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• Dr. Patrick Sherry has consulted extensively with Fortune 500
companies throughout the US and Canada and Asia coaching
executives to improve leadership and corporate culture.

• A few of the companies he has worked with include IBM,
Prudential Financial, TRW Automotive, EMI, Aetna, Involved
Media, Merrill-Lynch, Molson-Coors, BNSF Railway, Ashanti Gold,
South African Railways, and Active International.
• A tenured Professor at the University of Denver where he has
successfully trained and developed the leadership skills of
consulting psychologists and coaches for over 30 years.
• Director of NCIT, a UTC, at University of Denver
• Co-Founder Pioneer Leadership Program, University of Denver
Patrick Sherry, PhD, ABPP
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Ljubljana Marshes Wheel
Slovenia
3300 BCE
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1830

1872

“Some say that when Stephenson's Rocket
left Edge Hill for Manchester on the 15th
September 1830 it marked the beginning of
the modern world.” – Metal, Edge Hill
Cable cars opened in San Francisco in 1872; in 1884
East Cleveland Street Railway became the first
electric streetcar. In 1882, Leland Stanford bought
the Market Street Railroad Company. By 1892 the
San Francisco & San Mateo electric railway began
operating and, two years later, streetcars replaced
Market Street horsecars.

1951

In 1951, California's legislature created the San
Francisco Bay Area Rapid Transit Commission and
plans for an expansive rapid transit system in
1956.[4] Nine Bay Area counties were included in
the initial planning commission.[5] The idea of an
underwater electric rail tube was first proposed in
the early 1900s by Francis "Borax" Smith – the San
Francisco Chronicle ran a front-page editorial in
1900 suggesting an electrified subway.[1]
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First Locomotive
John Stevens
1749 –1838

1st Passenger RR in USA
Philip E. Thomas
1776 - 1861

1964 Urban Mass
Transit Act
Lyndon B.
Johnson

Traffic Light
Garret Morgan

1991 George H.W. Bush signs ISTEA
Arnold Martinez, Bud Shuster,
Daniel Patrick Moynihan (in hat),
John Hammerschmidt, Robert Roe,
& Norman Mineta.

Your
Name
Here!!!!
Norm Mineta
USDOT

Grace Crunican
BART

Bev Scott
MARTA, MBTA

Nuria Fernandez
FTA

Frederico Pena & Rodney Slater
US DOT Sec of Transportation

6

Leadership
Safety Culture &
Occupational Health & Safety
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Zohar

- For 42 work groups, transformational and constructive leadership predicted
injury rate, while corrective leadership provided indirect, conditional prediction.

- Leadership effects were moderated by assigned safety priorities and mediated
by commensurate safety-climate variables.
- The results suggest that transformational and transactional leadership provide
complementary modes of (mediated and moderated) influence on safety
behavior of group members.
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Zohar’s Results

Zohar – Figure 2 – Transactional Leadership (TL) and Preventative Actions (PA)
Zohar, (2002), J Org Beh, 75-92
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Clark’s Results
Sharon Clark – Meta Analysis
• Developed and tested a model of safety leadership, which shows that both transformational and active
transactional leadership styles are important aspects of effective safety leadership
• Findings suggest that leadership styles have a differential effect on safety compliance and safety participation–
thus, training and development programs should make specific links between leader behaviors and employee
behavior.

•

Clarke, Sharon. “Safety Leadership: A Meta-Analytic Review of Transformational and Transactional Leadership Styles as Antecedents of Safety Behaviours.” Journal of occupational and organizational
psychology 86.1 (2013): 22–49. Web.
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Clarke’s Model

Safety
Participation

Transformational
Leadership

Safety
Climate

Active
Transformational
Leadership

Occupational
Injuries

Safety
Compliance
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Clarke’s Results
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Safety Culture
• Safety culture has been linked to the occurrence of some of the most
dramatic and sensational accidents of the past 50 years – Exxon
Valdez, Space Shuttle Challenger, the Chatsworth commuter train
collision, and many others.
• The purpose of the assessment is to Identify the strengths of your
safety culture, how your culture compares to that of other
organizations, determine areas in need of improvement, develop a
yardstick to evaluate the success of your training programs.

DRAFT
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VRE Study

Data collected
at main crew
locations over a
48-hour period
in 2019.

Site 1

Site 4

Site 2

Site 3

14

Safety Culture Assessment
Scale

A team of independent
researchers from the
Transportation Institute
at the University of
Denver administered a
paper and pencil survey.
The survey consisted of
50 items measuring
safety attitudes,
respondent
characteristics, and
other work-related
attitudes.

Management
Commitment

Supervisor
Commitment

Definition
Leadership is clearly committed to safety.
Immediate supervisor is clearly committed to safety.

Peer
Commitment

Coworkers are clearly committed to Safety.

Safety
Attitudes

Employees feel personally responsible for Safety.

Safety vs
Productivity

Safety is prioritized over productivity and other competing
demands .

Safety
Knowledge

Safety efforts are supported by training and resources.

Safety
Managers

Safety managers seen as contributing to overall safety.

Accountability Organization responds fairly to safety concerns
Safety
Rewards

Safe behaviors and practices are rewarded and acknowledged.

Safety
Practices

Employees comply with safety procedures and practices.

Factor Results
VRE Safety Culture Factors
5

5=High

4.5
4
3.5
3
2.5

1=Low
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1.5
1
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Respondents
48. Keolis rewarded safe work…

47. A Safety Committee member…

46. My supervisor expects me to take…

45. We receive clear messages that…

44. I pride myself on my ability to work…

43. My work unit is committed to…

42. Keolis is committed to employee…

41. Keolis is a safe place to work.

40. Safe employees should be rewarded.

39. The best employees are usually the…

38. I can prevent accidents through my…

37. I would rather be a safe, than a…

36. The most important part of…

35. I avoid accidents by using safe…

34. I hope to be known as a safe worker.

33. Safety is more important than…

32. Employees wear seat belts when…

31. My Field Safety Manager…

30. Safer employees are promoted…

29. My coworkers help make Keolis a…

28. My work area has been made as…

27. I am encouraged to raise safety…

26. My supervisor helps make Keolis a…

25. I know how to fix safety hazards.

24. Employees do not take…

23. Keolis values employees' safety.

22. My Field Safety Manager educates…

21. Unsafe employees receive lower…

20. My coworkers look out for my…

19. Employee safety is not sacrificed…

18. My workplace is clean and orderly.

17. Employees are encouraged to fix…

16. My supervisor invests time to…

15. I know how to avoid safety hazards.

14. Employees wear appropriate…

13. My Field Safety Manager helps…

12. Keolis is committed to employee…

11. My Field Safety Manager provides…

10. Unsafe employees are held…

9. My coworkers are committed to the…

8. I have been given Keolis safety…

7. Employee safety is not sacrificed for…

6. My job is safe from accidents and…

5. Employees feel free to report safety…

4. My supervisor invests time to keep…

3. I know how to spot safety hazards.

2. Employees take all safety…

1. Senior Management is committed…

1=Low

5=High

Safety Culture Item Scores
Means of ALL Items on Safety Culture Survey

5

4.5

4

3.5

3

2.5

2

1.5

N= 65
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Effects of Supervisory Behavior on Safety Culture
• Take perceptions of supervisors
• Correlate with ratings of Safety Culture
• Identify the relative contribution of the presence of the behavior on
the rating of safety culture
• When supervisor is seen as engaging in a particular behavior how
does that relate to the final rating of the safety culture
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65. My supervisor regularly monitors my compliance with safety rules and procedures.

Safety culture at VRE is good.
No
Yes
3.0%
97.0%

66. My supervisor provides detailed instructions on how to accomplish work safely.

5.7%

94.3%

26. My supervisor helps make Keolis a safer place.

7.7%

92.3%

70. My supervisor takes time to educate and train people if they need help with safety.

7.7%

92.3%

62. My supervisor consults with direct reports to develop suggestions about safety issues.

8.6%

91.4%

4. My supervisor invests time to keep work safe.

9.3%

90.7%

69. My supervisor is quick to discipline non-compliance with safety rules/procedures.

9.4%

90.6%

16. My supervisor invests time to improve employee safety.

9.5%

90.5%

45. We receive clear messages that safety is more important than working quickly.

9.5%

90.5%

60. My supervisor likes to reach consensus with my work unit on most safety issues.

11.5%

88.5%

63. My supervisor has little patience for non-compliance with safety rules/procedures.

12.0%

88.0%

61. My supervisor makes communication between team members a high priority.

14.3%

85.7%

67. My supervisor trusts employees to do what needs to be done and do it safely.

15.6%

84.4%

64. My supervisor lets employees decide their own way of doing their job's safety.

18.8%

81.3%

55. My supervisor talked with me about my safety behavior in the past year.

20.5%

79.5%

46. My supervisor expects me to take short cuts to get the job done on time.

25.0%

75.0%

51. My job safety briefing provides valuable safety information.

28.6%

71.4%

50. We have a job briefing before starting a job.

29.3%

70.7%

59. I feel that I would be retaliated against if I reported safety concerns.

42.9%

57.1%

68. My supervisor wants the job done even if I have to bend the rules occasionally.

50.0%

50.0%
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Strong Effect

Leadership Behavior & Effect on Safety Culture
100.0%

90.0%
80.0%
70.0%
60.0%
50.0%
40.0%

Weak Effect

30.0%
20.0%
10.0%
Yes

65. regularly monitors compliance

66. provides detailed instructions

26.helps make Keolis safer

70. takes time to educate and train

62. Asks for suggestions about safety

4. invests time to keep work safe.

69. quick to discipline

16. invests time to improve safety.

45. Says safety is more important than speed

60. likes to reach consensus on most safety issues.

63. has little patience for non-compliance

61. makes communication on team a high priority.

67. trusts employees to do it safely.

64. lets employees decidehow to be safe

55. talked with me about safety

46. expects me to take short cuts

51. safety briefing provides valuable information.

50. have a job briefing

59. I retaliates if I report safety concerns

68. wants to bend the rules occasionally.
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Strong Effect

Leadership Behavior & Effect on Safety Culture
100.0%
90.0%

80.0%
70.0%
60.0%
50.0%
40.0%

Weak Effect

30.0%
20.0%
10.0%

Yes
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The safety
culture at
Metrolink is
good.
My Safety Manager influences me to work safely.

.660**

I am encouraged to raise safety concerns.

.627**

My supervisor invests time to improve employee's safety.

.607**

Employee safety is not sacrificed for production during a job.

.605**

Senior Management is committed to employee safety.

.602**

Employees feel free to report safety hazards

.597**

Unsafe employees are held accountable for their actions.

.469**
(N=187)
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Means of Safety Culture Factors by Organization - 2015 to 2020

5=Hi Level

5

4.5

4

3.5

1=Lo Level

3

2.5

2
Mgmt Com-Immed

Mgmt Com-SR

Peer Com

Safety vs Prod
Ship

Bus

Pers Resp
2015

Educ Focus
2017

2019

Safety Knlg
VRE
ABC

Accnt

Rwd Safety

Safety Prac

Total
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Introduction to Leadership:
What is leadership?

Definition of
Leadership

“A great leader helps a
group of people identify
what they want and how
to get it, and then
influences that group, free
of coercion, to take
coordinated action to
achieve the desired
outcomes.”

Geoff Smart “Leadocracy”
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Definition of Leadership
“A leader is one who has the ability to get other people to do what
needs to be done and what they don’t want to do, and like it.”
Truman (1958, p. 139)

“Leadership is the ability to decide what is to be done, and then to get
others to want to do it.”
Larson, “According to Eisenhower,” 1968, p. 21
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Definition of Leadership

“Leadership is an influence relationship among leaders
and followers who intend real changes that reflect their
mutual purposes.”
J. Rost, “21st Century Leadership,” 1991
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Discussion of Management vs. Leadership
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“The manager does things right; the leader does the right thing.”
Warren Bennis

Managers vs. Leaders (from Bennis Article)
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1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

The manager administers; the leader innovates.
The manager is a copy; the leader is an original.
The manager maintains; the leader develops.
The manager focuses on systems and structure; the leader focuses on people.
The manager relies on control; the leader inspires trust.
The manager has a short-range view; the leader has a long-range perspective.
The manager asks how and when; the leader asks what and why.
The manager has his or her eye always on the bottom line; the leader’s eye is on the horizon.
The manager imitates; the leader originates.
The manager accepts the status quo; the leader challenges it.
The manager is the classic good soldier; the leader is his or her own person.
The manager does things right; the leader does the right thing.
Warren Bennis, “On Becoming a Leader,” 1989
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Burns & Bass – What is Leadership?
Burns (1978) founded the field of leadership
studies, introducing two types of leadership:
• Transactional leadership, focus on goals,
results, consequences. Contingencies.
Rewards.
• Transformational leadership, focus on the
beliefs, needs, and values of followers;
leaders and followers raise one another to
higher levels of motivation and morality.
Motivational, inspirational, transcends
linear goals, vision.

J. Burns, “Leadership,” p. 4

Transactional

Manager

Transformational

?

Leader
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How and what to develop to be a great
leader?
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Eleanor Roosevelt
• “Well behaved women rarely make history.”
• E. Roosevelt

• According to H. Gardner, Roosevelt:
• “groped in the beginning, she attempted some public
writing, she tried broadcasting, she offered to be her
husbands secretary, she held press conferences …as she
sought to forge a role – she was not afraid to embarrass
herself.”
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Learning to Lead
In his landmark study of Leadership, Bennis concluded that:
• “Leaders are made, not born, and made more by themselves than by any
external means.”
• “Leaders continue to grow and develop throughout life.”
• “Leaders need take charge of their own learning.”
• “Leaders need to develop a guiding purpose an overarching vision – more
than just being goal directed – they must find a metaphor for their life.”
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What to develop?
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What are the characteristics of
successful leaders?
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International Study of Leaders
• From an international sample of over 60 International companies with
operations in:
• Financial Services
• Manufacturing
• Technology
• Over 3000 individuals were assessed and a statistical factor analysis using
their annual performance and search consultants ratings as criteria we
• Determined the KEY FACTORS common success competencies
• Results suggest 5 major competency clusters
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International Study of Leaders

Communicating
Vision & Values

Critical
Thinking

Building &
Maintaining
Key
Relationships
Developing
Strategy

Global
Awareness
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Role of Assessment
SelfReflection

Feedback

SelfReflection

Feedback

Practice
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Leadership Styles Assessment Questionnaire (LSAQ)
Autocratic

Affiliative

Coercive

Participative

Authoritative

Collaborative

Charismatic

Democratic

Pacesetting

Laissez faire

•
•
•
•
•
•
•
•
•
•

Coercive
Autocratic
Authoritative
Charismatic
Pacesetting
Democratic
Collaborative
Participative
Affiliative
Laisse- Faire

◼ LSAQ provides

information on your
preferred leadership style. From
traditional authoritarian to laid back
laissez faire. Also has two new scales
on measuring Agile Leadership.
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Suggested Activities

• Keep a journal
• Reflect
• Get feedback
• Ask for feedback
• Find a mentor
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• Go with your strengths but
• Mind the gap!!
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Coaching
• Review assessment results
• Reflect on needed areas for development
• Report on your progress
• Create Development Plan
•
•
•
•

Strengths
Areas for Development
Possible assignments
Goals

• Review development plan with sponsor
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Thank you!
http://www.leadershipsuccessfactors.com/safety/
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