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	Major Theme
	Sub theme
	Description of Theme
	Summary of Research Findings

	Leading Practices (the practice itself)
	Applicability
	LP’s should be applicable to the mining sector as a whole.
	This matter was not widely raised as a barrier.  Still, one interviewee feels that LP’s are too focussed on gold mining and not showing similar results for coal.  Another believes that there are numerous safety challenges not addressed by MOSH, hence mines embark on their own initiatives.

	
	Resources 
	The success of the LP depends on it being financed and resourced appropriately.  
	A significant number of interviewees raised resources as a barrier to adoption.  In this regard costs were specifically mentioned and it was said that adopters need the right material for the practice to be successful.

	
	Results
	There must be demonstrable proof (measurable results) that the LP improves health or safety. 
	Many interviewees raised this matter.  For LP’s to be adopted, mine management must be convinced that it will make a difference, especially to people on the face.  For this evidence is required. 

	
	Selection
	Select the practice with the biggest impact as LP.
	One interviewee expressed the sentiments of many others in these words: “Make sure the leading practice is indeed a leading practice.”  It was felt that the practices selected “must give the most benefit”, “should have the required impact”, and “would be sustainable”.

	The adoption process
	Complexity
	The ease (or difficulty) with which the LP is understood and executed.
	Many interviewees felt that an effective, simple process would be an aid to adoption.  The adoption process is not easy to understand, especially the behavioural dimensions of it.  One interviewee stated: “Even after training people don’t understand the process”.  Also, the process should not be “practically too hard to do underground”.  One interviewee captured the sentiments of many others in these words: “If we do not make it easy, people will not do it.”


	
	Duration
	The length of time that it takes to fully adopt a leading practice.
	A widely held view is that the adoption process takes too long.  This causes frustration because mining managers “are not used to implementing projects like that” and “some managers want to push it through”.  One interviewee said: “Because MOSH moves slowly, we try to find our own solution” and another: “there must be a sense of urgency”

	
	Integration
	MOSH adoption should not be an ‘over and above’ activity, but rather an integral part of the mines’ strategies and processes.
	By far the majority of interviewees believe that LP’s must be part of their own strategies and systems, in particular as far as the behavioural change process is concerned.  Some cautioned against conflicting approaches (e.g. “MOSH’s insistence of doing the behavioural aspects their way will make adoption fail”; “Recognise that companies have their own change management systems – rather focus on the technology and let the companies develop their own change management systems”)

Also with regard to the more technical component of the MOSH process it is widely held that “it needs to fit seamlessly into our strategy”, “it must become part of the (existing) system”, “it needs to be slotted into the mine’s other H&S initiatives” and “be embraced as part of our processes”.

It was mentioned a few times that it should be kept in mind that MOSH is only one of a number of initiatives that mines are busy with. 

	
	Leadership
	Buy-in and commitment of leaders involved in the process.
	For adoption to be successful, management buy-in and commitment is imperative, according to almost all interviewees.

	
	The management of the process
	How the adoption process is managed at the adopting mine.
	Interviewees have firm views on how adoption should be managed by mine level adoption teams.  The following are the most common themes:  Firstly, there need to be champions who are committed to the project and continuously communicate about it. It was noted that the right people should be selected (also to attend COPA and other meetings) – they should be passionate, empowered and competent.  Secondly, adequate time should be dedicated to the process.  Thirdly, regular follow-up needs to be ensured for the sake of sustainability.


	
	Resources
	Resources required for a successful adoption process.
	Resources, especially management time and funds, are widely regarded as a major factor.  It was mentioned that mines have many priorities and available managers are “thinly spread”.

	
	Stakeholders
	People who have a role to play and/or are affected by the adoption process.
	Literally everybody in the organisation from the CEO down to workers on the face, as well as the DMR and unions, were mentioned as the stakeholders.  However, three groupings stand out as particularly important: The CEO and executives, General Managers and Mine Overseers.  According to the interviewees, these stakeholders are taking the decisions as appropriate to their particular level and without them driving the process, it is likely to fail.


	
	Training
	Training adopters on the MOSH system, leading practice and required behaviour.
	The need for training is one of the most widely held aids (or barrier where training is lacking) to successful adoption.  As one interviewee put it:  “People must understand why we are doing this, what we try to achieve and what is in it for them.  This outweighs anything else.”  This goes to the very heart of sustainable adoption, as one interviewee said: “People will take short cuts if they do not understand the full requirements of the system.”

In addition to the training of adopters on the process as such, two training needs stand out:  Training on the MOSH process itself and training on desired leadership behaviour.  This should be directed at operational leadership, especially MO’s and Shift Overseers.


	Communi-cation of and during the process
	Least effective means
	Means of communication that will likely have the least impact. 
	By far the least preferred means in terms of effectiveness is e-mails.  Interviewees also believe generally that long reports or memo’s and “to be swamped with info” will not be effective.


	
	Most effective means
	Means of communication that will likely have the most impact.
	Personal communication (face-to-face or maybe even a phone call) stands out as the means of communication regarded as most effective.  Other important means are progress reports and newsletters, but these should be short and not too frequently – quarterly seems most preferred.  Also mentioned was a quality website and visits to source mines.  Two-way communication is important: “Open the door for people to tell MOSH what they need.”


	
	Communi-cators
	People who should communicate about MOSH within organisations
	It is obviously a fundamental responsibility of the Learning Hub and the MOSH Adoption Teams to communicate to industry.  However, a significant number of interviewees pointed out that the highest level of management had a key role to play.  One CEO put it as follows: “It is my responsibility to sell the message, follow it through and make sure it is implemented through a process of consultation and participation.  It is a line function.  Get us as CEO’s to write more frequently to our own people and help us to create the messaging.”  Another interviewee said of the Executives:  “There is not enough exposure by them and information from them on MOSH.”


	
	Messages
	The content of the communication. 
	Most of the people interviewed believe the following should be communicated:  Which practices are available, cost/benefits of practices and how the MOSH process works.  However, the broad consensus is that progress of adoption throughout industry as well as the successes achieved should be on top of the list of topics to be communicated.


	
	Modes 
	Platforms or occasions that should be utilised for communication.
	The people interviewed have a strong preference for meetings of AMMSA, SACMA, COPAS, and regional tripartite forums.  Some also believe that presentations should be done at mine management meetings and mine/company safety meetings.


	
	Targets
	People and institutions to which communication should be directed.  
	As with ‘stakeholders’ above, communication should be directed at all levels in the organisation as well as other stakeholders such as the DMR and unions.  However, the group that was mentions most was general managers.


	Behavioural matters
	Buy-in
	A belief in the efficacy of the MOSH process and a demonstrated willingness to work according to its procedures.
	All interviewees agree that buy-in from all stakeholders, and specifically management, is needed for successful adoption.  Phrases like ‘support’, ‘acceptance’, ‘belief in’, ‘commitment to’ and ‘being on board’ were frequently used.  The following was said of leaders: “They must firstly accept it themselves and then get energised about it.”

	
	Change management
	The management of a process to affect behavioural change.  (Involvement and leadership behaviour [below] are critical elements of change management.)
	Interviewees by and large agree that the MOSH process is in essence a change management process essential to adoption.  Here are some phrases used:  “Lack of change management ... will make it fail”, “Change management is most important”, and “(It’s) changing people’s behaviour and get them to adopt”.  Barriers noted were a blame culture which inhibits a people centric approach and the ‘mining way’ that’s geared towards implementation (without behavioural change intervention).


	
	Involvement
	Making stakeholders part of the planning, decisions and implementation of the MOSH adoption process.
	A lot was said about the importance of involving people in the process.  One CEO said: “We must have the views of the workers, how they feel about the hazards, how they (the people) are managed, do they have the resources, time and training”.  Another CEO: “People must give their input, management must listen and the solution must be collective.  People must believe it in their hearts.  They must do it for the right reasons.  They must want to do it.” 

Some more quotes from interviewees that capture the general sentiment:     “People do not comply or ‘make a plan’ because we don’t listen to their inputs.”   “People at all levels will resist adoption if they are not made to feel part of the system.”   “Resistance will come from unions if they are not involved in the decision making”
 “Work with the crews”.


	
	Leadership behaviour
	Anything that leaders (at all levels) say and do that facilitate successful adoption.
	All interviewees had views on this matter, and all views are more or less aligned.  Many referred to ‘visible felt leadership’.  The following are some of the phrases used to describe leadership behaviour that will aid adoption:
· “Involve people” (see also ‘Involvement’ above)
· “Create a thorough understanding of the system.”
· “Listen to feedback from people on the ground.”
· “Engage people”
· “Empower people and communicate continuously”
· “Positive re-enforcement - give credit where credit is due”
· “Walk the talk, live the values”
· “Lead by example”
· “Take personal ownership”
· “Explain to crews why things are done and how it will make a difference”
· “Unequivocal support for the system”
· “Be a MOSH ambassador”

The following were cited as barriers to adoption:
· “Where GM’s show resistance, it will not happen”
· “(The desired behaviour) is not our natural style”
· “Leaders are not disciplined enough to walk the talk”
· “(Leaders are weak in) people issues, in particular the ability of supervisors to work with people”
· “They need to communicate better”
· “Supervisors do not listen enough and are not asking enough about the constraints”
· “Blame culture and 1970’s and 80’s management styles.  The new breed of workers does not respond to it”
· “Lack of leadership”

Some people are firmly of the view that an effective leadership behaviour plan and intervention should be a LP in its own right. 

	
	Resistance to change
	A reluctance of people to do new things
	A few points were made in this context:  “If you introduce something new, people will ride it out because they know there will soon be something else.”  Of LP’s in particular one interviewee remarked:  “There is friction around the whole process; people do not like new technology”.  Another said:  “Supervisors are the most likely to resist, they do not like change.”

The point that was most frequently made was that people will resist if it entails more work without compensation.

	
	Training
	Educating people on the MOSH process and giving them the skills required for successful adoption.
	Training in general was raised by most interviewees as important.  However, training of leaders was mentioned by most as crucial.  Training in desired leadership behaviour (see above) was singled out.



