait

Faciies and eguipmentwithinthe ciganization are generally 5 afe.

T yuE wr|sr] e obs Zupt ok 9k

Safety equpment is provided to preventworkplace hazands.

Predictability

Consistency

Expectation

Predictabity

2 THE 2 GEEN FE L Ego] oW Foi @ & @ 2o

Managess do notknowwhen zafety and health assessments or revwards wil be given.
|

SrEEME AHEE U $80) oTH =5 WS Soh

ttis predicted Riow safety and veakh work will ke dona.

Z He| T MR MEEN ARk st o] B G2 @R

The mernbers of organization art as they 5 & about safely and heath ssues.

HElEE duerEH Arey o g5g 7T

anagement keepthe appoirinrentto s afety and heakth 5 sues.

SE|FHE S SrEEEH AR O o R|TCE

i anagers keep the appointmentto s afety and heatth isswes.

|z S| FuoiEe SR 22 Ah| BRI o)F S0 mED

The members of organization will complywith s afety and heakh e when £ 38t as anew.

EHo| FHEE OHEN AlhE oE o ) o)F -ﬂ%’ﬂgi bl

Whenever the members of organiz sfion are teated in rafety and heakh izsue, this & alvaws top prioriy.

EEE A dul P I7IEE Fr s Haprc

The crganization reqularly inspetts equipment and dewices within the arganiz ation.

LHE o] Z A& P YWate o] AF=Hoh

arn proud to work for this arganiz afion.
|

0 T EAM dWis YMES ctEHE2 4 AMEY HuE Hes Ho) coigs
Zojaka ket

Employees inthis argani ation think & is meaningfulto plan ahead for s afety

LHe o] a2 tEEHy FEEE @ xg Hojata g

| think this erganiz ationwil keep fiz appeintmentto 3 afety and health,
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Care

Care

Lteh 1 EEEE ohE@ FiFlEd ZanEc EEE 8 WoE Joiwoh

4
| and mryy colieagues expectthat reanagess will heip to keep sur safe.
Lieh 1 SRES chEEMe i oHo oY Hug vE 5 U@ Hog 7
5 lemeer
| and oy cobeagues expectie be rewarded for our safety and heakh efforks.
Lish 1} SE2&2 SEi20u ot =¥ i Qde e 5 @ HeR 7|
6 lepmrer
| and my cofeagues expectte be recognized for their s afety and he a¥h effods.
7 [HEES 0] zHa Shzig Mo ol WaEE 7S 7ixia Yok
Empleyees have ronsstent expectations sboutthe s afety and health of this neganization.
g P& o] Lho| SMEH ot Ficie £8% Hoja2ka Y0
| bafigve that arganiz ations will mest my safety and health expactations.
a9 Liet 222 Zo0| ZEETo oheF wro| AgE R Hojaka &Ebpioh
and my robeagues think thatthe organizationwaill implernentthe 5 afety and heakh consensus.
ZE2 oty BHE FoT chFEEE W I TuREe ol 298 FEL
1 The srganization considers the opinions and needs of R rnembers when making impaortant s afety and
hieakh degisions.
2 e 2FEE TR0l o oy B Yalwl T =R 25 oredE TEE o
Ifthe employees wio worked together can ne lengerwork together, allwilf experience a sense ofibss.
ZE FEEES offl FHEHE HE EAE SREHE DEE0D TRED sheE HeiE 3o
3 =]
The mersbers of organizationwil show ¢ onstructes and supportive responses whenthey s hare any 5 afety
ard heath refated isswes.
% IE TyHEe pEEHL BHE A o oS AHREA oISk 5 i
The members of organization are free o cornmunic ate with each other about safety and heakthiissus.
5 EHTuEEs SrasE BAE SRl L HEE ojoky] 51 EXiE wole Mok
The members of prganization will take it seriously i they tal about s afefy and heakh issues orconceims.
i ZA FuiE e SmEHn 2 moh L ERIE ST
The members of grganization Esten carehully for suggeshons o isswes related to safely and health
7 HEtEs YiEs) . ey EE e P Boh
IM.ma.gment seeks to do s afety and health vwork rom the perspective of employess
5 IES LRm 0| SREEH SIS AR 2PEan Yt
The crganization is concerned with the s afety and health of ermployees.
g EECES OHEHE AE Ao ol BRIEE COE £ Als gel@ B7| 85 oUW
M anagement strive to find waps o help employess with s afely and healtth issues.
10

TE FUHES LME OEHEH SEE ME Euo2 EuECH
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The members of srganization take a ferious look atthe safety and health aspects eftheir ermplayees.

1

ZE yARE S 20| SEETR0 o3t SR o) FHEHNE Z-uE 7D Rick

The managers of organt ation are concemed not anbwith their s afety and heakh, but also with the 5 afety

and heakth of the employees.
1 HETe oEEde oY HREo] FEHOIL: i@ TRIEA worE i
anagemeniiakes the perspectives and opinions of employeas on safedy and health seriously.
o [BEEL ¢E=H P oz 870 Hann FawEn
I think that managemenfs 5 afety-and heatth policy imtenfien and mothation are good,
f2ErE FHEH o SEHY mic o FO¥ UHE O DoWE 20E
¥ wetsuc
Goodwil ffihe matager gives postive feedback on safely and heakh, §accept thatfeedback.
L7t SFHET Abghol ohs S48 POE FH ZEED) LANES 4 B
4 oo
It} make amistakie about safety and heakh Bsues; tolleagues and managers wil forgive
SHEET ot SEE G257 2 Y2nEs FHES mEA HEHAE
5 C}.
M anagers wamnly enceurage employees to arhieve thair s afety and he alth goals.
1 EEe] StHEH Hag HiES 220 40E sE6 s@iz fic.
lThe safety and heakh policies and process of the organization fully refiectthe sthizal aspects.
7 HEPL ohpgHas okl oiF = Ws2 27/ Hol @)
M znagement s henest and does not hide anything sheut safety and heakh issues.
q [BEIEEE GEENE FHEE 2y Ot BES & NHA SRTo0
IManagess frankly share nformation about s afety and heath compens stion.
4 HEELS HoW o QAE 7R D ptEET Fie TEoh
Management cany out s afety and heatth policies with 3 sense of justice.
5 lz82 WG| FHeH HUY & Qs FHEH AHET AFANE Tetch
Transparency Ritice The crganization also speaks to s afety and heath issues that employess may feel uncomfortably,
& T HE gy aHE 2 HUE FWEeE ERE0H
The organization shares ail safely andheakh inforrmation in gublic
: EEde] rEEHL gEE {2 Talo|o
Efforts related to s afety and heath ofM anagernient are the frue heart
g EEEE SEEN S FHE okt B2 TaiA FHe Hoick
C onmunic ation related fo s afety and heakh of managers is the tue heart
g [HERES SrHEH FWEE & Hol7l #H IEEdA EEE 2FeE| g
Managers do not ask employees fa s acefice to result posiive safely and health,
qp BEIRES g e wUE PR E2iF et

Managers are not shift s afety and heakh responsbilfies to employees.
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Faimmess

0] = &2 Wuo|u ApDd cHEd 7% Seck

1 rhis grganization does not hide richs or arcdents.

| (EEE WHE0] GHETE galsic o flof ST RN BT =X
The srganiz afion is very commited fo faimess in managing the safely and he alih for ernployees.

2 ZES SE IHEAN 22 FEHEH FEE IO
Tie organization apphes the came safefy and health rrles 1o sl employeds:

2 ZEE FEHEs ST oh2 A @BChH
The crganization treats = members fairl and polktel.

i IR ot O o EEE UE @ TMEL afE EoECH
The crganization alse inchedes employees’ opinions when making s afely and heakh decisions.

5 2| 7He 2 otEE e e cheker oo WRECH
Managers Fsten carefully to various opinions on safety and heakh.

& L= ZaiFtmo) SnE CHSE wAo] SEson Y=k
| befieve thatthe way managers handle s afety is far.

7 LhE Lhol M| BEE OlE = gls P2 Aok o whHiFo| 2ict

hawe the fghtts speak about s afety and heakth issuesthat can be affected to rorwiork.
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KOSHA PPT Xi=

LT *
IULAPT

HUUENHNIY

Progress of Research by KOSHA in 2018

12.13, 2018

Korean Occupational Safety and Health Agency

L sEme—

Literature Review

O The background of trust research
() various disciplines such as business administration, sociology, psychology,
econamics, ete.

O tendency to take a psychological approach

[ Existing definition for trust in general

i} Classification by individual, behavioral, and psychological perspectives

O Multidimensional Perspective

- Affect-based trust / Cognitive-based trust (McAllister, 1995)

- Caleulus-based trust / Knowledge-based trust (Lewicki & Bunker, 1595)

- Deterrence-based trust / Rational-based trust J Institution-based trust

{Rousseau et al, 1998) ﬁiﬂﬁ’l‘
L]
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) trust in the context of organization
- Mayer et al (1995}
- Heimer(2001)
- Rousseau et al (1998)

O Trust relationship(trustor-trustee) or trust process
- Control of trustor to trustee
- Vulnerabilities
= Trustworthiness(ability, integrity, benevolence)

) The factors based on arganizational trust
- Hart, Capps, Cangemi & Cailoust(1986) : Openness, consistency,

sharing organizational value, autonomy

= Mishira & Morrissey(1990): Open communication, participation in
decision making, sharing important information, sympathy

- Levering(2000): Integrity, individual respect, fairness, pride, fun

- Lee(2003): procedural justice, organizational capacity, recognition and
growth opportunities, consideration, morality, fairmess of distribution,
social contribution (Korean workers)

- Lim{2004): Self-esteem, organizational atmosphere, personnel fairmess,
executive capacity, and care of workers (Koerean workers)

¥
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) The main feature of trust

- Dynamics: increase or decrease depending on time

- Irelevance: difficulty in recovering if it is withdrawn

- Transactional: Exchange various types of resources

- Mutuality: existence of trustor and trustee

- Emotional effect: sometimeas it is unconditional (blind) so when trust
is broken, emotional impact and wounds can be affected.

- Implicit: action based on mutual consent, even if not explicitly

expressed

o

TiEe——

Open-Ended Questionnaire

P responded
Variable Factors ALPTEET
Fue complince | 21
Communication 21
Trust
Prerserticn
sharing and interest 12
S e b IHRETEHREEY gy HioH
Wiork ervdronment managemsnt 10
AT 3
PRENRD
L]
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O Example of impressive responses (centered on key words) related to
Trust

{2 (Rule compliance) Keep the regulation, process, order, principle

O (Communication) Relationship with employer-employee (containing Labor
unian), talking for everything (feedback, mutual communication,
communication for organizational level, not hiding)

O (Mutual trust) personal-personal, personal — manager — organization
(management), belief itself, understanding, no doubt

O (Leadership) willingness of leader, communication, belief for leader, safety
competency of leader, investment and policy from leader

O (Safety work environment) Safety for equipment, heavy machine, safety
protection tool, inspection for all environment

O (Belief) cooperation with colleague, care, organizational culture based on
love, human relationship, belief for no occurring acecident

e ¥

- eTEm——

Operational Definition for trust in OSH

O Process for developing “Trust leading indicator”
O The concept of trust in occupational safety and health
O Making a questionnaire or an indicator is a kind of standard procedure
to collect a set of some behaviors or thoughts in particular area
{Crocker & Algina, 1986)
O Making the definition of the constructive concept can be possible

through existing literature review, interviews, open-ended

questionnaire, or even direct observation
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O A few key points

() Concept of trust in the perspective of OSH based on the concept of
preventive culture

O Trust that the safety-related behavioral characteristics can be reflected
from the psychosocial perspective of individuals and organizations

O Trust should be able to tolerate the vulnerability of the other party, but
it is based on the positive trustworthiness of the other party’s ability,
information, belief etc. for prevention of accidents.

() Trust that can be reflected in mutual trust in communication,

leadership, safety and health environment, which should be treated as
important in industrial safety and health,

O Existing definition for safety culture

Shared set of safety—related attitudes, perceptions, and behaviors
among individuals in an organization (Zohar, D, 1980)

Morms and rules for handling hazards, attitudes toward safety, and
reflexivity on safety practice (Pidgeon, M. F, 1991},

A shared set of safety-related attitudes, behaviors, values, and
ingrained assumptions that orient organizational action pertaining
to safety (Schein, E. H, 1992).

The factors that determine an organization's (labor and
management) commitment, style, and proficiency in ensuring safety
that result from safety-related beliefs, values, attitudes,
competencies, and behavioral patterns (Reason, 1, 1997).
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O Existing definition for safety culture (continue)

Mormative beliefs and fundamental values, assumptions,
expectations, philosophies, norms, and rules, with regard to
safety at a workplace (Mearns, K. 1, & Hin, R, 1999}

A set of safety related attitudes, values or assumptions that are
shared between the members of an organization (Guldenmund, F.
W, 2000).

An enduring characteristic of an organization that is reflected in its
consistent way of dealing with critical safety issues (Wisgmann, D.

A, Zhang, H, Von Thaden, T. L, Sharma, G, & Gibbons, A M, 2004).

How an organization values the importance of safety. what the
priorities of an organization are, how employees respond to
emergencies during their work, and whether an organization puts
safety at the highest level when doing business (Patankar, M. 5, &
Sabin, E. 1, 2010).

O Definition for Prevention culture from last workshop({Dresden)

The concept of a culture of prevention describes safety and health
as patterns in an organization (company, administration, education)
within society. In the center of a culture of prevention stands the
human being at every stage of their life.

Human and societal needs are the starting point for a culture of
prevention.

A culture of prevention consists of artefacts (e.g. OSH Management
System), espoused values or attitudes (e.g. OSH as a priority),
perceptions and basic assumptions, that are often subconsciously
(e.g. self-esteem). They are interrelated and impact human behavior
and action.
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O Vision Zero and 7 Golden Rules

a transformational approach to prevention that integrates the three
dimensions of safety, health and well-being at all levels of work.

1. Take leadership — demonstrate commitment

2_Identify hazards — control risks

3. Define targets — develop programmes

4. Ensure a safe and healthy system —be well-organized

5. Ensure safety and health in machines, equipment and workplaces
b. Improve qualifications — develop competence

7. Invest in people — motivate by participation

Vizion Zero
Well-being, leaderhip, control, system,
competence, participation

Safety Culture '

Attitudes, perception, behavior,

norm, rule, shared, ; * Trust in OSH

assumption, competency, "
consistence, value

-

Prevention Culture
Society, life, system, valug, attitude

¥
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O Operational definition of TRUST in OSH
) (English) As a sub-factor of preventive culture, trust in industrial health
& safety is defined as the conscious and implicit mutual belief that
individuals and organizations taking into account vulnerability of each
other will strive for developing and maintaining a safe and healthy work
environment for all workers — not only to protect the workers themselves
from accident and ililness but to prevent negative effects in the work

environment from affecting their families and communities.

- (Korean) AHEIeHE M2clM HsiE Acln £Xo| M) BHEEE +SHYY 20T 28 7}
&, 220 FEN JoaAe] YUY HEl oYX GER ENT A 22 HAE AW,
FHHDT A Ho[EHe 24E0| 0 W U= Fafc

) Trust in occupational safety and health as described above will help to establish a positive mutual
interest that can confribuie to workers' safety and health commitment and increase safety behavior

and ulimatety contribute to the prevention of industrial accident and disease.

Binec ¥

L aEmm—

Draft items by KOSHA

The opinion of
OGEUY

Aelince
Confidanca
Competence
Coooermtion
Facipro iy
Predictebility
Corsisfansy
Expaciation
Lo=10
Faimess
Sheting
Transpororcy

Gaodwill

Facto

Facion

Fasto

Fasion

Factor

I |

el

et |

Ae |

R |

The oprion of KOSHA

Falignce. Conlidence, Compelancy

# |eadarabin

Coopsration, Aecepracity

# Com mudcalon

Fredctabllity, Consiglency, Expactation
¢ Safehy work ermdroremed

Came, Ehanng, Goodwil

+ Balied

Farriess, Transpaency

* bl sk

& Blue ane 15 the factor from Open-ended guestinnale

_61_




[J Final expected factor classification with KOSHA opinion(idea)

) Definition of prevention cullure and safety cullure

O The key factors from literature review

) the realistic of OSH such as Open-ended questionnaire

O Based on the operational definition of trust above, the following pre-
drafl items were constructed focusing on the main factors of the open-
ended question and literature review.

-» Last September, about 140 items developed{Appendix 2)

O Final draft items by KOSHA(October, 2018)

) 77 iterns (p. 9) (Cooperation, Trust, Predictability, Care, Just)
- First version{Sep.) 140 itemns ->= Second version{Cct) 77 items

} Process

1. Extract the related items from literature{Appendix 1)

2. Modified exiracted items to match the prefactors of trust

3. reviewed for the modified items(about 140)

4. Minimized first items(140) to 77 items (repeated, or similar meaing items)
<MNote> How to develop draft items (p. 17)

Foiuee ¢
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O The first result of exploratory factorial analysis
O Participants(total 354 Korean Workers / Survey : October, 2018)
= Detall analysis of demographic (p. 18)

O Value of factor loading
T N I T —

E el % o Variaes. Cumfeie & Tod o s Gzl %
— AT [ =5 [-3+ £+ s |
— 240 1] [-E L JEET ] A
— 1 2w Ly [ 51 12888 s
[« e fre -3 Er i am
E 11z T X AR 13m L
ET- LR [
= - - =
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O Revised draft item after the first analysis

= It was eliminated 14 items which have less faclor loading
value{under 40} or overlapped with other factors or have a qualitatively

a different meaning with the constructed factors.
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[0 The Second Results of Exploratory factorial analysis (p. 20~26)

O Finally, 5 factors were constructed such as named “Openness,
Competence, Cooperation, Care, Fairness".

O Total Rotation Sums of Squared Loading was 65.96% in SPSS
O Comparison between ‘Pre’ and ‘After’ by KOSHA

The expected factor from DGUW( Reliance, Cooperation, Predictability, mﬂiﬂ*
Competence, Care, Fairness

Criterion validity with safety and health issue (p. 27)
- Tools fof criterion : Griflin & Meals, 2000; Zophar, 2000

I B R R R R R R

s .

i - . sl

=TT &8s ST .

T T BIT 85T .

& 7T g1 =t e .

0T 33 ne s oqmt omt o .

Z067 E137 5537 51T Ge3T  mE3T 5BET -

E35T BT &3 4T 51T s3sT 5ET a0 .

Ba5” B3 E13T ee” 5517 sE7T BOOT AT BT .

A6 334 S05F M0 -DET DR .32 345 LIsET .33t

A05S S126 076 -DET <117 106 <081 <3467 <118 L1666 .

| GDEE | gpy +DES IS gpy ppg D71 ppg <D IR e mgT L
11) €. B, = Compliancs Bshaviar, 12) P B = Participation Bahavios 13 R P = Risk Porcoption, 14) 0.4 I = Direct Accident Exparinsa, 15)
s S o

PEENET




& 2 DGUV Z|o|XI&

., Wit s
KOSHA () Wissenslmpuls v P?H‘.{l

Actident Insurance

KOSHA-DGUV Follow up project on “Trust as a leading indicator for a culture of prevention”
On behalf of DGUV: Robert Griindler, Wissensimpuls & Dr Ulrike Bollmann, 1AG
Last update: 15/12/18 —following December Meeting

Study on Leading Indicators for a Culture of Prevention

Developing a national culture of prevention, within the global aim of ,Vision Zero", requires leading indicators to guide the process, In Part | of the study, a
Prevention Culture Index was developed, based on an international empirical pre-study (NN=840). In Part Il of the study, the focus will be on investigating the
leading indicator ‘trust’, Trust forms the basis for relationships between people and between people and systems. Furthermore, trust offers a possible course
of action in uncertain and complex situations which are not covered by formal rules or guidelines. The leading indicator trust allows predictions to be made
regarding safe and healthy behaviour within a certain situational and organisational context.

The aim of the study is to equip national and multinational companies and institutions with a scientifically based Trust-Assessment. The research project is
being jointly conducted by the Institute for Work and Health (IAG) of the German Social Accident Insurance (DGUV) and the Korea Occupational Safety and
Health Agency (KOSHA), supported by other research institutes,

Trust as a core mechanism for the development of a culture of prevention

The project on leading indicators for a culture of prevention follows a cultural approach to prevention. A cultural approach to prevention is necessary because
of the change of work. The core of a culture of prevention are personal relationships. To be able to “manage” the social relationships will be decisive for a com-
pany to survive in future. Safety and health are socially constructed, that means the meaning of safety and health is created within these social relationships
and depends on the (situational) context, To predict the development of a culture of prevention will be possible with the help of five categories and there cor-
responding leading indicators: leadership, communication, participation, leaming process and trust. According to a comprehensive understanding of prevention
our leading indicators shall not only be able to predict how to avoid risks, but also to predict a safety and health outcome based on what works well (Safety Il -
Hollnagel) (Bolimann, Lee, Seo, Paridon, Kohstall, Hessenmaller, & Bochmann, in preparation).
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The concept gf a culture of prevention describes safety and health as patterns of an organization (company, public administra-
Defmition  tion, educational institution) within a social context. In the center of a culture of prevention stands the human being at every

stage of their life.
Leadership Communication Learning Process Participation Trust
The category leadershyp ~ The category commumica- The category par-  Trust forms the

covers the policy of an  tion covers the flow of in- The category learming tictpation covers  ground for the devel-
organization (corporate  formation, the transfer of  ProCess covers fomal e susive engage.  opment and the suc-

governance) and the knowledge and the process @duformalleaming o ofindividuals cess of interpersonal

menagement of an organ-  of interaction and commu- processes to achieve 1a- or orgamizations  and organizational re-

Catogory &ede- 7y o0 wth afoeuson  mication wthin an organi-  dvidual andorganiza-  (qabuholder)into  lationships. Trustis
seription safety and health zation with an impact on 1004l competencies ad yp dogion ang de-  the core-mechanism
safety and health. capabilities on safety velopment of pre-  for work Trust en-

andhealth Inpnciple vupnon agwell as  sures the possibilty to

leamng s basedon) o donenee. actinface of m -

EXpENENCE. ment crease of complexity.

Policy of an organization Transparency of mfor-  Formal leammgpro-  Creating opportu-  Interpersonal trust

(Corporate Govenance)  mation and knowledge cesses nities for (orga-
. nized) participation
Leading indicat
g marcaior Ingumugnal st
Leadership & Commit-  Mutual feedback Informal learmng pro- ~ Social Dialogue (as
ment cesses a process)
2
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Leadershup style Creating positive human  Safety competence Realization of par-  Fairness
relationships ticipation
Table 1: Leading Indicators for a Culture of Prevention (Bollmann et al,, in preparation)

The follow up project on the category “trust” has its focus on the leading indicators “Interpersonal trust” and “institutional trust” and “faimess”. Interpersonal
trust within organizations covers two dimensions: trust in superiors and trust between employees (human interactions). Institutional trust refers to the interac-
tion between humans and the system, for example trust in an OSH management system or trust in (automated) systems or any impersonal structure (Schobel
2009, 318ff.), According to Schobel safety research has rarely focused on the effects of institution-based trust (Schabel 2009, 320). Digitalization may have an
impact on both trust relations, human interactions (e.g, working within virtual teams] and human-system interactions (e.g. working within a virtual or aug:
mented reality).

Regarding the category “trust” we differentiate between an understanding of interpersonal trust as “to rely on” and an understanding of trust in the sense of
“confidence”, The understanding of trust as “to rely on” represents an instrumental approach to trust: We trust to be able to achieve something, e.g. a certain
benchmark. Trust here is “so called trust” (“trust”), This kind of trust is related to functioning, control, and calculation (Abdelhamid 2018). That's why Conchie
and Donald call it “functional trust” (Conchie et al. 2006; Conchie & Donald 2007). Its more explicit, looking for reasons to be able to trust (rationality in a nar-
row sense; thought, intention, notion). Trust here means our “doing”. Trust in the understanding of “confidence” is called “genuine trust” by Abdelhamid. its
more implicit, represented for example by radical openness {reason, mind(fulness|, including sensation, feelings). Trust here means our "being", McAllister
differentiates between cognitive and emotional based trust (McAllister 1995), whereas Abdelhamid asks for an understanding of trust as an own kind of ration-
ality. Such a rationality may help us to answer the question: How would we like to work and live in future?

*The topic how trust can be developed and maintained under the conditions of new forms of communication is examined by the research training group 1712/2 “Trust and
Communication in a Digitized World" of University of Muenster, Germany: https://www.uni-muenst) er de/GK-Vertrauen-Kommunikation/en/index.htm| .
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Overview KOSHA - DGUV Follow up project on , Trust” (state 18 October 2018)

[ No | Step KOSHA IAG/Wissensimpuls

[1 Literature study: Analysis of practices of | 15 studies / 151 trust practices 33 studies / 96 trust practices
trust

[2 Pllotslmy 1 §'t'|nray ﬁ'i'lﬁ'peoh'l'e'h'aseﬂ'nn an open ques- -

tionnaire on their understanding of trust and
prevention (workers and safety professionals)
Factors with the highest weighting:
- Rule compliance
Communication

Mutual trust
Leadership
- Safeworking environment
|3 Theoratical foundation Definition of trust Development of a framework model for trust based
| on Schein, 2004 (1985) and Abdelhamid, 2018
4 Identification of factors Five factors: Five factors:
1. Cooperation 2. Cooperation
2. Trust 3. Predictability
3. Predictability 4. Competence
4, Care 5. Care
5. Justice 6. Fairness
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|5 Content of factors Clarification of the five factors on the assign- | Description of the factors in three dimensions:
ment of further factors from the literature 1. System/process
analysis: Cooperation, Reciprocity, Sharing, 2. Behavior
Reliance, Competence, Confidence, Predicta- 3. Values/attitudes
bility, Consistency, Expectation, Care, Good- | = Development of an evaluation catalog for assessors
will, Transparency, Faimess
|6 Developments of items Development of 126 items based on trust General description of each factor plus description of
practices for all factors observable specifications of each factor at three dif
ferent levels: (a) Systems and processes, (h) beha-
vior, and (c) values and attitudes
|7 Further development of the evaluation ca- Further development of the evaluation catalog for
talog for assessors in companies assessors in cooperation with one or two pilot com-
panies preferably located in Germany and the Re-
public of Korea (contact BASF, AUDI, ZUBLIN, local
company); Development of items for the company-
specific questionnaire
8 International expert workshop Yas Yes
|9 Survey - Level 1 1. Test the questionnaire in one of the count- | Test of the evaluation catalog as part of a business
ries workshop
2. Factor Analysis Identification of artifacts and verbalizable attitudes
3. Definition of a common questionnaire andvalues
10 | Survey- Level2 Representative survey in both countries Survey throughout the company at the location(s) in

Germany
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= Gap analysis and, if necessary, factor analysis
Comparison with the survey results of KOSHA; It
would be ideal if the same company in Korea could
be interviewed

|
11| Survey-Level3 Analysis of the cultural differences? Workshop in the company (at both locations?)

: 12 | Publication of the study IAG Report; SH@W, Safety Science

Table 2 Overview of the KOSHA - DGUV project (state: October 2018)

One outcome of the project (DGUV) will be a Trust Assessment (TA) consisting of an evaluation catalog for assessors and a questionnaire for an employee sur-
vey. The assessment will be conducted in three steps: (1) Identifying organization specific trust practices, (2] Identifying gaps between implemented and valued
trust practices and (3) Identifying assumptions and patterns behind the gaps (Schoebel 2017). The aim of the TA is to describe the necessary conditions to grow.

*Since the intercultural comparison is a challenging project of its own, the award of a doctoral thesis should be obtained for this purpose.
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Trust-Framework

The theoretical foundation of the project is a “Trust-Framework” based on Edgar Schein's model of organizational culture (Schein 1985, 1990).

Basic assumptions

Regarding the category “trust” we basically differentiate between the following forms of trust and their subordinated forms:

{a)  Functional trust {rule-based trust {Jeffcott, Weyman, Pidgeon, & Walls 2006), competence-based trust covering deterrence-based trust, knowledge-
based trust and calculus-based trust (Dietz & Den Hartog 2006, 6; Conchie et al. 2006; Conchie & Donald 2007)).
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Functional trust is important, because of the need to rely on others and to cooperate and commit to organizational values and goals (Belland 2008, 26). On the
other hand, rule-based trust may hinder the development of a culture of prevention (Belland 2008, 65): “Rule-based trust can be described as a ‘taken for
granted' type of trust. Rule based trust reduces alertness to possible incidents that may happen” (Jeffcott et al. 2006) and may end up as “dysfunctional trust”.
This kind of trust may prevent development of a good safety (and health) culture (Belland 2008, 25).

(b)  Relational forms of trust (benevolence and integrity based trust covers genuine frust (Abdelhamid 2018) and identification based trust (Dietz & Den
Hartog 2006, 6]).

In reviewing research on safety and trust, Conchie & Donald (2008, 101) emphasize the importance of benevolence and integrity / value based trust for the
development of shared safety values and attitudes. They contrast the safety-specific function of competence-based trust against trust based on integrity and
benevolence. Relational forms of trust (benevolence and integrity based trust) have more positive effects on safety than its rational form (competence-based
trust) (Schobel 2009, 319).

Operational definition of trust (state 15 December 2018)

Trust refers to positive expectations about others. Trust is based on beliefs but also on intentions to act. It can be differentiated between two fundamental
types of trust: functional trust (explicit; looking for reasons to trust) and relational trust (implicit; based on benevolence). Determining factors of trust are:
cooperation, predictability, competence, care and faimess, Trust has a positive effect on safety and health at work.
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Figure 1: THE CONTINUUM OF DEGREES OF INTRA-ORGANISATIONAL TRUST.
Deterrence- Calculus-based. | Knowledge-based. Relational-based. Identification-based.
based. Suspicious, but || Positve confidence A stronger positive Extremely positive
Not trust at all, benefits of must | | based on prior confidence based on confidence based on
but distrust. outweigh costs. | predictability shared affection converged interests.
P ‘Threshold’ N
h of real must "
Distrust. Low Trust. Confident Trust ~ High/ Strong Trust Complete trust
Macro-level evidence Relationship-specific evidence
(Dietz & Den Hartog 2006, 6)°

¥ |t will have to be decided if it is necessary to include this figure
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Identification of trust factors based on the literature review on trust practices

The evaluation catalog includes five trust factors derived from the literature. The focus of the literature review was on the identification of prac-
tices of trust. Both organizations, KOSHA and DGUV, identified five trust factors, The five factors are:

Cooperation
Predictability
Competence
Care
Fairness*

Evaluation catalog for assessors

The following catalog gives a general description of each factor. Following the general description observable specifications of each factor are
described at three different levels: {a) Systems and processes, (b) behavior, and (c) values and attitudes {Fahlbruch, Schabel, & Marold 2012),
With the help of this catalog it shall be possible to identify organization specific trust practices within a company. Based on this a company specific
questionnaire for an employee survey will be developed.

* According to Dietz & Den Hartog three of these factors are measurable: Predictability, Competence and Fairness (2006, 13). According to Delahaye-Paine these three factors
are: Competence, Integrity, Dependability/Realibility (2013, 6)

10
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1, Ct:t'.lperﬂ:inn5

“Together we are strong”

Trust and cooperation are intimately linked concepts (Gachter, Herrmann, & Thoni 2004, 508). To cooperate means acting together for a com-
mon, mutual benefit (reciprocity / togetherness). Cooperation is opposed to working in competition for selfish benefit. Cooperation is one of
the mediators betwsen interpersonal trust and group performance (Dirks 1999, 9).

Systems / processes

Behavior

Values / attitudes

| 1A51 There is a systematic process to organize the |
exchange of documents / information, knowledge
and experience between different units or parts of |
the organization (Q71)

1AB1 Members of the organization at different
levels are involved in the exchange of resources

1AB2 The cooperation between different units or
parts of the organization takes place at eye level
(33)

1AB3 Members of the organization freely share
ideas, feelings and hopes

1AV1 Cooperation between different units or
parts of the organization is important

1AV2 Competences are more important than posi-
tions in the hierarchy

1AV3 Cooperation is considered as an im-
portant/significant part to achieve results (Q34)

*The key-factor cooperation has been crosschecked between KOSHA and DGUV on 14 December 2018,

_75_

11



KOSHA%

Wissenslmpuls

KOSHA-DGUV Follow up project on “Trust as a leading indicator for a culture of prevention”
On behalf of DGUV: Robert Griindler, Wissensimpuls & Dr Ulrike Bollmann, IAG

W DGUV

German Sogial

Accident Insurance

Last update: 15/12/18 - following December Meeting

1AB4 Members of the organization help each
other (Q30)

1AV4 Cooperation and not competition is the
shared pattern of interaction within the organiza-
tion

| 1BS1 The organization provides open spaces (e. g
meeting corners, time for cooperation, projects
that involve different units, production teams] for
cooperation

1881 Members of the organization use the pro-
vided spaces to cooperate

1882 Members of the organization promote
spaces for cooperation

1BV1 Interdisciplinary and cross-functional work is
important

1BV2 Belief in the design of learning and working
space

| 1C51 A constructive approach to problems and
conflicts is a topic in guidelines or training pro-
grams

1CB1 Members of the organization openly speak
about difficulties and conflicts, even it could mean
a disadvantage to them (Q65, Q66, Q69)

1C82 Members of the organization are looking for
solutions that balance between different parties
of the problem or conflict

1CV1 Problems and conflicts need to be discussed
frankly and can be solved

1CV2 Consensus has a priority (Q52)

| 1051 The organization follows the concept of
shared leadership in leadership development pro-
cesses (Drescher, Korsgaard, Welpe, Picot, & Wig-
and 2014)

1DB1 Superiors share responsibilities within their
teams

1082 Superiors decide together with their teams

1083 Superiors are open and up front with their
teams

1DV1 Distribution of leadership within a team im-
proves performance

1DV2 It is important to get involved into decisions
(@s1)

1DV3 Interaction among superiors and employees
is positive
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1ES1 The organization provides possibilities for
networking (internally / externally)

1EB1 Members of the organization network

1EB2 Members of the organization involve inter-
nal and external partners in their work

1EB3 Members of the organization promote net-
working

1EV1 Networks and networking are important

1FS1 There are structures that balance different
interests between units, hierarchy levels or sub-
groups

1FB1 Members of the organization interact and
communicate openly between different units, hi
erarchy levels or subgroups

1FV1 Balance between different interests is im-

portant

1GS1 Thereis an incentive system that includes
aspects of cooperative behavior

1GB1 Members of the organization demonstrate
cooperative behavior

1GV1 1t is worthwhile to act cooperatively

_77_
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2. Predictability

@

“Trust in anothers intentions”

Predictability is a constituent element of trust (Dirks 1999, 8). Knowing someones intention to trustis a strong predictor of future behav-
jor and helps to assess the others consistency and reliability. Nevertheless the theoretical and practical limitations of predictability have
to be taken into account, especially in face of a world of work that is characterized by contingency, discontinuity, disruption and change.

Systems / processes

| Behavior

Values / attitudes

Written rules for safety and health exist

Rules are respected by the employees
Rules are respected by the superiors
The rules for safety and health are consistently

and consciously respected under difficult condi-
tions (such as time pressure}

Itis important for the superior that rules are ad-
heredto / followed

Employees think that rules are important

Employees see rules as something they are re-
sponsible for

The decision processes within the organization are
based on facts and standards

Superiors use decision processes for their own de-
cisions

Itis important for the superiors that decisions are
based on facts and standards
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[ There are procedures to systematically involve
employees in the development, evaluation and
adaptation of rules

| Employees flexibly adapt rules to a context and a

situation

Employees actively participate in the development
of rules

Superiors and employees are regularly questioning
the rules

It is important for the employee to adapt to a con-
text and situation

It is important for the superiors that employees
actively participate in the development, evaluz-
tion and adaptation of rules

Superiors and employees rate change as some-
thing positive

Thereis an open dialogue about informal rules

Employees openly speak about informal rules (cul-
tural differences due to e.g. different professions,
nationalities)

Superiors think that personal contacts between
people are important for the organization

Superiors and employees see the significance of
informal rules for the work climate and the organi-
zational success

Change is a relevant aspect of the whole manage-
ment system (management of uncertainty)

Superiors talk openly about change

Superiors and employees regularly talk about
change in their units or parts of the organization

Employees and superiors are open for change

Employees and superiors see change as something
positive

[ There are instructions for critical situations (emer-
gency plan, responsibilities)

Employees follow the instructions in critical situa- |

tions

Employees practice to master critical situations
(e.g. emergency exercises)

'Employees consider themselves capable of mas-
tering critical situations
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3. Competence

3

&

“You have to be competent to be trusted.” (DeSteno) (0’Hara 2014)

An individual's trust may be based on the trustee's competence (ability or capability) to act as expected (Schabel 2009, 318).
Competence refers to the other party’s capabilities to carry out her/his obligations (in terms of skills, knowledge and responsibility)
(Dietz & Den Hartog 2006, 4; Bollmann 2018, 124). Too much trust in competence may reduce people’s alertness and may hinder the
development of a good safety and health culture (Belland 2008, 65).

| Systems / processes Behavior Values / attitudes
The organization has a human resource develop- | Superiors are committed to the individual devel- | It is important for the superiors that employees
ment system that is open for individual develop- | opment of employees develop their skills, knowledge, social and per-
ment (set your own target, to work on one's own sonal competences
responsibility) The employees are interested in their individual
development

There is a working atmosphere in which all em-
ployees can develop freely and realize their poten-
tial

16
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Employees use the possibilities to develop their
own skills, knowledge, social and personal compe-
tences

Superiors promote and employees conduct Job
Rotation

Superiors promote and employees conduct Job
Enlargement

Superiors promote and employees conduct Job
Enrichment

Access to information, support, resources

and opportunities is possible (Structural empower-
| ment (Kanter 1993))

Thereis ams'ystem that makes individual compe-

tences transparent (. g. competence profiles)

Superiors and em ployees take responsibility for
the design of their living and working environment

1 Employees make themselves aware of their own

competences

Superiors make themselves aware of the compe-
tences in their teams

Employees show safety competence (e.g. follow
the rules and dynamically adapt the rules to con-
text and situation)

Superiors and employees believe in their capacity
to make a difference with their own activities

Competences in safety and health are highly val- -

ued within the whole organization

Individual beliefs fit into the context cultural con-

gruity)

Employees rely on co-worker's safety and health
competence

- 81
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Employees show health competence (e.g. health
related self-awareness and actively taking respon-
sibility for one’s own and the health of others)

Employees generously participate with their com-
patences

I There is a system of personnel selection that con-
siders safety and health competences

| There s a system that supports competence de-
velopment of employees and superiors (e, g ob-
jective agreements, training programs) and organi-
zational competence as well

Superiors consider safety and health competences
in their personnel decisions

' Employees t:i(e th eir'tatg&s ser'soﬂﬁ

Employees attend training programs

Superiors speak about competence development
e.g. in appraisal interviews

Safety and health competences are high values in
personnel decisions

Professional and pemaal@eveiopment isim-
portant for employees and superiors

Learning has a positive meaning for the individual

Organizational learning has a positive meaning

| There is a system that matches individual compe-
tences and tasks

Employees appraise their competences realisti-

cally

Superiors take care for the fitting of competences
and tasks

Promotion follows individual competences

Individual competence is a high value within the
whole organization

There s a system to deal with employee’s recom-
mendations or complaints

| Employees openly speak about recommendations

or complaints

Recommendations and complaints are seen as
something positive
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Superiors support an open dialogue about recom-
mendations or complaints

Superiors systematically analyse recommenda-
tions and complaints

4, Care

\/

“Concern and goodwill builds trust”

Care describes a relationship of human beings to their environment and to themselves characterized by anticipatory benevolence. Benevo-
lence-based trust refers to the trustee’s concern and goodwill (Schibel 2009, 318).

Systems / processes

Behavior

Values / attitudes

There exists an ,Early Wamning System” in the
daily practice of the organization: awareness and
vigilance for human needs or dangers by everyone

Superiors respond caringly when employees share
their problems

Supervisors and employees have the willingness
and courage to approach others

Believe in good intention of other people

Superiors are concerned about their employees as
human beings (work and private life)
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Superiors create a welcoming atmosphere for oth-
ers

Employees are concerned about their colleagues
{and superiors) as human beings (work and private
life)

| There exists a health care system (Addiction /
Burnout / Bullying / Return To Work)

Superiors involve the authorized representative at
an early stage

Superior act together with the authorized repre-
sentative

Thereare established procedures for assistance in | To stand to someone in bad times

special situations (long illness, child rearing, de-
pendent relatives)

| Rituals of mutual appreciation / recognition are in- I
stitutionalized (for example, through campaign,
common celebrations, honors, bouquet, certifi

| cate)

To take side in case of conflict; to represent those
who are concemed

For special problems also individual solutions are
agreed

Most of the superiors and employees are actively
involved in the institutionalized rituals
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The authorized representatives feel valued and
their work is appreciated

Superiors feel socially responsible

Employees feel socially responsible

For the superiors and employees the
institutionalized rituals are important
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5. Fairness

“The belief that an organization is fair and just builds trust.”

Fairness is closely linked with justice, In addition to formal equality before the law, fairness includes the equality of conditions that allow every-
one, regardless of age, gender and background, to freely and optimally develop their potential. That something is considered fair and just de-
pends on the congruence of values between the individual and his group or arganization. In this context we also talk about value-based trust,
Value-based trust relates to “integrity”. Integrity involves adherence to a set of principles acceptable to the other party, encompassing honesty
and fair treatment, and the avoidance of hypocrisis (Dietz & Den Hartog 2006, 4). Spreitzer and Mishra prefer “openness” (1999) instead of

integrity.

Systems / processes Behavior Values / attitudes

Corporate policy refers to universal standards, e.g. - The management not only develops rules but also | Universal {supra-individual and cross-cultural)
by a policy for decent work principles and values are important

- Participation in the UN Global Compact,

- Formulation of company-specific rules (e.g. Labor |
Rights Charter - Adidas, Business Conduct Guide-
lines - Infineon / Siemens)

- own programs (eg Zero Harm - Siemens, Work-
Life-Integration - Adidas, well-being @ work - In-
fineon) (Bochmann 2015)

All human beings are equally entitled to their hu-
manity and these rights are universal, inalienable
and indivisible (Universal Declaration of Human
Rights of the United Nations (Resolution 217 A (Il)
of the General Assembly of 10 December 1948])

Human dignity is inviolable
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Decent work is a human right

Employees believe that their values are connected
to the values of the organization (Q32)

Justice and fairness are agreed in the company
principles

"Noonein the company is discriminated against on

grounds of age, gender or origin

Fairness is lived in the company by executives and
employees

The employees work in a working environment in
which they can live their values (Hans-Horst Kon-
kolewsky in Bochmann 2015, approx. 40)

It is important to superiors that all employees
have the same opportunities

Diversity is important for the success of the whole
organization

Superiors believe that all workers, regardless of
their form of employment, must be treated

equally

. Rules for safety and health apply to all employees
regardless of the form of employment

Superiors instruct all employees, regardless of the
form of employment

All employees, regardless of the form of employ-
ment, are involved in occupational safety mea-
sures

All employees, regardless of the form of employ-
ment, are involved in health promotion measures

For executives, it is important that the same OSH
level be achieved for all employees, regardless of
the type of employment
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| There s a well-founded CSR concept that explicitly
refers to safety and health

There is voluntary social responsibility within and
outside the core business: cultural sponsorship,
corporate volunteering, cause related marketing,
"Doing good"

Attention is paid to lawful and normative behavior
in order to avoid misconduct in the context of the
entire value added: code of conduct, compliance,
employee training, working standards

at suppliers ("avoiding bad")

(Nick Lin-Hi 2018)

Companies have a social responsibility

The social conditions have an influence on safety
and health at work (Walter Eichendorf in Boch-
mann 2015}

| There are measures for socially responsible work:
employees have a chance to reach the level of sa-
fety and health at work in their private lives as
well (Walter Eichendorf)

The manager understands the work-life balance
with respect for the special requirements of pri-
vatelife

The manager understands young parents as well
as older and foreign employees

Man is more than his "commodity” labor

“The human being is the center of attention, not
only as a worker, as 'human capital’, but asa
whole person together with his social (Hans-Horst
Konkolewsky in Bochmann 2015).

Employers and employees have a common
responsibility in occupational safety, which goes
further than the letters and paragraphs in the law"
{Hans-Horst Konkolewsky in Bochmann 2015)

| There are measures to specifically ensure the par-
| ticipation of disabled people in the work process

The management initiates construction measures
to facilitate access for the disabled

People with disabilities belong to us; are one of us
{principle of inclusion),
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| (accessibility for the disabled, sufficient opportuni-
ties for movement and support in the workplace
as well as rehabilitation and return to work mea-
sures (Bochmann 2015, 43f.))

The manager supports employees with disabilities
in the work process

Employees with disabilities benefit from this sup-
port

The perspective of people with disabilities deser-
ves special attention (UN Convention on Human
Rights 2006, concretisation and specification of
universal human rights from the perspective of pe-
ople with disabilities against the background of
their life situations).

| There is organized an open dialogue about values

The values of the company are communicated
openly on all levels

Superiors and employees belief that there s a
common ground of values within the whole organ-
ization

It is important for the superiors and the employ-
ees that there s a common ground of values

Safety and health is perceived as inherent values
of the company

There is a commitment to the values of the com-
pany
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Factor Matrix

Example on how to connect TA and
questionnaire Factor: Cooperation
Relational Functiond
System/Process Behavior Value/Attitude System/Process | Behavior | Value/Affitude
Systematic process to exchange info 1AB2; 1AB3; 1AB4 70:71; 74 1AB1 8 1AV1
Constructive approach to
communication (speaking about
problems) 1081 65; 66; 69; 1CB1; 1CB3 52 10V1; 102
234
Cooperation culture 3 1AV3; 1AV4 1FS1 1781 B
Ressources for cooperation 1851 1881; 1882 18V1; 182
Leadership 1081 1081; 1082; 1083 51; 1003 10V1: 1DV
Networking 1651 |1EBY; 1EB2; 1EB3 11
Incentives 1681 1681 16V1

State: 14 December 2018
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