Safety Culture IPT Snap shots

Health Safety Security Report

Positive Observations

w Interviewees clearly understand the mechanisms available to identify safety concerns, e.g.,
supervisors, managers, ECP, Human Resources (HR), Government Accoun:abmty Ofﬁce and
Hotline.

m  Most interviewees identified that they did not percewe any inhibitors to reporting concerns within
their organization.

®  The statement that management does not tolerate retaliation of any kind for raising concerns was
agreed to by a majority of survey respondents, approximately 75%. This was especially true of
respondents in the General Engineering, Project Control Specialist. Program Manager, and
Administrative Work Groups.

Areas in Ne ttention

= Among survey respondents, only about 70% agreed with the statement that everyome in the
organization is responsible for identifying problems. While overall this represents a higher
percentage of people agreeing than disagreeing, it is lower than is typically seen in other
organizations and still indicates that approximately 30% of the population did not agree with this
statement. Respondents in the Program Manager, Nuclear Safety and Physical Scientist and
General Engineering Work Groups believed this to a greater extent than respondents in the other
work groups. Survey respondents in the Supervisory Group believed that everyone is responsible
for identifymg problems to a greater extent than respoadents m the Non-Supervisory and
Contractors Groups did.

®  Overall, only 30% of all survey respondents feel that they can openly challenge decisions made
by management. Respondents in the Contract Specialist/Budget and Finance, Project Control
Specialist, General Engineering and Administrative Work Groups feel most negatively about
being able to challenge decisions. Non-Supervisory Personnel and Contractors either do not
believe or are uncertain about openly challenging management decisions. Among Supervisory
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Personnel slightly more than 70% agreed with the statement related to the ability to openly -
challenge management decisions.
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Issues with the planning and cootdination of work identied by many interviewees stross ORP included DIOE mad the choice ta do design concurent uith build and that brought alt of risk and
probiems to the project, The hofvaighment actoss the project i kit of areasis the best insghi into the safety cultee of the W TP project. Coordination and communication between ORP angRL
has created some difficulies, e.g, need For air monitoring supplied by a different contrastor at the site that reports theough the Richiand Operations OFfice (RL) was not easy to negatiate. Work
planning and coordination is ndered by the gengraphical dispersion of the groups. Coordination s an identified issue scrass the DOE Hanford Faciities and the resolution was a commitment ta the
Defense Nuckar F aciliies Safety Board [DNFSB). Resources and planning inficensing on the BN side were madequate to detesmine what was needed to put into the documented safety analgsis
andfinal resolution requires a $50 milfon contract change thatis curentigudes review by ORP,
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ositive about the Coordination of Work sooring significantl ps. The General Engineering Group had the lovest scores onithis seale.
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DatefrornUreBehmdAmldeamgSedeFmCmMmmnkamedalutoftmrtamtgDFPmmrvgadto!hsbehwm vaidating the surveg data Approsimately 55 of
the BARS respondents on this measure believe that when work plans are implemented most departments and individuats know theft roles and responsibdities. Hovever, they also befieve that
Gepartments work individuall and usually do not have the acceptance or support of other depanments, nor are 3l the involued parties included in the planning.

s

Datakiom the Behavioral Anchored Rating Scalefor Coordinaion of Work indisated a ot of noetaink across DFP withregard to this behavior vakatng the survey daka Approsmately 5% of
the BARS respondents on this measure believe that when wark plans ateimplemented most departments and individuats know their roles and responsibifities. However, theq also belisue that

Gepartmeents work individually and usually do not have the acceptance or support of other departments, nor are i the ivolved parties inchudedin the planning.
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Among survey respondents, anly shout 703 agreed with the stalement that evergons inthe orgasizationis responsible for identifying problems. kil overathis represents ahigher percentage of
peopk agseeing than disagreeing it is lower than is typicafly seen in other organizations and stilindicates that approzimately 307 of the population did not agree with this statement. Respondents in
the Program Manages, Nuclear Safety and Physical Scientist and General Engineering ' ork Groups believed this to a greates estent than respondents in the other work groups. Sutvey respordents
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Seientist, Contrant SpeciafistiBudget and Finance, mdﬁwwww&mmwmahm&gnMIwmnmoﬂwMglm Among Supervisory Personnel
slightlymore than 707, befieved that management could be approached with concems.

Oy sfightty mote than 50 of survey respandents agreed with the statement refated to management wants concenes reported, and approximately 582 beleve that constructive sritielsm is
otk dHerences were in the same direction described for the other responses,

Some organiational work groups had consistentiy move disagreements with several survey statements refatedto SCYE than other ioups. In particadar, the Nueleas Safety and Phgsical Scientist
and Contract Speci t and Finance Work Groups tended lo either disagree o score lower than othes work growps on the maiority of the stalements related to SCHE.
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Several intervievees identified ezamples in communication that may impact safety performance, Some manager behasiors are so confident that theg may be overpowering less assertive individuals
in the seintist and engineecing groups infubting their bringing problems forvard. Better communication is needed asound the hoss and vy of management decisions, Commanication from BR is
inadequate, e, BNl process changes vere not communioated directiy BAlis not peroefved to be fortheoming with ther information. Perception esists that DOE-WTP Project Management has
bevome BNI advocate even in ight of recurring mistakes. OFP stll needs to provide abroader ve of the project to some of its groups,

The Adrmiistaive, Proggam Manager, and Ot Work Goups adthe more posidve orgnizationalcutura profes. The Kuslea Saety and Physioal Sietist and Corirast Special UBudget and
Finance Work Groups had the more negative organizational caltural profies. Cantractaors and Supesvisor suveq respondents tended to have the most poskive organizationdl cutnal piofes, e
Non-Supervisomrespondents had the most negative.
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that theg teceive from other organizational levels (superiors, subordinates, and peers).

The Rdrministrative, Program Manager, and Other Work Groups had the more positive organizational cultural profiles. The Nutieas Safety and Physical Scientist and Contract SpeciaistBudget and
Finance Vork Groups had the more negative argancational cukural profiles. Contractors and Supenvisory survey respondents tended to have the most positive arganizational euitural profies, while
Hon-Supervisony respondents had the most negative. Statistically significant défferences vere obtained onthe Communication Acturacy Seale between several of the ORP Organationd Yotk
Groups. Inparticular, the Nuclear Safety and Physica Scientist, Caniract SpecizistBudoet and Finance and General ing Groups had the mast neqative perceptions about this behavior.
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DO0E-VTP and ORP support o1ganizations are working together as members of integrated project teams to provide oversicht of the WTP peoject and are working togethvr 1o develop and maintain
the integrated assessment schedule. Interviews and performance observations during this HSS review indicate the need to continue effarts to improue communications. During interviews, some
induiduats conveged that they were not engaged in the WP project since the support was nat eloomed by the ORP TP Project Team andthat there was fttke communication vith the WTP
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Most ORP staff members who wese interviewed by the independent Ouersight team said that communications between the DOE-WTP organization and supperting CRP osganizations had improved
bt seere not yet full effective. ORP managers saidthat the new Baison positions have been helpful in 40 Facitating commenic ations between these arganizations, but a fow OFIP staff members
commented tha ey had never met the DOE W TP liaison individual assigned to their arganization and that theg had not noticed improvement  communication. Some interviewees commented
that an atitude of “us versus them® esisted between WP project and support organizations and that these organizations were not get working together effectively as 3 team.

Diata from the Behavioral Rating Scate on Communization indicated that approsimately 61 of the DRP interviewee respondents who completed that scale had positive perceptions about the
eschange of information, both Formal and informeal, between the different departments or units inthe project, including the top-down and bottom-up communic tion ietworks, Respondents i the
General Engineering Group had the poorest perception of communication.

A signifieant numbex of efafts pessonmel indicated that schedule pressures and other factors (&g, inatequate planning, Frequently shifting priorities, poor communications, inadequate work
packages) hiwe resulbed in instances whete safety rules. procedures, and praotices wete not followed. The crafts recognize that procedures and work packages must be followed werbatim, but
believe that supervisors dpnot alwiags suppat that requirement in etk judgedto have a high priority. For esample, fofiowing procedures verbatim could take 100 long and cause delags for other
eréfts, D10 production pressures, some Forefmen Make COTpIOMiSes o1 sk the craits Yo decide for themselves [andtake the risk, of violating procedures), BN, DOE-YTP, and ORP
Managethent should evakste these contems to detarmine ther validty and extent n addition tothe safety risks to workers, compromising prosedures and nies coud impast the quality of
eonstrustion andinstalation of safety grade S5Cs. Crafts personnel described a few instances where safety grade struchines of companents {e.0. dlectrical cable trags) may not have been installed
corecty because of schedule pressures, poor planning, of inadequate work packages (e.g. heeded parts not availabie]. BN, DOE-YWTP, and ORP management shoud evatuate work practices, QA
protesses, and communiation and understanding af expectations to ensure that safety and quality are not compromised by schedubs pressures of nsufficient management espactations, controls,
andl nusreinkt
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HSS Issue / Problem Statement

Overall, only 30% of all curvey respondents feel that they can openly challenge decisions made
by management. Respondents in the Contract Specialist/Budget and Finance, Project Control
Specislist, General Engineering and Administrative Work Groups feel most negatively about
beingable to challenge decisions. Non-Supervisory Perzonnel and Contractors either do not
relieve or are uncertain shout openly challenging management decizions. Among Supervisory
Personnelslighthy more than 70% agreed with the statement related to the ability to openly
challenge mansgement decizions.

PS1:Sometimes personnel fail to listen and effectively engage in crucial proactive
conversations to ensure meaning, intent and viewpoints are understood.

PS5 2: Open and proactive communications and coordination on controversial technical issues
are not typical personnel behaviors. (Geographical dispersion, organizational issues)

PS5 3: Employees do not always trust decisions made by ORP Management.

Approximately 50% of surveyrespondents agreed with the statement that they feelthat they
can spproach the management team with concerns. Respondentsin the Nuclear Safety and
Physical Scientist, Contract Specialist/Budget and Finance, and Project Control Specialist Groups
believed thisto a lesser degree than respondentsin the other work groups. Among Supervisory
Personnel slightly maore than 703 believed that management could be approached with
COnCEerns.

PS 1: Sometimes personnel fall to listen and effectively engage in crucial proactive
conversations to ensure meaning, intent and viewpoints are understood.

PS5 2: Open and proactive communications and coordination on controversial technical issues
are not typical personnel behaviors, (Geographical dispersion, organizational issues)

PS 3:Employees do not always trust decisions made by ORP Management.

Only sltightly more than 503% of survey respondents agreed with the statement related to
management wants concerns reported, and approximately 583 believe that constructive
criticismis encouraged. Work group differences were largelyin the same direction described for
the other responzes.

PS1: Sometimes personnel fail to listen and effectively engage in crucial proactive
conversations to ensure meaning, intent and viewpoints are understood.

PS$2: Open and proactive communications and coordination on controversial technical issues
are not typical personnelbehaviors. (Geographical dispersion, organizational issues)
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Problem Statement

Problem Statement(s} — Teamwork and mutual respect {Employee Worker Engagement)

ensureneaning, intentand view

a6 ok bl G e I behaviors

PS 3: Employees do notalways tiust decisions made by ORP Mana

PS 4: ORP has not fostere

improvement Action

TBD

ISSUES from HSS Report

1.

DOE-WTP and BNI recently decided to proceed with certain activities, such as welding headson
vessels. Some staff and external organizations have cited this decision as an indicstor that
management places priority on schedule over safety.

PS 1: Sometimes employees fail to isten and effectively engage in crucial conversations to
ensure meaning, intent and viewpoints are understood,

However, DOE-WTP and BMI management did not effectively communicate to stakeholdersthe
rationale for this decision, nor did manazement communicate the fact that the action was
reversible if ongoing analysis concluded that the design needed to be modified.

PS 1: Sometimes personnel fail to fisten and effectively engage in crucial conversations to
ensure meaning, intent and viewpoints are understood,

PS 2: Open communications on controversial technical issues are not the norm.
PS 3: Employees do not always trust decisions made by ORP Management.

The organizational separation of the DOE-WTP organizstion from the rest of the ORP
organization has created difficulties in the communication, coordination, and cohesiveness of
the implementation of DOE stendards and oversight of BNI. Questions concerning how DOE-
WTP is managing the project, what impact their decisions are having on the project, which is in
control of the project, and ultimately who will deliver the project remain unanswered for many
of ORP’s employees and stakeholders.
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Improvement Actions

Problem Statement(s) —Teamwork and mutual respect (Employee Worker Engagement)

P5 1: Sometimes personnel fail to listen and effectively engage inproactive conversations to
ensure meaning. intent and viewpoints are understood,

PS 2: Open and proactive comimunications and coordination oin controversial technical issues
are not typical personnel behaviors. (Geographical dispersion, organizational issues)

PS 3: Employees do not always trust decisions made by ORP Management,

PS 4: ORP has not fostered teamwork between the WTP project team and other ORP
organizations.

Improvement Action

E2-1A1: Provide traininng on how to engage inactive listening. (e.g. crucial conversation)

E2-1A2: Communicate time sensitive or controversial project information to the staff. (Scott

dram)

E2-1A3: Perform a gap analysis of where teaming has not been effective. identify opportunities
for improved teamwork anld plan teambuilding activities.

E2-1A4: Develop and implement an ORP management development prograim that contains
communication. organizational trust, and behavioral elements (e.g. 7 Habits of Highly
Effective People. Change Management. Conflict Resolution)

E2-1A5: Develop and implement an employee development program that contains
comimunication. organizational trust. and behavioral elements.,

E2-IA6: Implement monthly potluck luncheon with the entire office to provide relationship
building opportunities (each division will rotate responsibility for food items).

E2-1A7: Implement the “ladder of accountability™ training across ORP.

ISSUES from H55 Report

1.

DOE-WTP and BNl recently decided to procesd with cermein activitiss, such as welding heads on
wveszsls Some staff and externel organization: have citsd thif-. gefisionas aningicaior that
management plages priority onschedule over safety.

PS 1: Sometimes employees fail tolisten and effectively engage in crucial conversations to
ensure meaning. intent and viewpoints are tnderstood.
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DNFSB Response (Implementation Plan)

4. Establish and implement a program for ORP to sffectively handie issues and establish an
ORP Issues Manager. Program elements must include feedback mechanisms, transparency,
traceability, benchmarking, performance monitoring. trending. and a set of meirics that
communicate issue resolution to emplovees. Incorporate issues management into a formal
prioritized activity within ORP senjor managerial duties.

(L3-1A7_E3-1A7. 01-1A2, O2-1A2, O2-1A4, O2-1A7)

(LB—HL! 13 IAZ, L4~Ia4:ML4-IAJ,‘ L5-IAS IAS, E1-TA3, E2-1A4; O1-TA3.'O1-1A4; O5-

6. Develop and impiement an employes development program that contains communication,
organizational trust, and behavioral elements that underpin safety culture.
= Communication tools and traiming opportunities inciude, but are not Hmited to:
¢ Iiustrate issue resolution programs and processes available to emiplovees.
o Provide training on the lessons learned program including divisional points of
contact and how the program can be beneficial during the course of daiiv work
o Provide training on how to engage in active listening. (e.g Crucial Conversations)
* Adopt “Ladder of Accountability” as an organizational value training tool.
(E1-1A4, E2-TAL E2-IAS_E2-1A7 O1-1A7 O2-1A5, 04-1A)

7. Establish and impiement (e.g. coaching, mentoring, IPP) set of management and staff
expectations for safety culture attributes as defined in DOE G 450 4-1C.
= Develop and communicate organizational values that include safety cuiture values.
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