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CHAPTER 1

INTRODUCTION TO THE INTEGRAL JOURNEY
The four 4Cs of Research and Innovation

ASo, built we the wall; and all the wall was joined together unto the
half thereof: for the peoplehad a mind to worko (Nehemiah
James Version

11 INTRODUCTION

This research journey focused mainly on losses related to operational risks, usually
referred to as Safety, Health and Environment (SHE). Thousands of working
comrades, fathers and brothers have suddenly had their bodies dismembered or
have lost their lives, often with ghastly social and economic consequences to their
families, at workplaces due to operational risks. Similarly, the natural environment
has endured massive alteration and deprecation because of human actions. The
employment sector was inevitably grappling with various prospective approaches
intended to lead to the creation of zero harm operations, albeit with limited success.
Hence, in seeking to contribute to the reduction of zero harm, this thesis examined
the role and efficacy of the human factor in reducing operational risks in the
workplace. It sought to contribute to the reduction of operational risk (accidents and
incidents) at the workplace. This being a topical matter among the workers, the
organisation, policy makers in the country and the world at large. Moreover, it aimed
to add a voice to the on-going debates on sustainable community economic and
social self- sufficiency for rural communities in Africa and globally.

Many countries throughout the world especially the under-developed countries of
Africa, Asia and South America lack the ability to unchain themselves from the
bondage of poverty and social deprivation let alone achieve economic self-
sufficiency. Using the Zimbabwe Platinum Mines as a lens, the thesis put forward
models, which incorporated the concept of Ubuntu/Hunhu, positively contributing to
the reduction of injuries and environmental pollution. At the workplace operational
risk mainly relates to Safety, Health and Environment (SHE), although some
organisations have added Quality or Community affairs to the subject and refer to it
as SHEQ or SHEC respectively. For ease of the communication and write up these
were used interchangeably together with the more commonly used word under the
larger umbrella called safety. Webster (1828) defines safety as the condition of being
safe from undergoing or causing hurt, injury, or loss.

According to Lessem and Schieffer (2010), the essence of the integral research-to-
innovation journey is to effect transformation and social innovation of
the individual, communities, organisation, and ultimately societies. This research,
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coupled with the r es &mnbabwe Platibusn MeesgZeplat® n c e s«

served as a practical model for many firms that are faced with high operational risk,

workplace injuries and fatalities. | proposed a models that integratedt he & hu man

factor d ( commo rJbuptuin Sobliteem Afdcd) intreduciagshe incidents

of human error. Whil e it draws from Chi

approach to development, it also engaged a variety of models that discussed and
focused on the specific element of those human factors which influenced operational
risks.

According to Nelson and Lundin (2010), Ubuntu is a philosophy that considers the
success of the group above that of the individual in the society. The word Ubuntu
originates from one of the Bantu dialects of Africa, and is pronounced as uu-Boon-
too. It is a traditional African philosophy that offers us an understanding of ourselves
in relation to others, to society and to the world. According to Nussbaum (2003:2),
flJbuntu is the capacity in African culture to express compassion, reciprocity, dignity,
harmony and humanity in the interests of building and maintaining community with
justice and halsbnuaad Lundia(20ilQ) goés.on to say there exists a
common bond between us all and it is through this bond, through our interaction with
our fellow human beings, that we discover our own human qualities. Or as the Zulus
wo ul d usnayn,t ui n g u mu n twhichmgand that & perdon is a person
through other persons. We affirm our humanity when we acknowledge the humanity
of others. The South African Nobel Laureate Archbishop Desmond Tutu in his
publication (25™ January 2013) describes Ubuntu as:

Al't is the essence of being human.

humanity is caught up and is inextricably bound up in yours. |
am human because | belong. It speaks about wholeness; it
speaks about compassion. A person with Ubuntu is welcoming,
hospitable, warm and generous, willing to share. Such people
are open and available to others, willing to be vulnerable,
affirming of others, do not feel threatened that others are able
and good, for they have a proper self-assurance that comes
from knowing that they belong in a greater whole. They know
that they are diminished when others are humiliated, diminished
when others are oppressed, diminished when others are treated
as if they were less than who they are. The quality of Ubuntu
gives people resilience, enabling them to survive and emerge
still human despite all efforts t

The research was rooted in the personal calling of the researcher, the life stories of
the mining community and the intention to empower the Zimplats workforce who
have been disadvantaged by traditional mining approaches. The traditional
approaches by senior managers towards the need to reduce accidents on mines
were militant and did not accommodate the voices of the employees. Typically,
employees were viewed as machines without opinions. In stark contrast, the stories
of the workers shared in this research are all grounded in nature, culture, spirituality
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and community. The thrust of the research was intended to transform employees of
Zimplats, the organisation itself and the mining communities through empowering
action research. Itis important to note, that despite the unprogressively policies, the
mining community is a close-knit community. And ironically, according to Lessem
and Schieffer (2014), this offered potential for change, because in their view it is love
and engagement, with fellow human beings, and more-than-human (natural) that
counts most. Such an indigenous world is lodged in nature, in community, and all
too often in religion. The engine of the mining industry is therefore oiled by the
human component and hence this crucial element cannot be ignored for successful
operational risk management.

Of late, and owing to the rise in losses in human capital and financial terms,
operational risk has received significant attention from both policy makers and
academics. According to Valova (2004:33), the Basel Committee on Banking
Supervision (2001:2) defines operat i on a | ri sk as, nt he
inadequate or failed internal processes, people and systems or from external

r

eventso. This definition includes | egal
operational risk. Depending onthe natureof each f i rmdéds operati on

will change from industry to industry, and this constitutes an important consideration
when looking at potential investment decisions. Industries with lower human
interaction are likely to have lower operational risk. Nevertheless, key operational
risks include all forms of loss, whether they are human, material, financial or
environmental for most productive sectors. The International Labour Organisation
(ILO) (2008) defines occupational safety and health (OSH) as the science of the
anticipation, recognition, evaluation and control of hazards arising in or from the
workplace that could impair the health and well-being of workers, considering the
possible impact on the surrounding communities and the general environment. This
thesis, therefore, explored this OHS concept from a human and environmental point
of Vi ew, specifically 1l ooking at t he
normally referred to as safety, health and environment (SHE) risks at a mining
concern in Zimbabwe.

1.1.2 Research Aim, Objectives and Values

The study aims were to contribute to the reduction of accidents as well as minimising
extent of human error by proffering new, tested approaches to the concept of safety,
health and environment at the work place. It sought to contribute knowledge on
development and application of psychologically based approaches in operational
risk management to mitigate against human error. The following objectives formed
the central focus of the thesis:

1 Institute an employee-driven SHE culture that creates responsibility and
accountability at all levels.
1 Design prudent risk controls to maintain compliance while advancing SHE
management goals.
23
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1 Implement critical interpersonal and intrapersonal components of strong
leadership to optimize worker engagement.

1 Reinforce SHE training to excel during industrial workforce shifts changes
while eliminating gaps in safety knowledge.

1 Target leading indicators to enhance Zero Incident Process (ZIP) and
increase site-level corrective action,

1 To establish a strong Social Innovation approach to matters of safety and
health.

1.2 ZIMPLATS PROFILE AND HISTORY

Zimbabwe Platinum Mines Private Limited (Zimplats) is owned by Implats and is
located on the Hartley Geological Complex on the Zimbabwean Great Dyke south-
west of Harare as shown in figure 1.1. Zimplats operates both an opencast and four
underground mines at Ngezi located about 150km from Harare. The Selous
Metallurgical Complex (SMC) where the ore is concentrated and smelted is located
some 77 km north of the Ngezi mines. The company also owns the Hartley Platinum
Mine situated at the SMC which is currently under care and maintenance.

R

SMC Concentrator SMC Smelter
2.2 million tonnes ore
per annum (Mtpa)

NGEZI 2
Concentrator

d ‘%
1.7 Mtpa 20Mtpa

b —

Exported
288 063
ounces
platinum

in matte and
NGEZI 1 concentrates

0.5 Mtpa Concentrator in 2016
2.0 Mtpa
By 1.8 Mtpa
1.7 Mtpa
Impala Refining Services

South Africa

0.9 Mtpa

Figure 1.1 Zimplats location (Source: Zimplats Integrated Annual Report 2016)

Figure 1.1 above summarises the Zimplats operations and the production value

chain.
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Zimbabwe Delta-BHP joint BHP closed Hartley Zimplats build open pit strip
Independence venture starts to Mine after failing to mine at Ngezi 2.2Mtpa
develop Hartley Mine meet target

Delta gold obtained an The Hartley Contractor Zimplats took over BHP's
exclusive prospecting order started operation share of Hartley
from the Government of
Zimbabwe (GoZ)

Zimplats released 36% of its ground to Phase 2 expansion Surpassed Phase 2 (6.2Mtpa)

the GoZ. icai

lant commissioned Mining and milling production
Zimplats embarked on the US$340 P on schedule ° capacﬁyp
milion. Phase 1 expansion project Attained 10 million Attained five milion fatality free
increasing mining and concentrator fatality free shifts shifts

capacity to 4.5Mtpa

E

Implats increased Zimplats embarked on the Bimha Mine partial
shareholding to 87% US$492 million Phase 2 collapse and
expansion, development of redevelopment
4™ underground mine at Resuscitation of open
Ngezi, to increase . pit operations

production to 6.2Mtpa

Figure 1.2 History of Zimplats (Source: Zimplats Integrated Annual Report

2016)

Figure 1.2 narratmisnitrhge hhauwsteorayn do fi ttshedi f f €
Zi mplats took over the operations. Zi mpl at
opencast mi ne in December 2001 fol BRI ng t
Billiton, an Australian based miningcompany,i n 1999 afdiemrg expealrli eemg
related to high accident | evels, inappropri
1.3 THE RESEARCH COMMUNITY

The research communityt whalwiRemaesa rncahmeCo uansc
(SR@) Shona name of one of ZSambwhwadts mhbael
friendSRAd hcddddeashe Muzira (Safety and Sus

Manadgsming), Ernest Mat svi mbo (Environmen
Ml al azi (SHEQ Coordinator), Morebl essings S
Ngara (Manager Transport Services) , Mar t i

Mi ning), Nel son Mhl anga (SHEQ Officer), Ch e
Of ficer), TagwsSHEQI RNgwesngrat ati ve) and Doro

and Wel fare Officer). dZlihneplfadcsuse xgrcautpg sv eis |
Safety, Heal t h, Environment and Community
management SHEC steering caommmetntteads,, SDeicvtii soi
t eams, SHEQ and Behaviour Based Il nitiatiwv
Zi mpMaobsdoro communi ty stakehol der s. Exi s
operational ri sk management have waeeheutil
s pmsor , functional heads referred to as G
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Department s (HODs) , Safety and Sustainabl
oedt he management t eam. The Department al
BBI ) champi-dODnsect dde a\Be (kS DWT ) coaches and
oachesdfher mmpl oyeewssedmeqletei nf or mati on
he vertical slice of wehneotorhgampys awiitohn .t hleh €
perational ri sk management egacsaf bhmaatet wh
Xi stence of Zi mpl ats owerddmamdi.ngFi eavaindce ra
ood governance namely operational ri sk ma
Zi mplats growth strategy.

The el emeneseaopéiscogery | mpdr bamefici al k
i ndividuals and thascohi sexcganmreadc ytHo@Deyetrro o d
201there hakbobgeenmiom@hal  ow for the cultur e
the organiUndbirdmnaiasl not emspadé ewittoh krmy p
ceesearcher whom | now refer as an associ
whom | introduced to the progr am. Mut enga Vv
the application of the (1 SO) standtags t3He 0
ultimate destination of tdemoZe mplaamtds rjed emr

materi al ; hence some sections wil/l be the s
or gsanii on Zi mplats. As such Mutenga and | wi
Board SHEC
Commiittee
SHEC
Steercom
SHEQ
Technical
Divisional Meeting
SHEQ
Meeting
Departmental BBI
SHEQ SHEQ Reps Champions
Meeting Meeting Meetings
Section
SHEQ
Meeting
Sub-team
SHEQ
Meeting
Figure 1.3 Zimplats structure of operational risk committees ( Sour c e :

Zi mplats Group SHEQ report 2014)
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Managing
Director
\___Sponsor
GMLHuman GM 'Il'echnical L A Group f L ) GIM I
Resources Services ch) 2’:229 Miﬁ:;r GI\SA F:)r:scsrss Projects GI\SA Foi:zg::e
Sponsor Sponsor ) L (champion) ) P ) Sponsor P
T 1 T T |
sSD SSD
(= L) G G
_‘ Dept. \ [ Dept. ) Dept. )
Champion 4 Champion ) \ Champion )
l_ ' 1 N\ ' 1 N
e \ / \. /
I_ A ' 1 5 é ‘i N
Sub team "'E_ \ Coach \ Coach
Figure 1.4 Zimplats BBI Structure (Sour ce: Zi mpl atespdrrtoup S|
2024
1.3.1 Delineation and Limitations
This researchindsaalnlotsdalleeemi ning but wa s
platinum mines in southern Africa with Zi:
pri mamiphyudt se sadppdaogt operati onal ri sks tak
relati eoain®ramdniecti ons of the SHEQ field.
1.4 THE STAKEHOLDER CONCEPT
Tounder stand t he syst ems thinking within t
guestionedredn meskd andasame wehe stwkradnal dvehrag
wertehe systemdewhitdnlp!| @hwexpl drhigmeg st i wer ev
able to under st &bdnatnbde hcaow bigtpacopf i ed or der
di fferent stakehol der s. I n the bid to tran
i ssuesqQulmiet ctransfor mhase diefdfesi gmt tparts
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t hout
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r st
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Figure 1.5 Community stakeholders (Adapted by Chigwada)
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Figure 1.6 The journey to zero harm (Source: Zimplats Strategy Presentation 2015)
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was to encourage organisations to employ psychologically-based safety processes

designed specifically to empower all employees and offer insights into what
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influences employees dé thinking, attitudepsocesges!| ues
provided the tools to take account of p e o p thieking and their feelings This was

one step beyond behaviour based safety and marked a shift towards addressing

the underlying psychological causes of behaviour (Sentis, 2013). However, as the
research unfolded, there was need to understand global concepts to enrich ideas

about how the indigenous knowledge could provide a source of knowledge for
accident prevention.

1.6 OVERVIEW OF THE INTEGRAL WORLDS FRAMEWORKS

Lessem and Schieffer (2010) pr omusl giadeeadl tfhoe
this rdeeainiahegral agpdiofchpdmd egqgiacametass. N
i t svalafn i nt egr at i Beo yfearhaobed tihi & Micsti,sagj ves L
| anguage that cuts across the disciplines,
more coherent meaning ta@apphutrtreatortl delr.ee Theeu
| anguage cutting ,acjrwstisiehatl & @ rdails ca ppplei@saeesh wh
across al I THiis cdapdriendgcsho adundew st and compl ex

sel f, ot her s, tabrd diglee t hr@caitentbgallla nlceevsal s t o
sustainabl e sol uti on-Harlge nhsi s( 2a0rOp6r)e | cefifi abagb)
deynition of integral research as an emergi
explicitly grounded i n i nt egmeala pthhyesoircya la npdo :
and pirtascti ce of I ntegr al met hodol-mgt bad p |
appromacéstiigating phenomena. Lessem and Sc
possible framework for this gl obal l ear nin
i ntegral approach, guided by humanism and

T hief our r ¢ senanrocvhat i on pat hevattd onntiengradciie
economy d®aclwtulder n Rel ati onal PatHe a( Caomgmu rhie
Pl aneagtern Path of RenewaPeé€efnam\olCwtsi &rv od
PeoplMsrnt hern Path of Re as oinOp(ekhn oSw eerdegtey ) Cr
Western Path of Reali zati bBcqdrsamitai Oppoet D
Creative synthesis between cultures and be

gl obal (exogenwass )o nken oowfl etdlgee c or n ecruslttounreasl
approach, keiiengo:it hfeussi ng one di sdii plcii p¢ i wiar |
the individual with the community and the j

Th gesearcher s pri mavesy tihren oSroauti hoenr npatrhel at

secondary I nnwa a ttihoen HEpaastthdr nr epmaetwlal .heHowev
i ncorpohat eod her t wo paths namalty oWesnher n |
Northern path of reason. Lessem and Schieff
can | ead to social i nnovation.i gslgeapuwrhxeui n
expl ohedt heoretical frameworks as defined |
positivist, I nterpretivist, Transfortnmati ve
streamlining the choice of methodol ogy, me t
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As statedhaboesbeparricnmaerry i nnwaataibomut p dntela!l i n
pl anet which is tpamns$i dirmismegay &l fc,ommueri t vy
i nstitutions in which indi,vheuglual woaki ge
werieegr avviedh quantitative and mixed met hod:
di sadvant agePdr i smaaciidtyi e ool s drodri vcealslee citnicnlgu
perception surveys, focus groups, interview

To f acisleiatrathe troei nnovation Lessem and Schi e
Cs approach ,whi ckecleaded f dhrCap@arste&€nt

Creation and Contribution. Lessem and Schi
to realise thatntegr adbpRec@amhcho hs it stoc
much, but not all, of what was required for
and innovation WwWae d&sceawpadi.adh ne-Viwndih Dae
gui del iaammsntegr al approaod tanoweatiaom hand

researchet hbol pawddt o tr aMhlhsdrmdor a heo @munpil tay
the worl dhat rlesre@qechnjwurhetyhbeganer al over

Reseaarncdh | nnovat i bhlerbtue d rda Mpg@odonhaitrslter o c e s s

oft h6ENE; whischan abbmwodéawilaatninonng met hadolisgy
Groun,dmeaggi ng, Na ¥fi fgead tiadnoggnaunidst ywdgf (Lessem
Schieff elrhe 2f0oll3l)owi ng paragraphs explain th

1.7 THE GENE

At the core of the ivwaselgag aGENE smatwesddt gmeoiccel

vital force i n transformati onal integr al
uncoevderreldeasesoci etyos natur e and cul ture
transfor mat iLoensasle mr hayntdhnSc hi ef f er (2010) Cot
derived from the integral worl dés approac!t

archetypialt s matsumeparticular role to play i

To enabdEeNEthe r eesre aneede :
a) Connect with the creativity of the cult

organically in a specific cultural soil
b) Sustain theréaritberaced sustainability of
c) Purposefully engage in rberpanold andodsVe
social sciences to promote soci al i nnova
To realise the full release of the GENE a d
anal ytical tapamsd daovmas | ¢mp | olyeed anal yti cal

transformatiec hendwinpg:s s
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e fouof pahhegr,dd| lewdss edaorucon e | ayered 1 nt
ajectory that apoflilkst ha tchoemba malt ywtoiaa als
search and the transformative innovatio
ajectatrogp isrefrwsee r es e arsceh, dryenlaenviacnsc, e paunrdp od

e
or

e Integral Re s e arocuhg haan dt hlen npoavrattiicoinp aliri o n
akehol ders embedded i n communaments omiedt a
rltiheer stakehol dien hc¢ @ moaaetstesa rpecrhihmacul yee @ et o

ansform self, the organisation, the c¢commt

e initial approach to integral research
the individual s and collective sdUbject
ionutt t hat , it i s i mportgaanptsi nétnegeabgmiese at
e proceevsol ofi nggo mhl t attad&unlgy i nt o consi de
di vidual 6s Il nnewa cal medgsat Adilvi ngi sl i fe
ansf or maddivel layndr el evant research. The di
over viFeow rap@rndhaech as devel oped by Lessen
d contextualises it in the context of t he

INTEGRAL WORLDS APPROACH AND FOUR Cs

e I ntegral Wos |lndat A pprobachhe integral age

across all sociSelveptnilénscseptdessi pli kes Mc
his I ntegral Consciousness treatise and
adrant, Al Il |l evel s model ), succeeded in i
ena. Lessem and Schieffer (2013) are th
tegral Worlds research concreent bgaekipemn.nc
e f iwrssptr oGnpt ed by a <calling witpheirnsoinradi v
l'ling is a manifestation of i mbalamees w
tesgdrwiit hin a four tier 1 ntRealcittiinegs ,pl Red
undsd Rhyltmtmesgr al Real ities are those wo
l ati onadlbuegt tihce oHastern spirit of renewa
mponent and that appropriated from Wester

Knowl edge, the BghtbetheReal mtspoship b
mmuyn.i t Wher eas, t he Easthepnr Rteiadm ffroaamd c
irituality; the Northedat Reail enn coef, Ksnyoswtl e
chnol ogy. On the ot hewa shhaantd i cofth hfacntivecs i ér a s
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the Economic and Enterpriwses itldhertuegr alThRour
whi ch adtdhe scksiefdf erent | evelwasaefweictledtt aas
organi sation, society and gl owak pWwhieldstt ot Iad
of them.

1.9 CALL

Elliott (1992:5) defines <calling as fAworKk
somet hing you would do even iif you didnot
(1828) defined a calling asapérteulasdourseifg i nne
action especially when accompanied by conv
this to mean a strong conviction by the marginalised Mhondoro community that they

can mine safely by respecting the culture and knowledge base of the Africans.

Hansen (1997) describes a calling as a self-reflective quest for personal and
professional purpose which is part of the development of the whole person. Thus,

it interlinks your deeply-felt inner-Calling with real-life outer challenges. However, it

must be noted that a calling is subjective and only if contextualized in the objective
environment will it become relevant.

191 Subjective Calling

A calling originates from within and includes introspection, reflection, meditation and
relational interactions (Hall and Chandler, 2005). It calls on a researcher to re-wind
his life experiences to trace back the origination of his burning desire with a view to
effectively pronouncing his inner subjective calling. This inner desire is certainly
influenced by imbalances that existed in his own individual life as well as the
community and society that required uncovering. In my own case, the desire to
prevent mishaps or loss of life was influenced by my own pre- occupation and
experiences of having lost beloved ones during the liberation struggle and mostly
because of working in the mines. The following sections link this subjective calling
to the objective circumstances and challenges in the environment.

1.9.2 Objective Challenge

In 2008, the objective challenge was named in a Zimplats annual report.

AThere has been a countrywide | oss of
resulting in a high proportion of new, young and inexperienced

operators joining the employee ranks. In addition, the out of

work environment has deteriorated to a point where most

employees are distracted by non-work issues. Management

have realised there must be a higher level of focus on safety

and shareholders need to be aware that necessary short term

interventions may impact on the productionr amp up66 Zi mpl at s
Annual report (2008:8).
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The research approach called for the Objective challenge and Subjective Calling
(Burning Desire) set within and invariably imbalanced context that needed to be
thoroughly understood (uncovering trans-cultural, transformation, trans-disciplinary
and transpersonal imbalances) and activated in the four worlds. The Zimplatsi
Mhondoro community was of the view that the mining business has a history of
benefitting the multi-national shareholders at the expense of their employees, where
loss of life or limbs and multiple forms of individual and environmental destruction
are rife. Amongst the employees there was an outcry that management is not
considerate of their social well-being but keen to get their production targets.
Communities believed that mining will leave them poorer than before as their
pastures will be destroyed. There was, however, pressure from the tripartite
arrangement Zimbabwe Occupational Safety and Health Council (ZOSHC) with
representation from Government of Zimbabwe (GoZz), the Labour movements and
Empl oyerdéds Confederation of Zi mbabwe (EMCO.
ILO conventions that have been ratified by Zimbabwe. According to the International
Labour Organization (2007) mining is responsible for 5% of fatal accidents at work
but only 1% of the worl dodés workforce. A r e\
(NSSA) published literature indicates that main health risks faced in mines are
exposure to dust, noise, heat, cold, wind, limited light, and inhalation of poisonous
substances. Pneumoconiosis and silicosis are the most severe diseases related to
mineral dust. At the international level, a number of ILO instruments including
conventions, codes of conduct and recommendations aim to improve worker health
and safety in mines. At the global level climate change and sustainability treaties
have been formulated to arrest the effects of industrialisation. In this context, mining
is currently one activity under the spotlight.

The foll owi ngi | dhaupntvee i | how dcdtei viei n&krsd bl jwe
cal |l ivweg si gmet us to the journey tqgwasrtthtaetser o
objectivity is |Iinked to personal neutralit
rather thahl bemnogd by the personal values a
can best be interpreted as not popular opin
be altered. I n the Southern relational

and commuanlaanciensb t o heal t h-eaxnids tpeanrctei.c i Tphaet ok
renewal path omouée e cfomaii th cd @ me rmtnadl itsemr or i sn
bal ance and -epvecd cuetfiublor ¢ dTdhhreaf paedsoarng fror
bureaucracy, doaglmased oamnmd pftaiolni,ng systems t
knowl edge creation. 't 1 s quite,whiincih amo vteos
from materialism and abject poverty to equi

1.10 CONTEXT

The second Costamxds fwdhi ch rdefesots e mlamatat wl
withhe peomudgonexhijse st invetlhye out er wor |l d. [
understandi nwaseri vedt ekt ough analysing th
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di sedhte equbodtihr weml d ovfi etwse st ask eMedl|l dearss t |
i mpoveri slysed eensco Consideratieodhef rekeacCacihte:d

exposing the areas of i1imbalances and disint
of the societwedyriots péelcstosbah@aocer and i ntegr a
actiwaatded n this taeani $§ hteha maac ef rwor . I n th

oper atriicstklse t op down adi pr doeec hu nceoevder ed as v
i mpact of safety strategatest thbei ngt empt onel
ommuni ty basedulgppbadbtly @address ,taosdayods
egardless of the nature of technology empl
O ensure abaedordt ngot kdsetshieg ni.n tCeomdoeudn et s es i A |
novations that are gr oounadeldy i me tdahi eswecd
nscniecdussvel s ofweéeiheisocdi dthy s ingh trheec omprril d
d disciplinarlyy i mbadaendissg atghled e pt hns . Di f
owl edge sources of natur e, cul teadien, ScCi
rrecting the I mbal ances. People have ung
guderaborate probing of the self, others,
unr asvoecli atlthel i fe and famag ytleavmreamegt de¢
owl edge. cTTreemtfimmr knowl eddtghee s oourrcneesy eonfa brl

c
r
t
[
c
a
Kk
c
r
t
k
t innovationbyw bebki kefprmkdl | enges to be ¢
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1.10.1  Uncovering Transcultural Imbalances

Soci al i nnovation wandb etsrta ncsd mp rmah edwdpetdh by
appreciation of our own i ndiegaecnho ucsh,k tcuunhletyur ¢
African, or Eurocentric. Each culture pose:
theuf worlds namely the Southermworkweter n,
needt o notumi e coeach boul bore i n each wor
cultures in the different worlds have deve
t hat hawedddweleanbodw !l pganrtailc sltarengt hs and |
it i whawer ef edo as monocul ture. Activation
foed he basis for | ocal transformative proc
regard taiampl ah e Mhondor o dctohamuact y v ateiqan
indigenmbosre to deal with human error <challl
of bezemamaaper ati on. The balanced interacti
strengamt wet htortexaemple Kabméd obniapéot e
solutions. This traamwfidrmhmdthieorn ewred ogpsne nlie @
t hat iI's sel f, othersandonggpnoalkevtki eneaamamech g atc
contribute to ittlye odl otbhael siynstteegnms i n our co
society and the worl,dhet cbacgpt Bbr i desat ah
under st ood iMditrhie wpehauaasMeh oihedarrion g, Il am an
of t he Mhondor o commuiigryi, f iarmadt i s Mka dlholty
mudyaneivimatnear preted am a monkey that ensur e
siblings. I am a | octahe chi imdt svhtoof tbmeacnobnoee aad
gl obal speaker in matters of safety.
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Transf oremaetrdgaen mesul t of resol ved I denti ti
i mpetus to gl obal outwgedgi intky .t heOn loya atdh eeméc t |
culture with another culture.heulhd ucraed atdiiwe
of the differeandr evoofl deditronecoot htki ba bet ween
each culture being a contributor, but not &

1.10.2  Uncovering Trans-Disciplinary Imbalances

As we enaddavewt ve todaybs soci al amcedt ®conot
stept hugr ansf omontatefeoingur unglebstt aamids mda h e
transformation of our approach o ssopl ahas

ef f eict@d | mperati vedthheatf ower Inammkel vy ; natur e
culture and sepiemnce@al sygtems and technol og
economics and their underlying disciplines
Exi sti@agds waewhleacrhgel v i nfloenkcedn bgnd hwe 1t er
domi nathedrricula dfvemesdernd s uyun whaest gpiecdalclay,i
del i vered in separate and particul ar, di

physics; chemistry; mast chieenmact & sc;s ; [@ £ho ool oali guys;y ;
soci ol agg political @acifemwceTobot | hdiet Soat hieme

and the Eastern worlds have adopted t,he Wes
thereby gnamggitmealiir .bwn adidsotcdmn, sci ences r ar
economics to anthropol ogyt ans oveiraelmo gtpd u g h tc ¢
i solation with either maj ors ofr mi nors in
finama& et aught separately from marketin
iI's typical of Western andnNbeehei sotuhad edr $
del i vedycation. Looking at enterprises |ik
are in the heart owasa ustard e eMdisotnodooor goe nt ehcetriev i t
bet ween mere mining seamgli nteheer ipnogi adii secailop]| o gnye,
ot her community rel at edwhdoi svoeirges i nlee Mho o to!
community.-difrbei pranaseydl ef fleetf usi on of di sc
t her e editeced be greater a tctoemmtuina nt y g iamedn etnd
deel opment and management. The separation c
culture and spirituality from science and
economi esli nidiinviitdua |l s, organizations and so
thereby i nHibintnioWgata @wi.dcathawv e he next di mens|
i ntegral -whpipcrho acgipdvai mi ssi wgruhepptvler ed t hr o
naming transformational i mbal ances.
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1.10.3  Uncovering Transformational Imbalances: Missing Depths

Transf or maptoigogrmagplhy dathoawus sae fourfold, vertic
that typifies urhce risnpaoncduidnmgo etahbef dapt hndi vi d
organi sati on, communi ty and society. The
commedateom idleet hn i masguersf aicret o ncl i nati ons a

movdd rom the core of a particular society w
they are the source of creatwei ngv@ntdo i thnime
bedr ock of hMersociickaogl D@i cahsr eweera@aent ed by

phil osophies and policies thahesaeesitbiehwlwat
i nsi.ghtFrom t ,hwet bendvdauicpgk t o the subsoil of a
where institutiwenseepifeaemetweod k$® ymoidted s d @amidn
Ssystemsl, put together by calnlceddgdiestee msntleil K
economic¢c, pbegal cal, private, publ i c,wer <ci v
movdeup to the topsoil of the societiyonshi ct
dealing with attitudes amrdlldealaVvi ocuornsv.er Bwd
i nt er awetrge@misi ed out in these topsoil arenas

1.10.4  Uncovering Transpersonal Imbalances

The inter relations and interdepacdosece wi
understanding to ra&itwteainn eachakaewed el ati o
shadge npaepdnd i ntil hwendierecti on and outcomes C
the ecosystem. The stakehol der apparmeach w
with comptéernskips, dynamics and eednoomi cs
cut across all whebker &€ o efeosra mimoesthd i on ec oS
t hat pr dwvieded nnovation process, Snapprear atud d
and i ddetnhtei fdief freoraechhte saptpo doi ng research.

approach to be effectiweesxdtndi i duahs aomag!
prowidennecting patterns t o over come di s
specialisation of a afdadciettih @opfp vitehrel sthuesdi neecsoss.y
est abdtihsehek nowl ddbge emd saopntmusieietvogrl opment t he
bringing the initiatives to a full transfo

The knowledge base for the Wampbasdraadndo
pr owitdhee necessary Oembodi mentsd (individu
|l ements of the GENE as noted by Lesesdem anc
o mention four types of tbBbéteebempOtrd i mamel
roundi ng , phahse cEa satllegrsmer gi ng) , teldas c &Ntoa 1t h ¢
navigating) afnac itlhietnadeolsit g nt he ul ti mate 1
roj EBath. rol e, steward, catalyst, educator
each phase of the GENE.

T —~Q 0

Th&out heewansd dremeadaechwawyhioumded adtdhaetnsur
transf owamdotosmd i n the individual, communi:t
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wapolitically, economically, socially, cult
i nspirtad i owlade havd mpeoemrrbiys htehde . s YOt etnhe ot h

hand, t he eastern emelbgi hd eabalygseedmshel p
researchers and their researchl gcaubpandTygko
|l i nkages while calptaspeagt ¢ hef maocqgii et i es t hr
and art. The northern educdkoowl e@adigle rtecean
t hat wahea edevel opment of integral theory an
its foundati onal brans ee fffuerctthienrg df ralchiel nweasttgert H
and practice facilitating a tddaogwahbhde & enplaic:
I ntegral i nnovation on Kinloewl gerdguea deit eillrd sceamm L
t he i ntegrated pr o@QrEBTs, ( Qraingeilnyat t b e, Foui

Emancipation & Transformati on)c anos icddelrest e S
worl ds views

1.11 CO-CREATION

The cooceava®me research process and requires

the enterpriosmg &aedgelec.on | nt egdafl frewreamah
research and innovation paths, each 1 inki:
contextreatiCond wirtehs o n aotuer subjective (o
chall engwas ewlhewadhourt speci fic contrexgsearmEanlgag
tonnovabidardvaes a vehicle to -fblredgedabiontte g
i nnovation. The four chapters in this secti
explddarhe omngdi ms oafh dkin@d ge tthhri ccsu gshpeesca & ri cch

met hod. I n emee gk mgwl ledge viioiumndati ons t hi
met hodol ogy. I n thedeadahgmwht egratagentext b
content on entertphi ceeglanemeaw cenp alyhoer yl acsrti tsitq
effecastmmgctwal i se new integral content i n
transformativeb5®&dan@®wi.l |ICheaxpptoeur-nsd eah i tolme pc @ ¢

using the GENE model

1.11.1  Envisaged Path: Southern Relational

The r esneeatrhcondod bgyged on the SoutheimviRélvat i C

descriptive method, phenomenol ogy, feminis
( PAR) . The Sout hewars erl eesveaanrtc ht op atthhe st udy a:
peopl e, nabmmaniany. Safety, Heal th and Ei
referred t o as operational ri sks i s abou

community and wheheyetems.the preferred re:
the other three patmspatihaof i senewal Eatsh e
reason and Westernwerassbeoti neafobsakinomwl edg
to give balance and completeness of the int
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1.11.2  Descriptive Methods and Origination of Innovation

le reseamagldgien descriptive met hods or tec
outhern Rel ational path for grounding in o
odged in the soil of a rur al mi ning comn
ncldedel oratterwn@gavist i ci pati on obsemwagptieon
escriptive nidthlkeod s sreaaquwihree t o engage with
ing | i ke an aapthiesnto moepneonni mng tuhpo utto pri de or
precofdbéepgtsadmi uncovering the origins a
rning 1issues, as wel |l tapping into the

l ture and the communwagmplr@m mwd efreo m.h eO pn
sk manwgeaméwopi cal misnseu,e haotwetvheer t hed c o mmu
at recruitment of new employees should gi
sence of previous mwapnegseotr ikng xpiemp leax
erational management awmedaelt untivendb etro otfh iasc.c i
rowe e emed to be the majotrhdcmameet her bLboaéce
sue whkidfcohr ctarldnsf or mat irvees eoarricghienra t d rodhe a vTol
l ock val Weumt arhélahéeept which has seen t
ckle challenges rel athe dadtdo éxhpd mbagmebeer oe d
arning styles.

——~c Do~ O0OOTOOTCUO——WwWHA

®® 9 >3 W =S T T I —TcCc c = 0

1.11.3 Phenomenology: Research Methodology and Foundation

The reseasaclhseordtusee si x key tenets of pheno
foundati onedasbyeslpeosussem aQdo0ani ¢ fhfeesre @r e:
1 Engage in a process of radical inquiry

1 Immerse yourself in a life world of immediately lived experience

1T Concentrate on illuminating the nature of
1 Focus on the subjective view of experience

1 Locate every unique cultural history as an episode in the larger story

1 Go beyond reductive positives and naive empiricism.

Phenomenol ogy was initially wheweliovgdd 9bryo nkE
to 1938). Phenomenol ogy cl| g@oihrasn otmeaito ne xx@lnanroe
made before understandi nags iuts efdr oans wai tchaisne. sz
i mmermyesgel f i n tMROMEdorwpwd acesmmuni ty. Corpor a
the form of | SO standards, policies and p
i nvest ment in this area suppor twead nbvyi seaggueadl

to assist i n the attainment of zero harm.

carries wintplr edi ctaambl e eneedt @y ,bewhuincdher se¢ e@a d
resear cehneddt d ni mmer s e hi mself I n t he wo r |
experiences tbeunhdkiedwmag:f actor devel opmen
human error and | eadership; and human factc
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1.11.4 Feminism and Emancipation

Femimiiss an onogamiessdgodcbhéori eshemnr at, econ
and political thoughts that are now regard
focus purely on gender aspect s, but al so se¢
cl ass, raaed wceaelitagiren antdhei nk nsoowhea dgagseensb u s
peopl e. Lessem and Schieffer (2010) contenc
soci al change and knowledge gained must b e
domi nati on. Expl or antaiteodrd i vodr sh a manc oanpd e me
androcentric (masculine) perspective.

To emaniZi ppMaosdoro minirdgoaeormmwyri ttyw ends o
t hreesearchert @aturedngon ®tdand t he human factor

(l essons dirgeendlbhe peaople of Zi mbabwed) . Key
i.  Indigenous education and knowledge systems that the researcher was
exposed to.

ii. Proverbs and folk tales as learnt from the elderly
iii.  Clan or family praise poems
iv.  Industrial theatre

Accordingd dt,o Mdosfeflieey, Hall , and Eccl estone (
that we do have various | earning styles ar
consensus in that it is far more i mportant
of the subjewitdi rmgcdhorarse @tr ol earning met hods
thamatch individual preferences. l nnovatiyv
the diverse | ear niwnag esqgtuyilreesd ofo Iderarvree rtsh,e s
agenda fromotrhe evedp tfol doard | evel . Variou
exi st t bBdotn ausnsdiesrtst anding how individual s |

werexplored

M David Kol béds model

T Honey and Mumfordds model
T Ant hony Gregorcdés model

Uncovering andkmaki a@ gexhputnhaen tfUabcutnotru/YHun hu
wad used with exogenaocurse aktneo wal esdugset ation achol e wa

|l oss in operational-cme atkh omaresd esrhe nitn.  udwob u r
i ndi genous ktnlexliesdigeng aswtasreasti lerwe db t o devel
i ntegr al knowl edge.daTh@gnpngcasns orga@uiisat i c
structures, technology, processes, Vision ¢
Vi sible change, uwaehVyshgedthe betegrfrdll {o
propel t he organi sation t o a sustainable
operational ri sk contasiompor tTahnet kinnowt edgef
wor kf orce to have control of theitri cradletryi s

management .

41



1.11.5 Participatory Action Research (PAR) and Transformation

Participatory Actwathheaeefsewanmrtch g mPAR)ast | e v e
path that 1 s tthattead masioce ahbhnd nwaosvbad uton.
coomuni ty I nvol vement and participation t
communities. The action research concep
the 1940s where he argued that research th
and that an afildreseamnthtype soci al prdact i c e

awareness of the resour ces aavweeicleaslslae yiumws h tehpe
knowl swdg@éten ihmdidleem experienced el ders of t
the mor al fabric wofityhe hemt nihmg demmumer at e
resear as$seridzewt hb opportunity to transform
back to the basicsUbBuod(tlunasn iHunmahne bsepciaruiste ol
t he human community and I vhegwy)andAnt r Bfart
expresdboamstaayf¥oum pain is my pain,, Myppmleiad d
in operational Ydwraf maygages ment seaxfeertpyloe of a
i n Shona, another of Zi mbhoaddvemasrimlifrygowi dsll ele:

we?ld sl ept well .l lamosabeéept Wbkl $ acietnhsea f 8 0
brotherdés keeper approach demonstrating the
not safe. The maeregiamall i Mrean dwaorok foshhendni t i e
responsibility and accountability in matter
The ultimate goal of twas heseadtcbabntdranshb
social reality by enlightening allmpartyes
the empl oyees anThet heoreemptl mymrswaosr onaf i ne iac
sustainable way to reduce human errors, wh
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1.12 CONTRIBUTION

The aim of this researwahd a oc d mtnroivbautieo nt g otu
knowl edge towards role of human @e@rwoei di ngo
modet Bat emer ged from engagement wet @ St

i ndi genous or texnogg eanlolutsa &clreefaf ect . Thi s rese
wasai med at contributing towards Transfor mi
them | eaders in operational ri sk manage
envi saged outdbomes include

1 Transformed leaders, communities or societies in Zimbabwe such that human
error levels were reduced and losses to organisations were reduced.

1 New understanding of facets of a vibrant SHE (operational risk) culture for
companies in Zimbabwe and beyond.

1 Creation and enhancement of existing body of knowledge on minimising human
error that will be useful to institutions of learning throughout the whole world.
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1.13 RESEARCH QUESTIONS
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1.13 THESIS STRUCTURE OUTLINE

Chapter 1 Introduction

Chapter 2 The Call - Embarking On A Journey

Chapter 3 Outer Calling And Community Challenges
The Workplace Challenge Of My Society

Chapter 4 The Context: Uncovering Imbalances With A View To Address
Them

Chapter 5 Origination

Exploring The Knowledge Origins Through Descriptive
Research Method

Chapter 6 Emerging

Revisit Knowledge Foundation Through Phenomenology
Knowledge Application

Chapter 7 Developing New Integral Content Through Feminism

Chapter 8 Effecting African Knowledge Building Concepts (AKBC)-
Usaputsa Chirongo Through Participatory Action Research

Chapter 9 Distillation Of My Integral Journey And Its Impact

Chapter 10 Human Error Addressed Through Ubuntu

Table 1.1 Thesis structure outline

1.14 CONCLUSION
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demonstr actoeldl ehcetailien ol afnettheoul d be achieve

the individual s i nner calling and the ob]j
The Southern watlaei  ome otweald sf altl aut hent i ca
me i n nature aned tcroamnsufroilrtnyac ¢ @ieMtiyh t he bur ni
desir ei gaditthed whol e process. The indigenous
gl obal exogenosgusppedtbiweé ecdc@eat i on t hrough s t

engagement of-Mhlmenddirmplraetsearch community.

The €jrshe CALL whdhmht expouwmjdect <cal laisng of
considered in the next chapter.
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PART 1

CHAPTER 2

THE CALL - EMBARKING ON A JOURNEY

Subjective Calling and Burning desire: Role of human error
(Being humane-Ubuntu dignifies the nation)

2.1 INTRODUCTION

The genesis of this journey is summed up by my subjective calling as mentioned in
the first chapter. This unravels who | am, what | stand for, and how my desires are
best defined as my individual calling. This calling prompted the search for my inner
subjective voice that has over the years been constantly knocking on my
conscience. This has transcended into my subsequent recollection of the breadth
and depth of my calling as reflected in the life experiences from birth to today. It is
this subjective calling then that needed to be addressed. A calling as stated in
the previous chapter describes the intersection of the deepest desires of a person
with that which is purposeful and meaningful and socially necessary (Hansen, 1997).
My inner calling to address the role of human error in society reverberates from vivid
memories and present experiences of my life when, at a tender age, | enjoyed the
natural environment of my community. Growing up in my rural community provided
me with many enjoyable activities which, at times were also risky and life
threatening. | swam in the nearby crocodile infested rivers and | herded cattle in the
vast pastures abundant with wild fruits and animal life for instance. The contrasting
images of the impact of human errors served to extinguish this green life and the
fond memories of an innocent childhood have been tarnished by the loss of relatives
who perished in the Hwange Colliery disaster in Zimbabwe and the deep goldfields
in South Africa which were refer rlesses
motivated me to contribute meaningfully to my community and society to avoid
recurrence of such tragic events. Industrialisation while it was good brought an
imbalance as it marginalised the majority of Africans from their natural resources.

| was born in the city of Bulawayo on the 215t of August 1969 and raised in rural
Mhondoro, Mashonaland West province. Mashonaland West is in the west-central
part of Zimbabwe which is one of the most densely populated. The province
experiences various forms of resource mismanagement: pressure and competition
on resources; a high rate of crimes including stock theft, poaching, illegal artisanal
mining and so forth. | grew up in the same province and district which houses the
premises of Zimplats and throughout my life | have been both influencing or being
influenced by the dynamics of that community. Born in a family of eight, from
divorced parents and, being the only surviving child for a long period, the challenges
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| faced braced me to countenance the reality of life with the sense of belonging and
togetherness provided by the larger community as they were there to shoulder my

challenges. In African traditional culture, it takes a community to raise a child. It is

this line of thinking that shaped my worldview. In my community, | grew up to see

every older person as father, a brother, a mother, a sister, an aunt, uncle and so

forth. | also developed a sense of responsibility to respect and protect others just

like family members do to each other and this provided my grounding to nature and

community. The Ubuntu philosophy which calls me to be my br ot her 6s ke
philosophy is truly African.

Spiritual wickedness in the form of witchcraft was also very rampant and required
one to be braced for it to survive. To advance my survival, | had to summon the
spiritual world for protection and in my case, it was Christianity. Therefore, it is
imperative to have a better appreciation of my background and life history to
understand why | chose to pursue a career in Safety, Health and Environment and
how and why it is anchored in African values of Ubuntu. The following paragraphs
will highlight how and why my inner calling and values was central to my desire to
transform the management of people in organisations and institutions like Zimplats.
As the thesis unfolds, it became clearer that in the objective context, human factor
is the most important vehicle through which to control production and manage risk.

It is within 0 n elifeshistory that a pattern of life emerges like threads in a tapestry
(Lessem and Schieffer, 2009); threads which have influenced and shaped my
individual inclination and inner calling (Levinson, 1991). It is the recurrence of the
inner voice that authenticated the desire to recognise the central role of human error
in the destruction of family structures, accidents as well as the depleting natural
resources in rural areas. It is therefore important to trace the highlights of the lived
experiences and the different phases of life that give shape to the entire life. The
journey of life is marked by its phases consisting of both stable structure and
transitional structure.

Levinson, (1991) contends that there are 6 stages of adulthood in Levinson's theory
titled "Seasons of a Man's Life™:
I. Early adult transition (17-22) - leave adolescence, make preliminary
choices for adult life
ii. Entering the adult world (22-28) - make initial choices in love, occupation,
friendship, values, lifestyle
iii.  Age 30 transition (28-33) - changes occur in life structure, either a moderate
change or, more often, a severe and stressful crisis
iv.  Settling down (33-40) - establish a niche in society, progress on a timetable,
in both family and career accomplishments; are expected to think and behave
like a parent so they are facing more demanding roles and expectations.
v. Mid-life transition (40-45) - life structure comes into question, usually a time
of crisis in the meaning, direction, and value of each person's life. Neglected
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parts of the self (talents, desires, aspirations) seek expression. Men are seen
more as parents than as fAbrotherso
than them and this message comes as an irritation at first. Also at this time,
men becoming increasingly aware of death and they are reminded of how
short life really is. They become involved in trying to leave a legacy and this
usually forms the core of the second half of his life.

vi. Entering middle adulthood (45-50) - choices must be made, a new life
structure formed. Person must commit to new tasks.

Stable periods form a life structure resulting in an individual, organisation or society
making certain choices based on them (Lessem and Schieffer, 2009). The
witnessing of human errors from family to global levels have from time to time
rekindled and reaffirmed the same calling from the voices deep within me. My
subjective calling manifested itself in the desire to bring about the emancipation of
the mining community through creating a robust, sustainable social and economic
transformation. And | have been fortunate that my calling has found expression in
the objective environment and that | have been able to develop some of the policies
and best practices. Zimbabwe has ratified a number of international treaties that
seek to avert human error from bringing about climate change as well as the need
to create decent work. | was engaged by ZOSHC to craft a national occupational
safety and health policy which emphasise the need to consider human factors in the
strategies to prevent accidents and mishaps in the workplace and the policy has
been adopted. The researcher deep desire was that the mining community
embraces this policy and the human factor initiative of addressing human errors at
the workplace.

Traditionally, the development of Safety Health and Environmental Management
Systems (SHEMS) has concentrated on the facilities and equipment to be used and
the management systems themselves. Although human error has been recognised
as part of the risk contribution, the root causes associated with particular types of
human error have been difficult to address, yet they need to be addressed and it
was my burning desire to do this. In order to understand and appreciate this
profound subjective calling, | needed to retrace my journey to my childhood, to my
youth and then to my adulthood. In the next paragraph, | will start with my childhood
years.

2.2 EARLY ADULT TRANSITION GROUNDING

This stage of early adult transition from childhood to youth grounding is where my

journey all begins with the transition into reformative adulthood. Tounder st and f wl

am 1|0, an introspection of self and
that there is a reciprocal relationship between the self and society (Stryker,
1980:60). The self, influenced community and society through the actions of
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individuals thereby creating groups, organisations, networks, and institutions.
Reciprocally, community and society influenced the self through shared language
and meanings. This enabled a person to become aware of the role of the other,
engage in social interaction, and reflect upon oneself as an object. The self-
emerged in and is reflective of society. Understanding the self and all layers of my
own identity also meant that | must also understand the society that | interact with,
given that the self is always acting in a social context and in relation to other people
in that context (Stryker,1980). We need to understand our own self, before we can
understand the inner world of another person, let alone of an entire group,
organi sation or community. This is called d
sufficiently sensitised to ourselves to be able to be truly empathetic with others.

My unique inner potential, with my first breath, a spiritual essence and purpose
became a part of me and gave me life, caused my heart to beat, and my systems to
work, and activated my physical growth. My date of birth determined my unique core
purpose, the reason for my life, and the pathway | should follow for ultimate
happiness. | was named Abednego, Kholwani and Bayne and | will now explain the
meanings of these amazing names.

Abednego

Means servant of Nebo in Akkadian, Nebo being the Babylonian god of wisdom. In
the Old Testament Abednego is the Babylonian name given to Azariah, one of the
three men cast into a blazing furnace but saved from harm by God, as told in the
Book of Daniel. Biblical Meaning: The name Abednego is a Biblical baby name. In
Biblical the meaning of the name Abednego is: Servant of light; shining.
Philosophers (Society of Kabalarians of Canada, n.d) argue that people with this
name have a deep inner desire to lead, organise, supervise, and to achieve status,
power and wealth. People with this name are competent, practical, and often obtain
great power and wealth. They tend to be successful in business and commercial
affairs, and can achieve great material dreams. Because they often focus so strongly
on business and achievement, they may neglect their private lives and relationships.
My interpretation of the name is what it made me a systems person and passionate
with my work.

My paternal grandmother who was a strong woman of faith gave me this name as
she believed my mother was having challenges in finding a stable marriage as her
in-laws were against my father marrying a Ndebele (one of the Zimbabwe southern
tribes) woman. As | understand it, it seemed that my mother had been cast in fire
but God has intervened by blessing her with a baby boy. The marriage between the
Shona and Ndebele tribe was viewed as unworkable because of differences in
culture. My father was from the Shona tribe and his relatives did not approve the
marriage to my mother who was viewed as an alien.
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Kholwani

The name of Kholwani is a Ndebele or Zulu name meaning believe and again my
paternal grandmother was engaging her in-laws who are from the Shona tribe and
asking them to believe that the marriage will work even though my mother was from
the Ndebele tribe.

Bayne

The name Bayne is an English baby name. In English, the meaning of the name
Bayne is: Bridge. Philosophers (Society of Kabalarians of Canada, n.d) argue that
people with this name have a deep inner desire for a stable, loving family or
community, and a need to work with others and to be appreciated. People with this
name tend to be quiet, cooperative, considerate, and sympathetic to others,
adaptable, balanced and sometimes shy. They are trustworthy, respecting the
confidences of others, and make excellent diplomats, mediators and partners. They
are often very intuitive. They like detail and order, and often find change worrisome.
They may sometimes feel insecure or restless. My father in response to my paternal
grandmothersd initiative responded by
am the bridge to the gulf of the Shona and Ndebele, | reconcile the hatred that exists
between the two tribes for harmony. In essence, the name complements my Zulu
name which emphasises that they must be conviction that the union of my parents
will bring out great things. These great things are summed up in my first name
Abednego which means: who unwavering leadership and commitment. Thus, |
believe | have a calling to be a great leader.

This discussion about the i mportance
observation, that almost all African names have many meanings rooted in culture
and history. Du Preez (1997) confirms that names of most African people have a
specific meaning usually related to something that happened either when the mother
was pregnant,or during the birth of the child as in the case of my names. This view
is also supported by Finnegan (1976) who states that Bantu names express the
namer 6s i deal aspirations, Ssorrows,

(1990) makes it clear that, the namer, through the naming act conscientises and
mobilises the community into analysing and appreciating their situation. The
meanings of names are best understood in a cultural context. Those who know and
understand the language metaphorically and figuratively are the ones who can best
appreciate the meanings that the names convey. ldentity among the Shona is not
only by name but also by clan totems of an individual and mine being Soko

Mudyanevanaand as these are pivotSakoretestothee 6 s

monkey family and some of the attributes of this animal is caring for the family, good
interpersonal skills and good survival skills.
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| affirm my identity with my Soko clan and am a child of Mhondoro in Shona ndiri
mwana weku Mhondoro. In Zimbabwe, the totem is an animal name that a clan takes
up to express certain values or virtues (Hodza, 1979). The purpose of the totem was
intended to embody the unification, collective pride and aspirations of a clan and its
ancestry, toguar d against t he c¢l| ano ¢ explanfto mee ment .
The Monkey's Traits: as Sharp and Smart. In bragging about his totem, he would
say that Monkeys have magnetic personalities and are witty and intelligent.
Personality traits like mischievousness, curiosity, and cleverness, make them very
naughty. But in addition, monkeys have feelings just like humans (Love, Fear,
Compassion, and Hate). They nurse, help each other when wounded, hold
hands and groom with affection. When hunting for food, monkeys work in groups.
There is always a leader who gathers food while others stand guard. Monkeys speak
a language for alerting danger. They have a word for each dangerous predator:

1 Snake!

I Lions

1 Danger!

T Ehhé No Danger.

This is a fine example of how operational risk management occurs and, hence
explained my passion in operational risk management. Since monkeys are also
perceived to be humane, | believe that these interpretations offer some explanation
of my own Obias tUObwdw ds the values of

(o™ v
Abednego
Chigwadaat 5
years

-

Figure 2.1 Abednego at five years (Picture by Chigwada family member)

The picture above affirms the collectivism and association with older progressive
people. At that tender age, | was already given a ni ¢ k n Modbarad f a & |
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associated with people who were much older than me. This signified the level of
wisdom resident in me. The monkey traits emphasise the interest in human factors,
risk assessments and leadership and it was imperative that these be in calculated
in the mining community of Zimplats-Mhondoro for the zero-harm goal to be
achieved. The Zimplats-Mhondoro mining community, using their totems could
energise themselves to survive safely through interrelations within the Zimplats-
Mhondoro ecosystem.

This is how | understood the basis of my inner calling: to be servant of the Mhondoro
community to give them the confidence that we can address human error in the
workplace together if we believe in its central importance. It is through interpersonal
relations that | believe we could deliver the zero harm to Zimplats. | now move on to
articulate my personal back grounding the following sections to further define and
outline the origins of my calling.

2.3 MY LIFE HISTORY: ABEDNEGO KHOLWANI BAYNE CHIGWADA

From infancy to adolescence, | began my life living in rural Mhondoro and
experienced many challenges which | would like to call African challenges, that is,
when one must fend for himself at a tender age. The divorce of my parents resulted
in a structurally broken family and that prompted me to adopt a survivalist mode to
negotiate everyday life. With limited support from my father, my mother carried the
entire burden of parenting on her shoulders. Unfortunately, my mother became
terminally ill from the time that | was only three years old, and besides being unable
to take care of her children, she actually needed care herself. This was the reason
why my parentsd marriage broke down: my f a
term illness. My father went on to have a polygamous marriage and | was then
moved t o my ifesih theerurd BMhomderd. &his meant that as a child |
faced a bleak future, often caught in violent storms of abuse and neglect. | attempted
to move forward, but would find myself back pedalling, sometimes marching in
directions | should never have taken.

I recall vividly when | would be asked on several occasions to bath with waste water,

which was laced with a concoction used for self-cleansing of private parts by my

aunti eds daughtlevoutd.emerga byrseeleng fomdaiee intervention

under a secluded tree in a nearby bush, where | would weep before God to reverse

the curses. Then just to add salt on my wounds, after finishing my supplications, |

would be subjected to beatings and deprived from any meals as punishment. This

led me to develop survival strategies and | learned to feed myself from wild fruits

and roasted corn. This defined my wilderness and at an early stage | knew what it

meant to be the victim of the consequences
up prayers for spiritual divine intervention for protection.

In some further reflection, | now realised that growing up in the absence of my
bi ol ogical parentso6 triggered wisdom and de
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me deal with complex matters, even when | was not able to deduce the cause and
effect of such challenges. My inner calling to SHE issues was inspired by these past
memories of my life when, at a tender age, | enjoyed the natural environment of my
community. Growing up in my rural community provided me with many enjoyable
activities which, at times were risky and life threatening. | swam in the nearby
crocodile infested rivers, herding cattle in the vast pastures with plenty of wild fruits
and animal life for instance.

| was raised in a rural community where children began to fend for themselves at a
very young age for a variety of reasons. These ranged from: family breakdowns that
often resulted from the liberation war; or migrant labour practices which required
men to be away through work commitments within the country or outside the country
through a pr ogr amnieferrmgrhainky tb thé Weemgoltfialds in
South Africa). For myself and others, we found solace in the brotherly love and care
guided by Christian values; for example, the Ten Commandments in the book of
Deuteronomy forbids hatred, killings, adultery, stealing among other things. In time,
| came to appreciate how such Christian values resembled the values of Ubuntu
which subscribes to respect, care and being humane. These values greatly
influenced my passion for building conditions for the safety of people and the
environment. It is my vocational expression of these values that emerged in
operational risk management at enterprise level

To have a better understanding of our African cultural values on Health and Safety
it is imperative to understand some of the cultural values of Ubuntu. The African
culture has universal community values that are meant to prevent and protect
members of the society before an accident happens. According to our culture, if a
family experiences a problem it is the duty of every member in the family and the
society at large to solve the problem. However, in many instances in our culture,
prevention is better than cure. We do have cultural stories which carry cultural values
to prevent accidents that may happen unintentionally in the society. For instance,
our elders used to tell us that musagara munzira munozoita mamota which could be
translated to nobody must sit in the road to avoid boils. The issue or the idea behind
avoiding sitting in the road is not that one will succumb to boils but it was a preventive
measure to avoid being run over by vehicles using the road. This approach, built
under the Ubuntu concept was strongly shared among the community members,
especially the young to provide a happy living in the society free of accidents and
fatalities. Nussbaum, (2003) contend that Ubuntu sees community rather than self-
determination as the essential aspect of personhood. Mandel a6s autobi o
shows the power of this gift:

il have always known that deep down in every human heart,
there is mercy and generosity. No one is born hating another
person because of the colour of his skin, or his background, or
his religion. People must learn to hate, and if they can learn to
hate, they can be taught to love, for love comes more naturally
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to the human heart than its opposite. Even at the grimmest
times in prison, when my comrades and | were pushed to our
limits, 1 would see a glimmer of humanity in one of the guards,
perhaps just for a second, but it was enough to reassure me

and keep me going. Manbs goodness

hi dden but nev @anddax1994n542).i s he d o

People are distinctive beings, able to recognise and acknowledge each other
through mutual encounter and cultural integration. | found my salvation during school
holidays where | would go back to my paternal grandmother who would strengthen
me through spiritual hymns. One song she would sing to me related to how through
prayer Shadrach, Misheck and Abednego in the book of Daniel were able to survive
the fiery furnace that had the heat increased seven times more. This grounded me
in spirituality.

| was groomed by (or rather, | grew up under the watchful eyes and caring hands of)

wonderfulwomen who taught me to fight for my

| attribute this capacity for fight for honour that | became a Group SHEQ Manager.

S

mo t

Inthisfield,i t 6s all about caring for the preciou:

prevent accidents or mishaps. As a child and teenager, while the material value of
those nearby facilities entered our village only minimally, for many of us there was
a wealth of values we were taught which served as a viable foundation on which to
build our lives.

Certain values were inculcated by my late paternal grandmother Lizzie. She taught
me that society and the world out there need to be aware of what we stand for. She
told me that when | grow up, | need to put my stake in the ground and be resolute
about what | want. | must be known to stand for my society. She would emphasise
that, Umuntu ungumuntu ngabantu translated to mean you are a person because of
other people. The social apprenticeship | undertook taught me to respect and care
for others. When we were growing up were taught that when you greeting an elder
you squat or kneel, whereas when we got to school we were taught to stand up when
greeting the teacher. This invitation to stand up was a deliberate attempt by
government schools to destroy our African culture and values. Such practices, subtle
as they seemed, made us vulnerable to these new unknown cultures. One aspect

of my apprenticeship at the age of fourtee

When we were herding cattle in the village, boys would trigger fights based on what
we treasured most and our mothers were the most treasured member of the family
as they carried the symbolism of the family values. Anything that seemed to despise
family values would be dealt with accordingly. Thus, our motheré $ionour was
symbolised by creating two sand ant hill s
breasts and if anyone dared to kick the ant hills, such an act would result in a fierce
fight which was dubbed My mo t h e r .ke feklingl lbad with this type of ordeal
is summarised in my inaugural speech as President of the Zimbabwe Institute of
Occupational Safety and Health (ZIOSH) in 2010 at the National Conference in
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Harare:i 1l wo ul d el te fightary fogniofsopponent. | have always yearned
for greatness in everything | associate myself with. | wanted greatness for the
Chigwada surname, my family, the kindred, the company | will work for, Zimbabwe
and greatness in everything around meo.

On the 29th of December 1990 | wedded Sisa Sibanda and we were blessed with
two daughters (Rumbidzaishe Lorraine, born on 20" October 1991, Ratidzo Wilma
10t of July 1996) and a son (Rukudzo Bayne 15" of July 1999). Rumbidzaishe was
born crippled and medical practitioners ruled out any chance of recovery and hence
she had splinters on her legs. At the age of 2 a miracle happened as she developed
and never crawled but started attempting to stand. She was totally healed and she
was perfect. Ratidzo when young had frequent asthmatic attacks but by grace she
overcame the condition and was soon to represent the province and the under 14-
16 Zimbabwe hockey teams. From May 1999- 1st of March 2016 we undertook to
have my late mother (Emily Dube born on the 10™ of August 1945) stay with us
permanently, because of her ill health. Sisa means grace and indeed Abednego was
in the fiery furnace and there was Sisa (Grace). She has been my pillar of strength
and has taught me to understand the role of human error in family life. After a
fabulous season in our marriage complacency crept in and we started having
inexplicable challenges in our marriage to the point of breaking down. But it was my
mother and paternal grandmother who refused to allow that to happen. | moved on
and had two boys out of wedlock (Anotidaishe Nathan Josh 16" of June 2007 and
Kuzivaishe Christian 15t May 2009). The relationship with the mother of my two sons
did not last as our grounding was totally different. With the persistence of my
mot her s advice | | et go of herwfellacquetinemy | i f
instead. Sisa and Jacqueline had family talks that led me to reconcile with Sisa and
we agreed that | should keep the polygamous arrangement. Hence from 15' May
2013 to date | have had Sisa and Jacqueline as my official two wives. These two
ladies have been splendid and brought order in the family. The learning point though
was that due to complacency the unexplained human errors committed by late father
had re-echoed in my life. The consolation is that all my children are together and to
this day the two women have coexisted amicably. | now move on to discuss the
impact of the liberation war on my life.

2.4 THE LIBERATION WAR EXPERIENCE

The war of | i beration experience in rural
to dislodge the imperialist regime and caused various levels of trauma. Cliffe, (1981)
in his description of the struggle, narrates the story of the early days of Rhodesia.
Rhodesia (the colonial name for Zimbabwe) was set up as a White settler colony in
1896. Typical of colonial rule there was a rapid State- directed development of a
racial capitalist system in which Whites had a monopoly of economic and political
power. Saul, (1979) argues that just as all White classes were racially privileged,
workers included, all Black classes were discriminated against. The response of the
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White State was mainly repression. ZANU (Zimbabwe African National Union), and
ZAPU (Zimbabwe African People's Union), the two main nationalist parties, were
banned, after which they turned to armed struggle, with incursions from 1966 on.
Inflexible, conspicuous, and isolated from the peasants, these early campaigns were
failures Cliffe (1981).

My aunty who had lost her husband among the many relatives we lost in the struggle
would narrate how change came when, in 1972, operating from a FRELIMO (Front
for Liberation of Mozambique) liberated zone, ZANU's army, ZANLA (Zimbabwe
African National Liberation Army) began to mobilise and politicise the Black
peasantry in eastern Zimbabwe as part of itswaref f or t . This st
war" created what was effectively a peasant insurrection and turned the tide against
the colonial regime. War intensified through the 1970s. From 1976, ZIPRA
(Zimbabwe People's Revolutionary Army), the ZAPU army, also recommenced
operations, mainly in the southwest. Under pressure from the guerrilla war, and an
international isolation campaign, the regime tried on several occasions to negotiate
an end to the war. Following the Meeting of Commonwealth Heads of Government
held in Lusaka from 1 to 7 August, Her Majesty's Government issued invitations to
the Prime Minister, Bishop Muzorewa and the leaders of the Patriotic Front to
participate in a Constitutional Conference at Lancaster House in 1979. The purpose
of the Conference was to discuss and reach agreement on the terms of an
Independence Constitution, and that elections should be supervised under British
authority to enable Rhodesia to proceed to legal independence and the parties to
settle their differences by political means. A new constitution was written, and date
for independence elections set. It was at this peak of the war in 1978 that | moved
back to the city of Bulawayo to be with my paternal grandmother and my ill mother.
The lesson from this struggle was the peop| e6s power and col
as we were, we spent nights dancing and singing chimurenga songs and the

rateg.)

| abor

medium spirits would be appeased through ceremonials known as 6 Bi rina s 6

solidarity of the guerrillas and this gave impetus to the victory of independence.

2.5 DREAM FORMATION

From the time | started school at the age of seven, | liked and enjoyed school life. |
was very good at school: always one of the best students in every class | joined. My
school and work life brought about new challenges in my life. | had to move from my
rural area to city centres, notably Bulawayo, the second largest town in Zimbabwe.
While in Bulawayo, | lived in different neighbourhoods/suburbs like Njube,
Lobengula, and Magwegwe where | met people from different backgrounds, unlike
the people | had socialised with in my childhood.

In urban suburbs, life was different. The togetherness concept in the rural areas was
conspicuously missing from urban life. Here people relied on their own effort, with
minimal assistance from their community. | would find people coming from different
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rural areas, and making friends was not easy. One would usually have to carefully
look for friends who valued human life, and who cared for others. | also started to
meet people with various opinions, norms and values. Moreover, the high incidence
of social vices such as theft, robberies affected me both socially and emotionally.
Generally, city or town boys are known to be disrespectful and tsotsis (those who
deviously earn a living, probably through robbing people of their money or duping).
Faced with all this, | fine-tuned my values to protect human life through hard work.

As | grew up in the township, like other children, | took part in all the chores expected
of a male child, like being sent to shops to buy bread and other small items,
sometimes working at home helping to keep the yard clean and going to school,
which was less than a kilometre away from home. It was unfortunate that my father
and my mother were divorced, because by the time | reached the age of 12, | knew
| needed considerable parental guidance on how to eschew societal vices while
embracing all the virtues expected of a young man. This turned out to be the most
important phase of my life. | leant to be my own custodian, with some assistance
from my maternal grandmother. Indeed, some of the values that have shaped me
owe much to the guidance | received from her.

The motherly love and care | received from her shaped my worldview on how family
members can and shouldcaref or each other and value
important in shaping my future values and caring for other people. In a community
with different people from different backgrounds in the city, she provided the
counselling | constantly needed to remember to keep me on track, what I learnt from
her: that love and care conquers everything and it is through love that societies can
go beyond limits and challenges they face. She also taught me that it is through hard
work, focus, vision and dreams that people go far in their lives.

Growing up became a real challenge to me. | started to face realities at school. At
primary level | had to rely on the older children of my family at school for protection
from bullies. During my primary level, | started feeling the urge to follow what my
grandmother told me. At secondary level | analysed this line of thinking and it
became clear to me what it meant. Considering people around me in comparison to
me, even when their environment was the same, those who worked hard were
different from those who were lazy, not focused, lacking in vision and moral values
of Ubuntu. This line of thinking influenced my life greatly and | learnt to believe in
hard work, focus and love. It also inspired me to develop a big and accommodating
heart during my high school level.

The love | received from my grandmother was to have a great bearing on my life
and on my long journey to utopia and the perfect society which | always envisioned.
As a person who is grounded in his culture | had to change and adapt into the

western culture of education and establish myself into a school in which western
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education thrived. The new social dispensation required by the white culture
required one to be educated at the northern style at schools which regarded western
culture as supreme. | attended my high school at a multi-racial school and that also
had a bearing on my world view. | had to learn to love anyone and everybody
regardless of race, religion and creed. As a child who had now been indoctrinated
in Christianity | looked forward to be a servant as my name suggests and evangelise
them with the gospel of hope to mitigate against the premature killings from all
sectors of life that | had experienced. | will now focus in greater depth on early
adulthood.

2.6 EARLY ADULTHOOD: ENTRY AND MENTORSHIP

| attended my high school at Milton high school in a Bulawayo suburb during 1983-
1988 where blacks were a minority in this multi-racial school. This education system
had no intrinsic connection with my upbringing. However, it gave me confidence as
| realised | could compete academically well with Europeans. | attained high flying
colours, having won awards. For example, | achieved the highest results, and was
the best in my class and in science subjects. Unfortunately, neither of my parents
were present to witness these achievements. However, after 6 years in Bulawayo,
my father decided to take me back to Mhondoro pretending that we were going there
for a holiday. | was then informed that | would have to continue with my education
in Mhondoro since the war was over. After spending a term not at school but instead
being used by my fatherdso relative to be &
back to Bulawayo. | had to convince my father to accept me in his home at the
upmarket suburb where he was staying with his new family. My stay with the new
family was very uncomfortable as for four years | was vulnerable and at risk in this
family, as | was clearly unwanted. Eventually I moved out to lodge at a church
premises in the city centre. The church missionaries began to assist me by supplying
imported clothes that | would in turn sell to earn a living and pay for school fees and
for my welfare. This experience contributed in my grounding by providing the cultural
and spiritual aspects in connecting with my ecosystem and the love that | got from
the church. | will now focus on what some of these factors were in the following
paragraphs.

2.7 RE-FORMATIVE STAGE: EMERGENCE

The founding missionary Sister Wilma Nix mentored me and | eventually doubled
doing schooling and being a part- time pastor of one of the branches of the United
Pentecostal Church. The calling to be a servant to save lives had begun. Sister Nix
encouraged me to enrol for a night bible college to enhance my pastoral skills and |
was eventually at the age 17 years ordained while at school as a minister of the
gospel. This new-found profession of being a pastor affected my grades in my final
years of schooling when we studied for the advanced level exams. However, on a
positive note the journey to become a pastor grounded me and enhanced my people
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skills and honed my capacity to deal with complex people issues. | was instrumental

in opening new churches and growing them. Unfortunately, the church constitution

did not allow me to be the overall in charge without being married. However, there

were other ways in which | could take on leadership roles. For example, | was

nomi nated the churchoés Youth President of
sixth at high school.

2.8 NAVIGATING THE PROFESSIONAL ARENA

To meet the church requirements, | chose to join the National Railways of Zimbabwe
where | was engaged as an accounting trainee in 1989. | made this decision, rather
than going to university. This choice was helpful in assisting me to gather the
finances necessary to marry Sisa. After passing the first stage of the diploma from
the Institute of Administration and Commerce in Accounting, | realised that my
education was somehow disconnect from my authentic ambition. Accounting did
not match my ambitions, because as | had felt, for several years, a strong urge to
work in the Safety and Health sector, and particularly mining safety. So, | switched
from the accounting job when | received a cadetship from Falcon Gold to study
Mining Engineering at diploma level at the Zimbabwe School of Mines for 3years
(1992-1994). The memories of the Hwange disaster in 1972 and other frequent
reported fatalities across the mining sector were rekindled. The curriculum seemed
to equip me with an understanding of actual mining, technology, safety and
occupational hygiene. One interesting thing | noticed at the time, is that low level
employees referred to management as murungu. Murungu (Shona language)
meaning a Whiteman, but was interpreted to mean white person regardless of
colour. A white person was viewed as superior and occupying a leadership position
which was purely reserved for whites prior to independence qualified you to be a
murungu. Fear was instilled among the employees and that culture was inculcated
and reinforced so that white people could maintain their position. | enrolled with
National Security and Social Authority (NSSA) for the Safety Health Advisory
training course part | and Il which | successfully completed in 2000. When a degree
in environmental science by the Zimbabwe Open University was introduced |
enrolled and was among the first group to attain a local degree in that field (1999-
2002). Further professional qualifications in risk management, occupational safety
and health (OSH) as well as International Standards Organisation (ISO) 9001 for
quality management systems (QMS), ISO 14001 environmental management
systems (EMS), Occupational health and safety assessment series (OHSAS 18001)
marked the beginning of a new career in SHEQ management. To enhance my
management skill s, I attained a Master 6s
Chinhoyi University of Technology where | was in the same class with a few high-
profile students. For example, the then Vice President of Zimbabwe Dr Joyce Mujuru
and the current minister of agriculture Dr Mombeshora, were fellow class members.
This advanced my confidence that my dream being in leadership was emerging. My
dissertation was entitled: An investigation into the challenges faced by mining
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companies in complying and implementing the International Labour Organisation
Conventions ratified by Zimbabwe during the period January 2002 to September
2007- A Case study RioZim mining house.

2.8.1 Work Experience and the Journey into Safety and Health Sector

So now, I, as the researcher, have gather
management, navigating from operational risk management, the Government

regulatory and inspectorate, the training institutes and corporate risk management.

| am the founding President of the Zimbabwe Institute of Occupational Safety and

Health (OSH) and a councillor of the highest body that advises the Minister on all

OSH matters. | was recently tasked to draft the National Occupational Safety and

Health Policy for Zimbabwe. | was also nominated to speak at Global OSH
conferences in UK, Australia and the United States of America.

As a person who has a background in Accounting and Business Management, |
spent my early years of working experience in business management in various
institutions. In as much as | was working in that sector | felt that there was something
missing in me. | realised that | was following the sector which, naturally, is not my
domain. | then decided to move out of the Accounting career to carry on with my
dreams of Safety and Health. | enrolled at the School of Mines. For over 6 years on
the operational side of the mining with multi company mining houses, | witnessed a
lot of people being injured, and, in worst circumstances, losing their lives because
of human error. | also read historical evidence that people were being injured or
dying due to avoidable accidents and mining fatalities. The urge to stop these things
to happen took hold of me with greater and greater urgency and inspired the vision
and worldview that people could still mine safely without being injured. I then joined
the Government as an inspector to try and influence the thinking and approach to
safety. That is when the journey to my personal utopia started in earnest, and then
| was well placed to influence the agenda to stop injuries and deaths in the
operational process of companies, particularly mining companies. In 1999, | became
a lecturer at the Zimbabwe School of Mines to try and teach people how to operate
safely. | was also teaching students and mining officials about health and safety
values and why it is important to always promote safety and health for sustainable
maximum production and operation of a company.

| then joined Casymn mining company in September 2001 where | worked just for
three months as the Group SHEQ Officer. At this company the newspapers could,
on a monthly basis, carry a headline of someone who had been either injured or
killed because of accidents and fatal incidents. Within three months | influenced
change and the number of injuries and deaths substantially dropped to reasonable
numbers. This raised my profile as | was scouted by Mimosa mining, a multi-national
company which was on a growth phase and was experiencing bad accidents. | was
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instrumental in developing SHE management systems which made the organisation
a world class operation in terms of safety. Having recognised my passion of
transforming lives | was appointed the first ever Training Manager for Mimosa Mine.
The SHE performance at this organisation opened new doors that moved me to an
executive position to influence policy matters in operational risk management.

2.8.2 Transformative Stage: Effecting (The Contemporary Me as A Safety
Manager)

The journey took a step change in term of responsibilities and decision making
when | moved from Mimosa to Rio Tinto from 2005 to 2008. | took the position as
the first ever black Group SHEQ Manager, used interchangeably with SHE
Manager . The Q is for quality and so
SHEQ Manager | was responsible for the development of a strong and well-informed
SHEQ management culture within the company, enabling sound business decisions
that balance risk and reward. In addition to that | assisted management in complying
with applicable statutory, regulatory and supervisory requirements and coordinating
the overall operational risk management system. | guided the Group to be the first
Mining House in Zimbabwe to be certified for both ISO 14001:2004 and OHSAS
18001 integrated systems in a record time of 6 months.

In 2008, | joined the largest mining house in Zimbabwe ZIMPLATS as the Group
SHEQ Manager, a position | still hold to date. All along the journey to my safety
Utopia and application of Ubuntu to Business Management Systems (BMS) was still
taking shape. But when | arrived at ZIMPLATS it really began to shine like a
diamond. | had to engage and understand the preferred ways people looked at
safety and the preferred learning styles. As a team, with other stakeholders at the
organisation we managed to probe or immerse ourselves into the problems related
to safety - from the executive and management level, supervisors, as well as
employees. We started implementing the SHE core values and principles. The
introduction of management systems turned around the safety curve and the journey
to zero harm had begun. ZIMPLATS broke safety records by becoming leaders in
National Safety across all sectors for four years and in the mining sector for seven
years. Today they are still the leaders when it comes to Safety and Health issues in
the work place. The ultimate vision was to take the organisation to global levels in
terms of excellence in safety
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From left A.K.B. Chigwada,
Minister of Harare Metropolitan,
General Manager Mining and
Safety and Sustainability
Manager Mining receiving the
National safety award for Zimplats

Figure 2.2 National Safety Awards (Pictures by Zimplats Staff)

At Zimplats with the application of Ubuntu and the notion of care for each other,
incidents and accidents recorded in the financial years 2008 to 2016 dropped from
150 to 14 total injuries experienced at the workplace.

The success brought me into the limelight of international players in terms of safety.

| was invited at various national and international conferences to present on matters

of safety and health. At Global Level | went to the United Kingdom in 2012 and

Australia in 2013. In 2014, | presented at many Regional (Southern Africa)
conferences and in 2015 in South Africa. In February 2016 | went to Las Vegas and

presented a paper based on the model which revolves around Ubuntu. These
presentations and Global Conferences give a testimony of how team work, passion,

vision and core values of love for each other contributes to success. As | reflect on

my journey, | realise that it was all inspired by several sources: fighting for my

mot her 6s honour; my inner passion and the r
| was doing it for my mother and the irony is that in all global conferences, | was the

only African delegate and speaker. As once said Nicole Wolf arguest h at ofthen e
first steps to creating a more fulfilling
other words, having a deeper sense of self-awareness will allow you to make more

authentic choices and take more authentic action towards fulfilling your dreams and

vision for your life. In doing so, it improves whatever you do, in my case, it is about

building a strong organisationals af ety cul tur e. To know an c
strengths and weaknesses, a safety culture it requires the measuring, analysing,

monitoring and reviewing of various interrelated safety activities, including human

behaviour. And it is to this human focus that the discussion now turns to Ubuntu.
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Figure 2.3 Chigwada presenting at global conference in Perth Australia
(Picture by Chigwada)

2.8.3 Enter Ubuntu and Family Life

My view about the world and Ubuntu values were certainly influenced by team work.
This came from the way | grew up in a community where everyone older to me was
a sister, brother, mother, father, grandfather and those younger than me as little
sisters and brothers. In our African culture, we say, it takes a whole community to
raise a child, and that gave me the view that | belong to the whole community as
one caring community. This, therefore, led me to learn from everyone in the
community and particularly my family to grow a big heart. | had to represent my
family in the society by projecting good values and care for others. This was also
amplified by the Christanval ues of <caring for each o
burdens by praying for each other and helping each other. The mutual responsibility
and interconnectedness and interdependence that Ubuntu calls for was key.
Because Ubuntu fuels the cultural context in many subtle ways. For example, if
someone greets me, my reply is almost invariably, | am fine if you are fine, taking it
from the Ubuntu concept of, | am because we are, since we are therefore | am, a
concept which best describes the African values of care for each other in a
community, just like as they greet each other. Makadii henyu? Tiripo kana
makadiiwo, translated to, How are you? | am fine how are you too?.

However, one might wonder how | managed to negotiate the relationship between
pure African/Traditional values and Christianity which is deemed by others as a
Western religion. | follow the notion of Negritude developed by francophone writers,
African intellectual writers and politicians who lived in France during the 1930s;
specifically, Aime Cesaire, Leopold Sedar Senghor, Leon Damas among others.
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Negritude proposes that we, as Africans, should accept good things from other
religions and blend them with our own good values. These core values influenced
my life, both at the work place and at home. | managed to harmonise my family
private life with work for the good of safety and health. | am what | am at home and
at the work place. My family members also give me strength and values, especially
my wife who has an accommodating heart, and always demonstrates Ubuntu values
at home. Her caring, love and Ubuntu perspectives allows my leadership to come
out, to be a friendly head of the house a situation which | transfer to my work place.

In addition, everything | do, | do it in the honour of others. The fact that | believe in
God, t he Most Hi ghds grace t o denk ®mdathee me t
same to others. lalwaysuseda O Mar ket Pl ace Approachd whe
of safety and health, evangelising in the business, refusing to give up because of
the problems we face or of my stature because | know God can make great things
from humble beginnings. In this sense, | work towards identifying what | am good at
and then allowing people to do likewise. | encourage them to identify what they are
good at so that they do it well and best and bring out best results. At the work place
I acknowl edge Godo6és enduring grace and pow
and the employees have managed to embrace the spirit of team work as they always
pray before they start their shift. In my life, I have told myself that | am what | am

because of Godobés grace, and | therefore ow
These values of togetherness, carrying one
anotherd s | i f e i nUbunw eaoming ttom rbgth African and Christianity
perspectives.

2.9 CONCLUSION

The purpose of chapter two was to engage in reflection about my subjective calling
by grounding myself in nature and community with the view of exploring my identity,
as it is an evolving phenomenon. The purpose of my life story and history was to
illustrate the urge and the driving motive behind my venture into understanding the
role of human error in causing mishaps starting from family to the workplace. It
demonstrated the passion | have, to achieve Zero harms in companies and
institutions and how this was shaped by my life experiences, values and principles.
The story of my life confirmed my southern path of research; and assisted by the
eastern path and then tapping from the west and north. In the next chapter, the focus
will be on the objective challenges to mining community and how these align with
my inner desire.
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CHAPTER 3

OUTER CALLING AND COMMUNITY CHALLENGES

THE WORKPLACE CHALLENGE OF MY SOCIETY

AUsaput sa CAShonaprgverb relating to human error translated Do
not drop the Clay pot of values

3.1 OVERVIEW: HUMAN ERROR AT WORK PLACES AN OVERVIEW

The goal of this chapter was to articulate the objective challenge and context in
which the burning issue of the research was located. My burning issue was my
concern and desire to transform the alarming rates of incidents and accidents at
workplaces occurring around the world and particularly in Zimbabwe. This burning
issue was an extension of my inner calling to respond to the objective challenges of

my society revealed in the previous chapte

research process.

The conventional research approaches rarely consider the subjective inner calling
of individuals, and hence lack the integration of self. Further to that, the approaches
do not view the whole challenge through the transpersonal, trans-disciplinary, trans-
organisational, transcultural and transformational lenses. The need for a new
integral approach to research to understand and tackle the complex objective
challenges cannot be ignored. This chapter attempts to elaborate the imbalances of
the self, community, organisation and society that need to be addressed. Following
from the subjective calling discussed in chapter two; the following section in this
chapter will now address the objective challenge.

3.2 OBJECTIVE CHALLENGE

Human error continues to be one of the most challenging aspects confronting the
workplace in modern businesses and societies. According to Heinrich, (1931) cited
from Nestor (1980), who developed the so-called domino theory, 88% of all
accidents are caused by human mistakes, 10% by human agency and 2% by acts
of God. This is very important to the extent that it signifies the need to take
cognisance of the need to address the human factor in any corrective measures
taken to reduce operational risk successfully. The imbalances caused by human
error manifest in environment and human factor decay. Addressing the role of
human error in organisation performance through the Ubuntu philosophy requires
excavating down to the core of social and economic foundations of nature, culture
and community.
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While the nature of human error differs from one business entity and environment to
another, it affects all types of businesses in the primary, secondary and tertiary
sectors. The costs of human error can also be very high. The costs of losses from
error range from; decline in productivity and profits margin; loss of human lives; and
even to bankruptcy and closure of businesses. Citing examples from both the local
context and abroad, this chapter provides an overview of this challenge. Figure 3.1
below depicts the scope of the levels of human error. The chapter further argues
that business organisations must not just prioritize productivity and profitability, but
must also implement measures that minimise human error. This can be achieved by
creating working environments that considers human factor in their risk mitigation.

® Global

National

Zimplats
Operational risk structures

Sahwira Council

Self

Figure 3.1 lllustration of the research spectrum (Diagram by Chigwada)

3.2.1 Indigenous Knowledge Systems (IKS)

Zimplats emerged as integral leader in operational risk management by affording
the opportunity to integrate the African Sage Philosophy in addressing human errors
in the workplace. Oruka (1990) defines African Sage Philosophy as the name now
commonly given to the body of thought produced by persons considered wise in
African communities. More specifically it refers to those who seek a rational
foundation for ideas and concepts used to describe and view the world by critically
examining the justification of those ideas and concepts. Clearly the human error
challenges required that the conventional exogenous knowledge approaches be
embedded in indigenous knowledge systems for the new healing measures to
emerge.

This integration gave impetus to social innovations and transformation of the
individual, community, organisation and the society at large. Oruka (1990) from his
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survey of sages aimed to counter three negative claims regarding the philosophical
status of indigenous African thought concluded that:

i.  Unlike Greek sages who used reason, African sages do not engage in
philosophic thought.

ii. African sages are part of an oral tradition, whereas philosophic thought
requires literacy.

iii.  African traditions encourage unanimity regarding beliefs and values and
discourage individual critical thought.

The values and beliefs form the core of the South and are affirmed through the
Ubuntu philosophy of collectivism | am because of you. The Shona tribe oral tradition
uses the proverb 6 Us a p ut s a toGlescribeothre ghotudal responsibility inherent

in Ubuntu. Roughly translated it means d o n 6 t drop the <clay pot

community approach had not been applied to understand human errors and hence
its omission created a gap in addressing the challenges, when exogenous
knowledge alone was applied.

3.2.2 The Southern Ubuntu Philosophy

In Southern Africa, scholars have focused on Ubuntu as a possible alternative
economic philosophy. Ubuntu tenets are grounded in Southern African communities.
A person with Ubuntu is open and available to other, affirming of others, does not
feel threatened that others are able and good, for he or she has a proper self-
assurance that comes from knowing that he or she belongs in a greater whole. A
person with Ubuntu feels diminished when others are humiliated or diminished,
when others are tortured or oppressed, or treated as if they are less than who they
are. In summary and in the words of our South African colleague and Member of
Parliament, Mfuniselwa Benghu, Ubuntui s an AAfrican fund
often considered the primary foundation of the African social giving ethos (Bhengu
2010).

African Economic Humanism calls for the need to develop and implement new
business models. According to Lessem and Schieffer (2009), this model attempts to
develop an equilibrium between what is African and what is European, and indeed
what is Asian and what is American. In this vein, African economic humanism is a
specific southern African articulation of economic commons, involving the inclusion
of African humanistic values in business. These values include being concerned with
the needs of others; being sensitive to religious and cultural beliefs of others; and a
total commitment to the wellbeing of all as determinants of humane economic
relations. In a way, African Economic Humanism attempts to create a new way of
doing business that directly challenges capitalism.

Ubuntu has largely been traced to South Africa, though its principles are largely
present in Southern Africa. Both colonial and Post-colonial African scholars have
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maintained that African values such as those enshrined in the ethic of Ubuntu (I am

because we are), should be made integral to economics and business in post-
apartheid South Africa. The aspect of seeing people not as themselves but as
agents of some specific function, ei t her to oneds advantage
foreign to the African.

A We bel i anharentigondnesk & man. We enjoy ... We
regard our living together not as an unfortunate mishap
warranting endless competition among us but as a deliberate
act of God to make us a community of brothers and sisters
jointly involved in the quest for a composite answer to the varied
problems of |ifeo Steve Biko (1996).

Similarly, a Zimbabwean expert in African management, Mbigi (1997) says Ubuntu
is rooted in four principles: morality, which involves trust and credibility;
interdependence, which concerns the sharing and caring aspects of relationships;
spirit man, which refers to human dignity and mutual respect; and lastly totality,
which pertains to the continuous improvement of everything in the organisation
(Lessem and Schieffer, 2009:133).The main presumption is that the inclusion of
African humanistic values; being concerned with the needs of other; being sensitive
to religious and cultural beliefs of others; and a total commitment to the well-being
of all, would enable humane economic relations.

Nelson Ma n d e | .dnb2906,tSaukheAfrican journalist Tim Modise interviewed
Mandela and asked him specifically how he defines the concept of Ubuntu. Mandela
replies:

~

Aln the old days when we were young,
country would stop at a vilage,and he di dnot have to a
food or water; once he stops, the people give him food,

entertain him. That is one aspect of Ubuntu, but it will have

various aspects. Ubuntu does not mean that people should not

address themselves. The question therefore is, are you going

to do so in order to enable the community around you, and

enable it to improve? These are important things in life. And if

you can do that, you have done somet hi

According to Nelson and Lundin (2010), the Ubuntu is a philosophy that considers
the success of the group above that of the individual in the society. This sums up
the collectivism which is entrenched in African culture and this clay pot must not be
dropped6 Usaput sa Chirongob6.

Nussbaum (2003) explains Ubuntu as the capacity in African culture to express
compassion, reciprocity, dignity, harmony and humanity in the interests of building
and maintaining community with justice and mutual caring. Ubuntu, a Nguni word
from South Africa, speaks to our interconnectedness, our common humanity and the
responsibility to each other that flows from our deeply felt connection. Ubuntu is
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consciousness of our natural desire to affirm our fellow human beings and to work
and act towards each other with the communal good in the forefront of our minds.

6An anthropologist studying the habits and customs of an

African tribe found himself surrounded by children most days.

So, he decided to play a little game with them. He managed to

get candy from the nearest town and put it all in a decorated

basket. at the foot of a tree. Then he called the children and

suggested they play the game. When the anthropologist said

Ainowodo, the children had to run to the
there could have all the candy to him/herself. So the children all

lined up waiting for the signal. When the anthropologist said

i n o walldhe children took each other by the hand ran together

towards the tree. They all arrived at the same time divided up

the candy, sat down and began to happily munch away.

The anthropologist went over to them and asked why they had

all run together when any one of them could have had the candy

all to themselves. The children responded: Ubuntu How could

any one of us be happy if all the others were sad? i Ub uis & u

philosophy of Afri can tri bes that <can be sun
what | am because of who we all are. o
http://morvensblog.wordpress.com/2012/04/23/ubuntu-a-
lesson-from-the-children/

For the South African Bishop Dandala as quoted Nussbaum (2003:2)

fiJbuntu is not a concept easily distilled into a methodological

procedure. It is rather a bedrock of a specific lifestyle or culture

that seeks to honour human relationships as primary in any

soci al, communal o rUbuntw bepomesaat e act i vit
fountain from which actions and attitudes flow. Consciousness

of what one is able to give and/or receive becomes equally

important. The saying umuntu ngumuntu ngabantu (a person is

a person because of others) becomes a statement that levels

all people. It essentially states that no one can be self-sufficient

and that interdependence is a reality

Samkange (1980) expounded on Ubuntu by systematising an African epistemology
in Ubuntuism or Hunhuism (Shona version). His emphasis was on three maxims
which shape the philosophy of Hunhuism or Ubuntuism:

To be human is to affirm one's humanity by recognising the humanity of

others and, on that basis, establish respectful human relations with them.

If and when one is faced with a decisive choice between wealth and the
preservation of the life of another human being, then one should opt for the
preservation of life.

The king owes his status, including all the powers associated with it, to the

wi || of the people under him. Thi s, Sam
embedded in traditional African political philosophya
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For Samkange (1980), sharing is only one of many virtues encompassed
within Ubuntu. In the ethical domain of Ubuntu, all visitors are provided for and
protected in every home they pass through, without the expectation of payment, and
do not need to carry provisions when they are on the road, as long as they dress in
a respectable manner. Every individual who is aware of the presence of a visitor
within a locality should try his or her best to make that visitor comfortable. Another
aspect of Ubuntu is that, at all times, the individual effectively represents the people
from among whom he or she comes. It is taboo to call elderly people by their given
names; instead they are called by their surnames to banish individualism and

replace it with a representative role.

societal identity. Every individual represents a family, village, district, province and
region. This requires the individual to behave according to the highest ethical
standards and to exhibit, to the greatest possible degree, the virtues upheld by his
or her society. Ubuntu embodies all those virtues that maintain harmony and the
spirit of sharing among the members of a society.

The definitions indicate that Ubuntu is about being humane, accommodative, and
takes collective approach rather than an individualistic approach. Itis about
conformity to values and it is resonant with the idea of beingyourbr ot her @
The philosophy does not segregate visitors, and it is welcoming.

3.2.3 Usaputsa Chirongo

Drawing from Mhakadés research in 2014
indeed most African cultures women are held in high regard. It is the woman who
carries the family values and offers grounding for the family. In most African cultures
a woman is not expected to perform errors as she is portrayed as a symbol of
perfectionism. Following on this notion the saying musha mukadzi meaning in
English is for a home to be called a home it is woman, denotes that the family unit
is held together by the woman. It is she who bears the children, nurtures them and
is generally in charge of the affairs at home (Mhaka 2014). The women appetite for
risk in African culture was perceived to be low. This was symbolised by the clay pot
of values which was not meant to be dropped, specifically by women. Thus, the

S

The

k ee|

s he

safety of the new family was enshrined in the theme 6 Us a p ut s a @@idhiisr o n g

driven by the Ubuntu ideology of taking care of the family and of what is important
to us and the society. Usaputsa chirongo in Shona is an African proverb literally

meaning dondét drop the clay pot of O6uall wes=.
that of wvalues whi c lpotyioregarted asgafuablie byAhe @itali r on g o

community and it is used for:

1 Water storage
1 Storage of traditional drink - Maheu
1 These clay pots were handed down generation to generation by aunts and

grandmothers to their nieces and children, hence held great sentimental value
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1 Newly married women would stay with their mother in law for at least a year, and
use t he mot ICkirongol Ih shd l@roke the clay pot she would be
subjected to a disciplinary hearing and be required to pay a fine / Kuripa.

Figure 3.2 shows a woman in Mhondoro carrying the Chirongo and these women
developed skills to carry the Clay pot with pride. They walked long distances in
bumpy roads with the clay pot on their head but they would not drop the clay pot. If
she drops the clay pot it is regarded as taboo and a sign of weakness hence the
relationship with human error management. The clay pot was expected to be used
by many generation and its construction involved passing it through the fire to give
it strong storage characteristics. The clay symbolised the relation of nature and
community and all the values of the community are enshrined in nature and
community.

[ . A
v A
»

mFig'ljre 3.2 A Zimplats-Mhondoro woman carrying Chirongo (Picture by
Chigwada)

3.3 APPROACHES TO THE STUDY OF HUMAN ERROR

In as much as my subjective/inner calling revealed the need of social responsibility
within societies, the outer calling/objective challenge would build on this subjective
calling to transform self, other, Zimplats-Mhondoro mining community and society
on safety issues. Reason (1992) is a world renowned expert specialising in human
performance in hazardous systems. His work is often cited and applied in
programmes which offer human error training courses. He argues that while
everyone can make errors no matter how well trained and motivated they are, in the
workplace, however the consequences of such human error can be severe. It has
been estimated that up to 90% of all workplace accidents have human error as a
cause (Feyer, & Williamson, 1998)
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To avoid accidents and ill-health, companies need to manage human error as
robustly as the technical and engineering measures they use for that purpose. The
challenge is to develop error tolerant systems and to prevent errors from initiating in
the first place. In order to manage human error pro-actively; it should be addressed
as part of the risk assessment process, where the significant potential human errors
are identified. Those factors that make errors more or less likely are identified (such
as poor design, distraction, time pressure, workload, competence, morale, noise
levels and communication systems), also known as Performance Influencing
Factors (PIFs). Control measures should be devised and implemented, preferably
by redesign of the task or equipment. All too often, the human factors are left out of
design and implementation and this tendency needs to be changed. Schieffer and
Lessem (2014:3) argue that there is a need for a renewal, of human development
dealing with the profound civilisational crisis of our time'. To advance this notion |
concurred with Lessem and Schieffer and affirmed that all the exogenous systems
that are meant to address human errors should be embedded on culture and
relevant philosophy

It is important to be aware that human failure is not random. Understanding why
errors occur and the different factors which make them worse will help organisations
to develop more effective controls. Therefore, it is also important to learn lessons
following an accident or a near miss. This aspect involves identifying the human
errors that led to the accident and those factors that made such errors more likely.
This can be done at the level of self, Zimplats-Mhondoro mining community,
Zimbabwe and global.

3.3.1 Overview of the Human Failure Analysis Process (HFA)

The HFA is an adapted form of Fault Tree Analysis (FTA), a process which enables
stakeholders within a company a better understanding of incidents and the unsafe
acts that cause such incidents. In addition, the HFA process is also helpful in
suggesting which remedial / treatment actions can be taken in order to prevent
similar incidents in future.

3.3.2 Graphical depiction of an HFA i Unsafe Act

Figure 3.3 below is a generic depiction of a typical Human Failure Analysis, of an
unsafe act that caused an incident.
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kﬂgﬁﬁé’; Engineering Solution
< Memory Failure Checklist/Training
Sk'"é‘r%?,sed Checklist/Training
Knowledge -
Rule Based Re-evaluate Experience
Mistake Required and Rule Training
fiumaniGature Perceptual Re-evaluate Experience
Error Required and Rule Training

Incremental Consequence
Management / Coaching

/ Incremental Consequence
Deliberate Situational —————RVELELET ) @RSTITENTNE]
\ Intervention / Coaching

Willful Severe Consequence
Deviation Management

Routine

Figure 3.3 Human failure analysis model adapted from Reason (1992)

3.33 HFA i Unsafe Act Process

The HFA utilises the Fault Tree Analysis technique based on the work developed by
Reason (1992) on human error.

A Fault Tree is a logical diagram, which shows the relationship between failure, i.e.
specific undesirable events and the causes that led to certain events. FTA is a
method based on deductive logic and commences with defining an undesirable
event, in this instance the unsafe act. In the next step, the causal relationships of
the failures leading to that event are identified. The result is a diagrammatic
representation of a specific failure and the detailed causes leading thereto which
makes it an ideal communication tool.

These relationships were identified by Reason in his work on human error and which

he specifically described i n hialure finS8hsi ss Ch
approach to human error Reason describes four levels of human failure, each

influencing the next. Working backwards in time from the accident, the first level

depicts those unsafe Acts that ultimately led to the accident. More commonly these

unsafe acts are referred to as operator error and it is at this level where most

accident investigations focus their efforts and consequently, where most causal

factors are uncovered.

Detailed information on the analysis that is conducted on a specific unsafe act is
captured (hereinafter r efTheanaydis methodalagy t he
usually comprises a desktop review of information already gathered in current Health
and Safety investigations. The information is subjected to a number of questions on
individual elements relating to the Unsafe Act. Each answer has a predetermined
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weighing assigned to it. To determine the results the average of the weightings are
then presented as a percentage of the total for individual elements. Elements which
result in more significant percentages are considered the most probable root cause
(s) of the Unsafe Act. The most probable root causes should then receive urgent
attention so that future unsafe acts can be avoided. Suggested treatments in terms
of the individual elements are also provided as part of the analysis.

The whole process is limited to the conventional parameters, is western in its
approach and as such is disconnected from the traditional philosophical aspects of
human error. It is purely exogenous and lacks African indigenous knowledge. This
needs to be remedied to transform and shift what is happening in relation to human
error. The following paragraphs examine some efforts in other African countries to
focus on individual responsibility for safe, and for error.

3.4 SELF AND HUMAN ERROR

In a bid to entrench the values of accountability, integrity and inculcate positive
attitudinal change in Nigerians, the Federal Government set to launch the Change
Begins with Me campaign. The Minister of Information and Culture, Lai Mohammed,
and the Director-General, National Orientation Agency (NOA), Garba Abari, made
this known in separate interviews with the News Agency of Nigeria (NAN) in Abuja.

The previous chapter gave an elaborate testimonial of my life and contextualised my
being in relation to the human error agenda. To address those imbalances, | set on
my research journey to bring healing to self, others, organisation and society. |
repeat the sentiments by the Nigerian governmentandsayii Sa f e tnys lwa ¢
| work safely for myself, my family, my teammates and | work safely always.

h meo

Nhlanhla Mkhize, a South African psychologist as quoted by Nussbaum (2003:1),

explains that self is rooted in community in several traditional African cultures in

South Africa: AiTthe African view of personhood denies that a person can be

described solely in terms of the physical and psychological properties. It is with

reference to the community that a person is defined.0 The importance of the
community in self-definiton i s summed up by Mbiti, 661l am
we are, therefore | am. 0606.-incommunitythatigigest hi s
rise to sayings such as umuntu ngumuntu ngabantu. The next section focuses on

an important part of my work community: the Sahwira Research Council.

3.5 SAHWIRA RESEARCH COUNCIL

For the integral research to innovation journey to be meaningful, | needed a

supportive system. The need of a team that shared the same vision although having

different worldviews became crucial hence the engagement of a cross sectional

team to engage in cooperative inquiry was mooted. The assembled co-research

team was named Sahwira (Shona word meaning your friends) Research Council.

The Sahwira Research Council (SRC) unanimously shared the burning desire and
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challenge. To effect transformation, we needed to create a consolidated approach
and create arteries and veins that fed into resolving the challenges. Sharing of the
information from across the whole research spectrum was critical to enable voices
from shop floor level to be integrated in the co-creative approach. There was need
to tap from this level knowledge that would assist in managing human error. Lessem
and Schieffer, (2010) contend that such inclusive or integral transformation will result
in healthy and participatory co-existence, balanced and peaceful co-existence, open
and transparent knowledge creation as well as equitable and sustainable livelihood.

3.6 ZIMPLATS CONTEMPORARY CHALLENGES AND EXPERIENCES

This section looks at the contemporary experiences at Zimplats and how human
error has been the focal point of accidents and injuries at the company. It also
considers how my subjective calling of social responsibility was relevant to
contemporary issues and how it connects with the objective issues in my community
and organisation. It related to my subjective calling of bringing in Ubuntu philosophy
as part of my burning desire to protect people. The chapter also covers how the
organisation acted as a catalyst for me to venture into that path due to consistent
fatalities. My burning desire was justified in the sense that whereas the previous
experiences of fatalities in Zimbabwe were dealt with using exogenous practices
which lacked contextual relevance. This lack of contextual relevance resulted in
imbalances both in relation to technological and traditional/cultural practices. My
research therefore tried to provide a panacea to these omissions through integrating
my subjective calling (my experiences) with an objective calling (the community and
companyo6s e xapdeparticelanycwatts regard to fatalities. The situation at
Zimplats coupled with my previous experiences at different mining companies
mentioned in the previous chapter played a pivotal role as an outside motive for my
career and pursuance of this PhD study

However, before | proceed further, | will discuss the Zimplats experiences in more
detail. Zimplats, the current owners of the company took over from B. H. P mining
company in 2000, when the predecessors were forced to close down the business
prematurely after consistently high increases in fatality rates during 1999. Zimplats
took over in 2000 and started operating in 2001. However, the situation did not
drastically change. In 2008 the situation remained perilous and it required active and
immediate solutions. The graph below shows a historical analysis of injuries and
fatalities which occurred at Zimplats prior to 2008.
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Figure 3.4 Lost time injuries and total fatalities: 2002 to 2007 (Graph

adapted by Chigwada)

Pre-2008 experiences accidents and life threatening fatalities were too high. As
demonstrated on the above graph, injuries were prevalent at Zimplats. In sporadic
cases, they resulted in fatalities/deaths, for example there were 3 in 2003 and 1 in
2005. However, less significant the number could appear, one must bear in mind
that by then there was less reporting and response to injuries and fatalities at the
company. Figure 3.4 shows that before the introduction of the Business
Management Systems (BMS) in 2008, zero harm was not a top priority for the
organisation and as such, introduction of this policy only became possible through
intervention from systems and by offering a philosophical and cultural point of view
as part of the solution. The company investigations on injuries and fatalities pointed
to the human error as the main root cause. Due to this acknowledgement of human
error there was an obvious need to deal with the human approach to operational risk
issues. So, in a sense, the application of Business Management Systems (BMS) in
2008 and the commencement of the Integral Journey were influenced by both my
inner and the Outer Calling dramatically clarified by the number of fatalities. Th e ,k ey
systemic causes of human error were pursued using the Root cause analysis
Technique (RCAT) or other related techniques like Systematic causal analysis
technique (SCAT). These practices tended to limit the focus solely on the workplace
environment, ignoring the broader implications of the social and cultural context of
the employees However management practices and policies are not an entirely
internal organisational matter, as various cultural and social factors beyond the
formal boundaries of an organisation may well offer influential solutions to the
prevention of human errors.
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3.7 HUMAN ERROR: ZIMBABWEAN TRENDS IN WORK RELATED
INJURIES

Zimbabwe has ratified six International Labour Organisation (ILO) conventions on
safety and health together with more than ten international protocols on climate
change and environment matters in a bid to upgrade operational risks initiatives. The
National Social Security Authority (NSSA) has published a National Occupational
Safety and Health (OHS) policy, while the process of incorporating ILO conventions
into a National OHS Act is underway. The Ministry of Environment promulgated the
Environmental Act 20:27 in 2002 to address the imbalances related to environmental
management issues. The challenge has been to implement and enforce the
provisions of these instruments to deal with operational risks. According to the NSSA
National Injury Statistics; the period from 2009 to 2013 paints a gloomy picture of
safety and health: the Injury frequency rate jumped from 1.18 in 2009 to 2.34 in
2013. The accident causes are mainly attributed to human error. The table below
shows recorded incidents and injuries from a national perspective.

National Social Security Authority (NSSA) Statistical Records

YEAR Total for the
ITEM 2009 2010 | 2011 2012 2013 past 5years
Occupational Injuries 3122 | 4410 4 158 5141 5 666 22 497
Fatalities 64 20 75 107 76 412
Injury Frequency 1.18 1.67 1.56 1.93 2.34
Rate

Table 3.1 NSSA Accidents Statistics 2009 7 2013 (Source: National Social Security
Authority, 2014)

Subsequent governments have initiated these processes through instituting
commissions of enquiries following major disasters at the workplaces. The 1973
commission of inquiry into the Wankie Coal Mine disaster of 1972 is a classic
example of a government initiated accident probe (Report of the Commission of
Inquiry into the Wankie Colliery Disaster and General Safety in Coal Mines in
Rhodesia 1973, hereafter Report, Wankie now known as (Hwange) Colliery
Disaster). The outcome of the inquiry revealed that human error had largely
contributed to the disaster. This affirmed the need for a research and innovation
process to avoid similar human errors

The major objective of any mining operator is to increase production output, and
subsequently raise profit margins. Nevertheless, mining by its very nature is a very
high risk business. Therefore, it is pivotal for site owners to stay focused on the
improvement of their emergency response plans at all times, to minimise the risk for
fatalities and injuries. This is an ultimate measure for avoiding disruptions or
permanent discontinuation of business.
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3.8 HUMAN ERROR: AFRICAN TRENDS IN WORK RELATED INJURIES

The table below paints a gloomy picture of the mining industry in South Africa. There
is indeed a case to address the trend of fatal incidents for the mining sector to
perform well. Although the trend of fatalities has been coming down in South Africa
it is still a challenge.

FATALITIES IN 2015

Total 24 ) B8
Gold 44 3= 25
Coal 9 5 3
Platinum 16 22 -38
Other™ 15 17 =21

= Other includes diamonds, chrome, copper, iron ore, and all other not specified abowe.

INJURIES IN 2015

Total 2 700 3116 -15
Gold 1243 1228 1
Coal 267 207 22
Platinum =l 1 331 -&7
Other* 304 350 11

= Other includes diamonds, chrome, copper, iron are, and all other mot specified abowe.

Table 3.2 Number of fatalities and injuries for 20014-2015 in the South African
Mines (Source: Chamber of Mines South Africa 2016)

The International Labour Organisation (ILO) estimates the annual numbers of work-
related fatalities that occur world-wide and among the figures published by the ILO
are estimate of the number of work-related fatalities in South Africa. According to
the ILO 1 908 workers in total died in work-related accidents in 2001. In the same
year, 288 workers died in mine accidents. Given that miners account for fewer than
500 000 workers (less than 4% of the total workforce) in the national workforce which
is nearly 14 million strong, a disproportionate percentage of work-related fatalities
(approximately 15%) are associated with mining (Hermanus, 2007).

3.9 HUMAN ERROR: GLOBAL TRENDS IN WORK RELATED INJURIES

Unintentional injury is the leading cause of death to U.S. residents aged 44 and
younger (U.S. Bureau of Labour Statistics, 1998), and many of these fatalities occur
in the workplace. Every year, an estimated 7 000 to 11000 American employees are
killed at work and 2.5 to11.3 million are seriously injured (Miller et al. 1997). These
results in 250 000 potential productive years of life lost annually more than from
cancer and cardiovascular disease combined (Leigh 1995). The overall financial
liability of work-related injuries in the United States was estimated at $116 billion in
1992, an increase from the 1989 estimate of $89 billion and industrial theatrically
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larger than the 1985 estimate of $34.6 billion (Leigh et al. 1995). Direct costs include
lost wages, medical expenses, insurance claims, production delays, lost time of co-
workers, equipment damage and fire losses (Miller et al., 1997).

Appendix 6 shows the Western Australian mining statistics with significant
improvements in injuries and this highly attributed to key initiatives that include

automation to remove human beings from high risk activities. According to the
Department of Mines and Petroleum (2015), the industry appears not to be learning

from past tragedies. To draw attention to what the data is telling us, the Department

i's using a variety of ways to communicate w
Three areas were being targeted:

i.  improving hazard awareness and control selection
ii. promoting the adoption of appropriate risk management strategies
iii.  supporting effective leadership and positive cultural change.

Admittedly, mining today is substantially safer than it was in previous years.
Nevertheless, the constant threat of technology failure and mine accidents are still

relatively frequent and are often high profile. Literature has cited many major

accidents that were caused by human error, both in the mining and other sectors.

Examples of such occurrences include the Copiapo Chile mining accident in 2010

when 33 miners were rescued from entrapments 700 metres below the earth
surface. Anot her example includes the safe
coal mine where 29 bodies were trapped underground after explosions. Added to

this is the Piper Alpha disaster in Texas City (Mine, Site Safety Workshop Paper,

2014).

According to Broughton (2005) the 1984 Bhopal (India) disaster in which more than
40 tons of methyl isocyante (MIC) gas created a dense cloud over a resident
population of more than half a million people and since then, more than 20 000
people have lost their lives. The chemical factory responsible for this disaster
belonged to Union Carbide, which negotiated a settlement with the Indian
Government in 1989 for US$470 million; a total of only $370 to $533 per victim, a
sum too small to pay for most medical bills. In 1987, a Bhopal District Court charged
Union Carbide officials, including then CEO Warren Anderson, with culpable
homicide, grievous assault and other serious offences. In 1992, a warrant was
issued for Anderson's arrest.

On 13 May 2014, an explosion at a coal mine in Soma, Manisa, Turkey, caused an
underground mine fire, which burned until 15 May. In total, 301 people were killed in

what was the worst mine disaster in Turkey's history. The mine, operated by coal
producer Soma K°m¢gr Kkl et mel er i A. k., suf fe
have been caused by electrical equipment. The fire occurred at the mine's shift

change, and 787 workers were underground at the time of the explosion (Tuysuz et

al., 2014).
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Swanepoel (2005) is of the view that on 16 September 1986, more than 170 mine
workers were killed at Kinross Mine in one of South Africa's worst mine disasters
since 1946. An acetylene tank sparked flames that swept through the mining tunnel
igniting plastic covering on the wiring. The flames also set fire to polyurethane (foam
that is used to keep walls in the mine dry). The burning plastic combined with
polyurethane and churned toxic fumes that filled the shafts, choking miners to death.
While the nature of human error differs from one business entity and environment to
another, it affects all types of businesses in the primary, secondary and tertiary
sectors. The costs of human error can also be very high. This ranges from decline
in productivity and profits margin to loss of human lives and even to bankruptcy and
closure of businesses. Citing examples from both abroad and local, this chapter
provides an overview of this challenge. It further argues that business organisations
must not just prioritise productivity and profitability, but must also implement
measures that minimise human error. This can be achieved by creating working
environments that cater for the safety and health needs of the workers.

3.10 MAIN OBJECTIVE

The research sought to contribute knowledge about the development and
application of psychologically based approaches in operational risk management to
mitigate against human error with the following objectives:
i. Institute an employee-driven SHE culture that creates responsibility and
accountability at all levels.
ii.  Design prudent risk controls to maintain compliance while advancing SHE
management goals.
iii.  Implement critical interpersonal and intrapersonal components of strong
leadership development designed to optimize worker engagement.
iv.  Reinforce SHE training to excel during industrial workforce shifts changes
while eliminating gaps in safety knowledge.
v. Target leading indicators to enhance Zero Incident Process (ZIP) and
increase site-level corrective action,
vi. To establish strong Social Innovation approach to matters of safety and
health.

The modern knowledge systems and conventional systems have not solved the
challenges related to human error but instead has promoted a blame culture
between management and employees as the systems lack depth in traditional
knowledge and philosophical solutions. A review of the USA incidents highlighted
in the airline cockpit acknowledges that errors can occur and they do occur.
Following the deadliest crash in aviation history where 538 fatalities were
experienced in Tenerife Island, Canary Islands (1977) where a collision of a KLM
Boeing 747 and a Pan Am Boeing 747, the airline industry changed. The several
factors that came out after the incident were;
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a) The myth that senior airline captains are infallible; avoiding mistakes due to
their experience, strength of personality and wits.

b) Assumption - a person of such stature is presumed to be perfect

c) Culture of the airline cockpit before Tenerife

d) Misunderstood words or phrases

e) Lack of communication

This shifted reliance on individuals and in 1978 the National Aeronautics and Space
Administration (NASA) an independent agency of the executive branch of the United
States federal government responsible for the civilian space program as well
as aeronautics and aerospace research indicated that majority of airline disasters
are not due to pilots lack of technical skill or mechanical failure, but from errors
associated with breakdowns in Communication, Leadership and Teamwork.

As aresponse to these incidents the Cockpit or Crew Resource Management (CRM)
evolved:
1 Focus on human and systems issues
1 Work culture within cockpit gradually modified
1 All members of crew empowered to provide feedback, opinion, ask questions,
Ahard stopo
1 Error management
1 Standardised checklists, forcing functions and language of cockpit
communications
These responses are indicative that some efforts to have a collective approach in
hazardous workplaces was being considered global as opposed to the blame game
approach.

3.11 RESEARCH QUESTIONS

I.  What is meant by Usaputsa Chirongo in the Shona community?

i. How canindigenous knowledge be systematically combined with
modern scientific methods to reduce human error and achieve
sustainable zero harm?

iii.  Whatis the community understanding of Ubuntu in relation to accident
prevention?

iv. ~How do we entrench the Ubuntu philosophy in operational risk
management?

v. What are the preferred learning styles of indigenous people?

3.12 CONCLUSION

This chapter has demonstrated the objective context for the Outer Calling,
highlighting challenges associated with human error at the workplace. It also shows
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the interlink between my Inner Calling and the Burning Issue of safety and health
challenges using local examples and those from abroad, it has demonstrated that
human error is prevalent in many workplaces across the business sectors and
particularly in mining. It has also shown that while organisations often spell out their
concerns in improving the safety and health of their workers, more often than not, in
practice their priorities are not often focussed on addressing the human errors.
Typically, both in African countries and world-wide, more organisations grapple with
huge costs related to human errors. It makes business sense to invest in finding
sustainable solutions by conducting research on indigenous knowledge that can be
merged with exogenous knowledge. Such research has the potential to give impetus
to new knowledge and innovation in operational risk management. For too long,
companies have failed to incorporate the wisdom of traditional indigenous
philosophies to combat the effects of human error. The conventional theories are all
Eurocentric and have no intrinsic connection with philosophies let alone culture and
nature of Africa. The next chapter will contextualise the research journey.
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CHAPTER 4

THE CONTEXT: UNCOVERING IMBALANCES WITH A VIEW TO ADDRESS
THEM

firhe world we have created today as a result of our thinking thus far, has
problems which cannot be solved by thinking the way we thought when we
created them.0 Albert Einstein

4.1 INTRODUCTION

Taking it from Einstei nosprogduts af surthinkingppTml e ms &
solve these problems there was need for a paradigm shift and a new approach to
them. This chapter, therefore, addresses the context of the study as it uncovers the
disharmonies in my research environment and existing literature. It is in this context
that imbalances are exposed and at the same time inspires initiatives to mend the
divides, gaps and wounds of my experiences, in my organisation. To achieve this, |
draw on the work of Ken Wilber (2003: xii-xiii) who asserts that there is a need for
integration that is comprehensive, inclusive, non-marginalising and embracing.
These approaches are mutually enriching and in my quest to understanding the
context at the organisational level, the chapter reveals multiple disharmonies that
exist, in different management styles; culture; and among individual worldviews.
Lessem and Schieffer (2009: 41) observe that:

A T hmedern-day enterprise is embedded in mechanistic and

individualistic world views and these two have failed to

acknowledge the fundamental and indispensable role that

nature and culture play in the economic and productive

systems. In the end, there is need for transformational flow

bet ween an i ndi vi dbheael 6 ®r gvanri Iscav ii eowm,b6 s
productive approach, and including col
contribution. In such transformation, it becomes possible to shift

change from being a competitive strategy to a strategic

renewal.o

This research concurred with the scholars mentioned above, and pointed out further
that, despite the technological and economic advancement, the modern-day
enterprise has not alleviated societal problems which are increasing by the day.
Despite all technical advancement, so many problems are so far from being
resolved, and this is indicative of deficiency in the applied solutions. The research
sought to unravel the deficiencies with a view to uncovering and then applying
balanced and appropriate solutions from an African context.

This thesis focused on community and organisational challenges that result from
human error. Attention is given to the relationship between human error as it relates
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and operational risk management. Ec hoi ng Ei n s tthe reasOnsthatwleer d s ,
challenges emanate from mining productive systems remain unsolved, is that they
are divorced from cultural and individual values of the community. This chapter looks
at the societal and organisational imbalances emanating from technological and
economic advancement of the modern-day mining production and seeks to
understand how and why they fail to alleviate the societal problems increasing day
by day, generation by generation. A core argument of my contextualisation
therefore, emerged from the need for a transformative process to uncover the
societal and organisational imbalances which have been caused by the impact of
Western Management Models on operational risk management. The imbalances in
this chapter sought to:

i.  Uncover the imbalanced world views of self, Sahwira Research Council,
Zimplats Mhondoro mining community (ZMMC) and society by transcending
the exclusive and limiting focus on the western developmental economic
approach. In this case, this means the slavish loyalty to international
standards/management systems that pertain to operational risks, rather than
including the trans-cultural realities of the people on the ground,

ii.  Probe into missing depths from everyday life of the Zimplats-Mhondoro mining
community and to expose what potential lies in the transformational depths,

iii.  Discover imbalances around operational risk issues from mono-disciplinary
(top-down) individualistic approach to trans-disciplinary perspectives,

iv.  Transform individual and organisation and the community to move towards a
transpersonal, trans-organisation and trans-community web that includes the
researcher, the organisation and the community.

V. To understand the context in which this study is grounded, it is important to
first understand the exogenous developmental economic models and theories.

4.2 VIEWS TO DEVELOPMENTAL ISSUES: THE WESTERN ECONOMIC
MODEL

In their recent work, Integral Economics, Releasing the Economic Genius of Your
Society, Lessem and Schieffer (2010) argue that economics is perceived and
executed in a too narrow a manner and that it is not sensitive to regional differences
and variables. The current discipline of economics has been shaped by modern
economic theory and can be traced to the works of Adam Smith, who is regarded as
the father of modern economics. Capitalism has been regarded as the one major
economic theory. Out of a variety of economic theories, communism finally failed
during the latter part of the 20" Century thus leaving free market capitalism, as the
successful model put into practice. Though it has its own pitfalls, both within
business and the economic world at large, it has remained the most dominant and
widespread (Lessem and Schieffer, 2010: 20).
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Nevertheless, of late, there has been a growing literature challenging the
effectiveness of applying this Western economic model to the rest of the globe. It is
unfortunate that capitalism has been applied as though the world is a homogeneous
entity. Several scholars, identified throughout the course of this chapter, question
the effectiveness of an economic model developed by Western Scholars. Their main
criticism is that the current western model does not take into consideration the social,
cultural and religious values systems of the rest of the globe. Ingrid Rima, an
economics scholar and innovator, who has taught economics at Temple University
in Philadelphia for more than four decades, is one who offers a bold critique of the
conventional economics. She argues that the explicit development of economic
analysis is exclusively based on Western European and subsequently American
thought (Rima, 2001). Regrettably, Africa and Asia, Australasia and Latin America
have remained marginalised as they do not receive attention.

The sphere of operational risk management has witnessed an innovative approach
to operational risk management, initiated and guided by a framework provided by
the International Organisation for Standardisation (ISO) for different areas of the
economy. The latest approach is the ISO 14000, 31000 series on environmental
management, risk management and occupational safety and health (OHS) 18000
family series. The suggested models seek to calibrate management systems across
the globe without being too specific. The standards follow the Deming PDCA cycle
(1994) (Plan, Do, Check and Act). Mutenga (2016) in his thesis examined the 1ISO
31000 series with a view of providing a compliance framework for the mining industry
to the ISO 31000. This research provided in depth issues from the core of the culture
topography. The ISO standards only go as far as the subsoil and do not address the
bedrock which looks at underlying philosophies as well as the core which addresses
nature and community.

Lessem and Schieffer (2010) have divided the globe into four specific regions: North,
South East and West based on regional economics. They argue that inhabitants of
each of these regions have unique socio-political and cultural attributes that
determine that different economic models should be used in each of these regions.
Because of the different worlds, the developmental patterns of these regions should
be shaped differently. Lessem and Schieffer therefore, argue that applying one
single economic model, based in a solely western world can only lead to stagnation
and an arrest of the developmental processes, (Lessem and Schieffer, 2010).
Therefore, there is a clear need to fundamentally rethink economics so as to develop
and apply business models that are most suitable for the different parts of the world.

Fittingly, Lessem and Schieffer begin one of their works with an intriguing case, the
financial crisis of 2008/9.

AOn the 10th of August 20009, a
economists, among them Geoffrey Hodgson, Paul Ormerod
and Bridget Roswell- jointly wrote an open letter to the queen of
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England. With this letter, they responded to t h e Queenods

guestion of why so few economists had not foreseen the then
current financi al and economic ¢c
2010: xiv).

The case, in my view, clearly justifies the need to rethink and revise the dominant
Western economic model. Les s em and Sresponsed, fhightighted among
other issues that: economists are narrowly trained; that they concentrate on
mathematical techniques and the building of empirically uncontrolled models; that
this affects their projections because there are certain judgments whose accuracy
are enhanced through a thorough appreciation literature or history in the form of
social, cultural and spiritual values Furthermore, they argue that while models and
techniques are important, given the complexity of the global economy, there is need
for a broader range of models and techniques governed by a far greater respect for
substance, and much more attention to historical, institutional, psychological and
other highly relevant factors (Lessem and Schieffer, 2010: xiv). Therefore, because
of the limitations associated with the dominance of Western or the Anglo-Saxon
economic model, scholars have argued for new economic models that cater for the
inhabitants of the various parts of the globe.

The second concern has been the lack of morals and ideals in the Western
economic model. Morals and ideals are fundamental attributes which form the fabric
necessary to hold and ensure stability, security and safety for all those involved in
financial and economic transactions. However, the Anglo-Saxon or the Western
economic model is individualist in the sense that it is based on the principles of
private ownership of the means of production. Because of the dominance of
capitalism, there has been major environmental and communal decay, rampant
materialism and consumerism, together with an ever widening gap between the rich
and poor on a local and global scale. Yet despite these salient issues, there has not
been any fundamental revision of main stream economics. The stark absence of
knowledge and imagination has its origin in the lack of cultural diversity in economic
thinking. For Lessen and Schieffer (2010), the all pervasiveness of the existing
Anglo-Saxon economic approach prevents any creative interaction with other non-
Western alternatives, which could contribute to the renewal of economic thinking,
locally and globally.

Nevertheless, though being secular and materialist, the Western economic model
has led to a long period of economic growth and prosperity. This prosperity,
however, has not eliminated imbalances like poverty, even among the wealthiest
countries. Lessem and Schieffer (2010) therefore argues that there is need for a
new discipline in economics that gives attention to both material as well as spiritual
aspects of human well-being. The pursuit for self-interest must be toned down by
moral values and good governance. This would ensure that the gap between the
richand poorismi ni mi sed and -beingis nepalisec dhss showdl also
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guarantee that, in the process of everyone serving his self-interest, social harmony
and family integrity are not hurt.

Western economic models have largely influenced organisations respond to
changes and have largely introduced a management approach that focuses on the
economic aspects at the expense of people. Thus, people related matters have been
relegated down in the scheme of priorities of enterprises.

4.2.1 Wellbeing Economics

Closely associatedwithL e s s em a n d cHtcitims bak heenrth@ sontribution
of Mark Anielski. Professor Anielski is a wellbeing economist, entrepreneur and
professor of corporate social responsibility at the University of Alberta in Canada
(Anielski, 2007). He also highlighted that the dominant meaning of wealth,
originating from Western economics, is defined in narrow terms of money value of
material possessions. And his work added an additional dimension. The narrow
definition of economics is also being challenged by welfare economists, who argue
that the meaning of wealth should include the many intangible attributes that
contribute to human spiritual well-being such as: hope; happiness; and strength of
their relationships. Therefore, real economics and wealth should be concerned with
qualitative attributes such as health, (physical and mental), spiritual well-being,
healthy relationships, love and respect and the well-being of nature (Lessem and
Schieffer, 2010:292). This broader perspective has also been enunciated by John
Maynard Keynes. Keynes expressed his optimism as more than 50 years ago:

frhe day is not far off when the economic problem will take the
back seat where it belongs, and the arena of the heart and head
will be occupied or preoccupied by our real problems-the
problem of life and human relations, of creation and behaviour
andreli gi ono (Keynes, 1963).

It is crucial to emphasise that recent scholarship on economics is a critic of the
western economic models being applied in most parts of the world for being narrowly
focused and exclusive. It has been argued that economics should be flexible and
inclusive to be more relevant to the natural, cultural, social and financial complexities
of the diverse parts of the globe. In this context, African Ubuntu models could also
be more appropriate for the needs of the post-colonial communities of southern
African states. Nussbaum, (2003), refers to it as an extraordinary philosophy whose
values seek to honour the dignity of each person and are concerned with the
development and maintenance of mutually affirming and enhancing relationships.

It is for these reasons that, in their book, Integral Economics, Releasing the

Economic Genius of your society, Lessem and Schieffer suggest a wide range of

economic and business alternatives to the conventional wisdom. They provide new

ideas and draw alternatives from the four corners of the globe as well as the centre.

Through this process, they derive an approach called integral economics, created
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from and for the whole world, as opposed to the current practice where principles
are drawn from one part of the globe. In this endeavour, they developed what they
term: the integral world approach framework. Within this framework, the capacity of
each world is described, giving voice to what is offered by the North, the South the
East and the West. The next section outlines this framework in more detail.

4.3 BRIEF OUTLINE OF THE INTEGRAL WORLD APPROACH
FRAMEWORK

As an alternative to the application of one global economic model, Lessem and

Schieffer (2010) have argued for different models for the various parts of the globe.

I n this endeavour, they have identified wha
has potential to develop its unique developmental model. These have been outlined

as follows;

1 South: a southern humanistic orientation, related to the individual and

organi sational Obeingd, and in broad ter
1 East: an eastern holistic orientation connects with individual and
organi sational Obecomi ngod and emphasi s

spirituality and consciousness.
1 North: a Northern rationalistic orientation pertains to individual and

organi sational 6knowi ngod, and focuses,
technology.

1 West: a Western pragmatic orientation, connected to individual and
organi sational 6doi ngbé, ,a(Welstern) ifimancemo r e g

enterprise, and management, Lessem and Schieffer, (2010:9).
In their framework Lessem and Schieffer initially link these worlds specifically to
economics.

4.4 REVISITING WESTERN RESEARCH MODEL

Scholars have not only challenged Western economic model, but has further
guestioned Western curriculum and research models that are used in training
institutions, such as colleges and universities. Lessem and Schieffer have also

criticised global higher education practice today, where the standard Western

economic theory in schools of economics, together with free market profit

maxi mi sation enterprise in business school
(Lessem and Schieffer, 2010:7). An interesting and informative life experience of

Ronnie Lessem is captured as follows:

Ai...when he first studied Principles o
Rhodesia and Nyasaland as it was called in the early 1960s,
the OWesternd free mar ket subject matt e
60Southerné soul . Mhotsnventedethere,an n | vy, it w
Rhodesia; becoming Zimbabwe, and the social sciences he
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studied, ranging from political science to economics theory,
political philosophy and economics theory, had no intrinsic
connection with the culture and nature of Africa! Actually, it was

just the opposite. OFree mar ket Rhodes
altogether go, and many a tragedy was to unfold out of that
particular impasseo, (Lessem and Schie

Some scholars have also criticised the exclusive Eurocentric manner in which
educational curriculum has also been formulated and developed. It has been argued
that there is a prevalence of damaging individualism and lack of transformational
impulse is due to the predominance of Europe and America, which have been totally
influential and dominant in the field of business management in both universities
based research and education (Lessem and Schieffer, 2010:20). Further to that,
curricula and concepts in the sciences and most of the humanities have also been
developed in very few parts of the world, predominantly in Western Europe and the
Americas. The Anglo-Saxons have also majored in the development of economics
research and curriculums, while the French and the Germans have been dominant
in philosophy, the Americans have further ruled the roost in business and
management (Lessem and Schieffer, 2010: 20-21).

It has also been argued that, when it comes to the sciences, both natural and social,
and to the applied professions, course content is almost entirely European and
American in origin at the expense of the Southern and Eastern. The western
empirical methods dominate the globe rather than by an integral approach grounded
on the particular region. This is, arguably catastrophic for the knowledge base of the
world as a whole.

4.4.1 Challenging Western Management Model

Earlier discussions indicated how scholars queried contemporary economic and
research models, it is not surprising that the contemporary management models
have been criticised as well. This is to be expected, because economic and research
models have a bearing on managerial approaches. Contemporary managerial
approaches, is, just like the economic and research models, also based on the
Western models, as explained below:

fiThe concepti on o fsisstt anmnudhsrootecht er pr i s e
in a mechanistic and individualised world-view, strongly

influenced by Western thinking. As such it fails to take into

account the natural and cultural contexts, still lodged within the

prevailing economic system and has not built in the notion of

social- as opposed to technological T innovationo (Lessem and

Schieffer, 2009: 17).

There is ample evidence that present-day managerial approach has pitfalls, and
needs a thorough reassessment. According to Lessem and Schieffer (2009), the first
decade of the 21st century alone had witnessed several major crises that indicate
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the need to change contemporary managerial philosophy, systems and techniques.
These include mine disasters, climate change, and their concomitant economic and
social consequences, clearly calling for a new understanding of organisational
behaviour and its impact on nature and environmental resources. Other indicators
for the need for managerial transformation include:

ARFood Il nsecurity, gl obadmocrpt@ndemi ¢ s,
governments, transitional crime and corruption, financial crises,

unprecedented inequality and grinding poverty, intractable

c o nf I(Lessem and Schieffer, 2009: 3).

Lessem and Schieffer (2009:3) therefore argue t h atime Ras come to
fundamentally rethink the way in which organisations are run. Such a process
includes rethinking how organisations contribute to their societies, taking into
account how individuals within organisations engage with public, private or civic
enterprises and their communities.0Some scholars argue that settling contemporary
socio-economic and environmental challenges require a new set of managerial
values. The influential work of Harvardos
Principl ed r efddexpdanson oflraitionahldusiness toveasls a more
intense engagement with society (Jackson and Nelson, 2005).

Just as the case with economic and research transformation, managerial change
has to be conceptualised within the four world frameworks as outlined earlier.
Therefore, managerial philosophy should not be universal, but must vary, being
formulated based on a rich understanding and appreciation of cultural, sectorial,
societal, organisational and individual diversity. It is lodged in the insight, th a t , Oi
order to fully activate and harness the specific strength of an organisation, it is
important that it remains truly lodged in the societal and cultural grounds on which it
is built. Transformational processes start with development of the local identity (of
self, organisation and society), whether this is rooted, for example, in the African
Ubuntu philosophy of interdependence in southern Africa or Japanese concept of
Kaizen promoting continuous improvement in Japan. Lessem and Schieffer,
elaborate on this;

fFrom our experience, each society, each organisation, each
individual resonates most with one cultural force, while the
others are less present... It became obvious to us in our work
around the world, how these cultural forces are as a dominant
cultural expression, an integral part of the identity of a person,
an organisation and a society. Transformational processes,
hence, always have strong cultural forces lodged in a particular
local identity and need to be built on them... Examples for
expressions of such local cultural forces are the African Ubuntu
(South), Japanese Kyosei, (East), the Nordic Naringsliv (North)
and the Anglo-Saxon Individualism (West), among otherso
(Lessem and Schieffer, 2009: 33-35).
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As has been suggested the four models provide a new map for the enterprise. This
approach incorporates how each world region has developed its cultural strength
and set of local capacities. If successfully activated, this would form the basis for
local transformation processes and social innovation. The subsequent two sections
review two non-Western economic and management models based on the eastern
and southern regions of the globe. On the basis of these examples, it then becomes
possible to develop business and economic models that are rooted in local cultures.

4.5 IMBALANCES

Transcultural, Transformation, Transpersonal and Trans-disciplinary processes
reflect the major shortcomings of Western type economic models. It is through
Lessem and Schi ef fok tradstormatienal Hopaymaphy that the
researcher engaged with the cultural, personal and disciplinary imbalances of
Zimplats-Mhondoro mining community. The subsequent sections describe the
imbalances at every level, beginning with the transcultural.

4.6 GROUNDING OF THE STUDY: UNCOVERING TRANSCULTURAL
THE IMBALANCES

As mentioned earlier, the Western management models do not incorporate local
cultures and traditions in their approach resulting in approaches which are out of
synch with local demands. The study also builds on the management of Technology,
Innovation, People and Systems (TIPS) concept at the Da Vinci Institute, where one
of the principles regards the management of people as its grounding. Management
of people encompasses a whole lot of things but the most important and
indispensable to follow is their culture. In this sense, it is important to understand
what culture is so that through exploring cultural imbalances of the Western
Managerial models. One of the reasons for the imbalances in the managerial models
can be attributed to the far-reaching legacy of Taylor (1948) whose machine model
of management penetrated management theory for decades. According to Taylor,
since culture does not constitute empirical data and it is difficult to study and define.
As a result, he asserted, management can only be studied through the
instrumentality of observable phenomena and this kind of thinking has led to what is
called objectification of culture.

Culture, according to Anthony (1970), is a system that involves a group of things or
ideas whose parts fit and work together by means of their own internal logic and
structure. Herskovits (1948) concurs with Anthony noting that, culture is a way of life
of a people, while a society is the organised aggregate of the individuals who follow
a given way of life. In simpler terms a society is composed of people; the way they
behave is their culture.

There is no inferior culture despite the economic superiority of other worlds although
due to historical imbalances related to colonialism some misguided Africans view
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Western culture with awe and respect whereas they despise and reject their own
African culture as inferior. On the other hand, Geertz (1973) notes that culture,
6denotes a historically transadnintymbots, apatt er
system of inherited conceptions expressed in symbolic forms by means of which
men communicate, perpetuate and develop their knowledge about attitudes towards

l'i fe. o I n addition, Ward (1964) 1isof of th
whatever it is one has to know or believe in order to operate in a manner acceptable
to its members, and do so in any roFoe they

Tyndale and Eade (2002), culture is a whole complex of knowledge, wisdom, values,
attitudes, customs and multiple resources which a community inherited, adapted or
created to flourish within the context of its social and natural environment.

Nussbaum (2003:5) submits that:

fAfrican culture has celebrated mutuality and connectedness
for centuries. Africans understand the connections of past and
present, human beings and nature, our common humanity, and
a shared spirituality. Africans have mastered the art of
communication between ancestors and people in the present
as well as dialogue among us all (plants, birds, and animals
included)a

Thus, the need to go in depth and understand how Africans celebrate, connect and
communicate brings to the fore the hidden flames of the African culture. The symbols
that are in the core of the transformation topography reveal the essence of being an
African. Lessem as quoted by Nussbaum (2003:8) says:

Aln the great African soul s, communi t
collective belonging is a powerful force, which feeds the

imagination and motivates a profound communal
responsiveness. 0

The communal quality, the collectivism and solidarity has and will always be a strong
force that defines the African culture. The unifying worldview of Ubuntu is expressed
in the Shona language "munhu munhu nekuda kwevanhu." ("a person is a person
through other persons”) (Shutte, 1993). The African culture offers networks of
reconstruction through its communal relationships and this regulates the acceptable
behaviour for the clan. A person who does not conform to certain standards would
be seen as a rebel, (Mthembu: 1996).

46.1 Self and Other

Understanding the meaning of culture within the context of an individual, the
organisation and the broader picture of the society helps us to move from individual
approach to a collectively oriented foundation for integration and sustainability.
Based on the above- mentioned definitions, the working approach to culture lies in
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its intrinsic values, systems, traditions, knowledge developments and other systems
which are practically accepted as good within a society. In my own case, as
mentioned in Chapter 2 on the subjective calling, the values of my rural background
have been fused with the western education | received at school. So even in my
own life, I have witnessed the great imbalance between Western and African cultural
values. These imbalances are created by the over emphasis of western and northern
systems from school through colleges up to the workplaces. The cultural and
Africanism has been eroded resulting in what | call saturation syndrome (this state
where one cannot deal with the challenges any more). If you suffer from the
saturation syndrome the following happens: Ask for help: How good is it for us? It
could be contaminated. From whom do you ask for help? Who does that for you? (If
you ask from a witch you will be bewitched). Abandon the project Are you not the
problem? No guarantee that where you are going is better.

I.  Some run away
ii.  Culture of blame develops
iii.  Some resign to fate
iv.  Some face the problem head on. (unknown source)

During my youth, | | went through the social apprenticeship which was characterised
by communal shared responsibilities which Mthembu (1996) coined context for
continuous learning. He confirms the process by narrating how from early stages as
a child, one would chase the huku (chicken), mbudzi (goats) and hwayi (sheep), until
begin to herd the cattle (kufudza mombe), through experiential learning you connect
with the cattle get to know how to trace their whereabouts through their hoof prints
and bells hung around the most influential cattle. You would then get to know how
to assemble oxen for ploughing (kusunga mombe for Kurima) and lockout the cows
and milk (Kukama).

As a form of reviewing and parent al gui dan

grandmother (mbuya), grandfather/uncles (sekuru), and aunties (tete). The
vazukuru (grandchildren) had rights to ask and joke with this group of people on
behalf of the clan to bring fun to the clan. Christie and Mhlophe (1996) sums it by
saying that traditionally in African culture, storytelling was something that appened
at the end of the day. People would come home when they had done their chores
and children would wait for the sun to go down (Christie and Mhlophe 1996). Then,
at that special time when everything is beautiful, during the twilight as the first star
appears in the northern sky, the children would look at their grandmothers
expectantly for a story (Christie and Mhlophe 1996).

This was the best African management style that would motivate me to aim for
greatness and complex matters. The stories would give a glimpse of the four worlds,
the beauty of the seas, the deserts, and the wilderness to name a few. At Zimplats,
the need to fuse the African Ubuntu philosophy to uncover and address the
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imbalances was imperative and has been important as an explicit commitment | have
taken since the commencement of the integral journey.

4.6.2 Workplace and Community

Zimplats employs a variety people from different backgrounds and holding different
perspectives of life, within and outside the Mhondoro community. A graduate in
Engineering with technical education on technology, lacking that social approach or
Asoci al i isrotabldto dgadwitlt seaal issues of an employee, who comes
from the community and lacks the technical education required by the company.
From this point of view, the graduate has embraced a Western type of education
and has often become alienated from local cultural and traditional values. There was
then need for managers and leaders to fuse the two to compensate for the
imbalances.

US$300 Us$700 000

Figure 4.1 Local social apprenticeship (Picture by Chigwada)

Figure 4.1 demonstrates how the Mhondoro community has their traditional social
apprenticeship and these are the sources of human capital for Zimplats who in turn
expected them to efficiently operate machines which have more power and high
capital costs as shown in figure 4.1. At engagement point, there is already an
imbalance. Without understanding in-depth the social apprenticeship from the
community you could easily disqualify candidates on the basis of western based
interviews. However, the social apprenticeship inculcates the treasuring of the
community assets which are in the form of cattle, wheel barrows and scotch carts to
give a few examples. These assets mean a great deal to the community and whether
one is the boy who herds the cattle or the Chief, all the people value these assets.
ltdés not the monetary value that npaovideer s bu
for the family and clan. The management approach engraved has got to do more
with good communication, good listening skills, and valuing views of others
(accommodative). Interdependence is the hallmark of the Ubuntu culture which
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resides with the Mhondoro community. Nussbaum (2003:3) summarises the hall
mark of Ubuntu in reference to general principles of leadership;

I.  The hallmark of Ubuntu is about listening to and affirming others with the help
of processes that create trust, fairness, shared understanding and dignity and
harmony in relationships.

ii.  Ubuntu consciousness is about the desire to build a caring, sustainable and
just response to the community T whether that be company, village, city,
nation or our global family.

lii.  Because of its emphasis on our common humanity and the ethical call to
embody our communal responsiveness in the world, Ubuntu offers an
alternative way to re-create a world that works for all. Simply put, people,
businesses and countries would re-learn how to live together with respect,
compassion and dignity and justice and to re-organize resources accordingly.

iv.  Ubuntu, applied to business and corporate responsibility, would be ultimately
about sharing wealth and making (at the very least) basic services, such as
food, housing and access to health and education accessible and visible to
all members of our global family.

4.6.3 Economy and Society

The Zimbabwe economy is grappling to keep afloat due to the myriad challenges
facing the country ranging from high unemployment levels, closures of companies,
sanctions to maladministration of the little remaining resources. The rural
communities are marginalised and have been displaced from their original villages
to make way for multi-national companies who wish to carryout out mining in this
southern nation, richly resourced in natural minerals. The communities in search of
survival have resorted to uncontrolled small scale mining and subsistence farming
which only see them through to the next day. However, the coming of multi-national
companies has provided employment for some, while others become poorer. The
need for empowerment programs cannot be overemphasized and hence the
Government of Zimbabwe (GoZ) has come up with an indigenisation policy which
seeks to address the imbalances created by the previous era. In response Zimplats
and the mining industry has moved on to establish community share ownership
schemes (ESOT) for the community around their zone of influence. This facilitates
the embracing of the strong philosophical base of Ubuntu which brings together the
elements of supportiveness, cooperation, solidarity, mentorship and empowerment,
and make them more accessible in the workplace.

Samkange (1980) acknowledges the requirement of Ubuntu to traditional African
jurisprudence and governance. Under Ubuntu, collective responsibility to a crime
committed by one individual against another extends far beyond the two individuals
and has far-reaching implications for the people from among whom the perpetrator
of the crime comes. Ubuntu jurisprudence supports remedies and punishments that
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tend to bring people together. A crime of murder might be remedied by creating a
bond of marriage between the families of the victim and the accused, in addition to
punishing the perpetrator both inside and outside his social circles. The family and
the society from which the <criminal
perpetrator, 06 and are punished with
absolved by many years of demonstrating Ubuntu. A leader who has Ubuntu is
selfless, consults widely and listens to his subjects. He or she does not adopt a
lifestyle that is different from his subjects, but lives among them and shares what he
owns. A leader who has Ubuntu does not lead but allows the people to lead
themselves. Forcefully imposing his or her will on his people is incompatible
with Ubuntu.

4.7 UNCOVERING TRANSFORMATIONAL IMBALANCES: EXPLORING
MISSING DEPTHS

Transformational topography or the missing depths is a transformational process
which invites in continual transformational processes, and yet not opposing the
natural forces of nature but rather flowing with them (Lessem and Schieffer, 2009).
Zimplats had to become a learning organisation. It needed to embrace the possibility
of becoming a knowledge creating organisation and in this sense, it could become
the foundation for all learning that takes place in that organisation and in the society.
It was therefore essential to establish and acknowledge the different learning styles
of different individuals of the organisation as these are the foundation from which
transformation could easily flow. Figure 4.2 below illustrates the transformational
topography and its importance in exploring the missing depths of transcultural,
transpersonal and trans-disciplinary.

95

a

came
fi

n



Developing the safety GENE

Q.

L
Topsoil ‘ﬁ\)
DO Transpersonal %\ EFFECTING
Deploy Best ~ @,

@ Technology 2

%

Subsoil £
Trans-disciplina .\ NAVIGATING
African Knowledge Building <
Concepts. (Sahwiras and
Sekurus)

Bedrock
Trans-organisational -
Philosophy/Ubuntu, Kurima Model,
Well Blended SWDT.

Core
Transcultural
Informed Planning —~AKBC Usaputsa Chirongo Model

Figure 4.2  Transformational Topography/Profile (Source: adapted from Lessem
and Schieffer, 2009: 179).

As the transformational topography upholds the transcultural, transpersonal and
trans-disciplinary approaches, it contextually blends well with the Deming cycle as
presented by Tague (2004), which talks about the plani doi checki act cycle which
is a four-step model for carrying out transformation. In the PDCA cycle the planning
stage is informed by the vision, mission statement and values of the organisation.
The planning allows for strategies aligned to the business to be acted upon or done
depending on the level of the strategy. If it is new it requires actions to be generated
in order to be tested and effected. Whereas a carry-over strategy will require
effecting. Just as a circle has no end, the PDCA cycle should be repeated again and
again for continuous improvement. In discussion with the Sahwira Research Council
the research advance an argument that while the PDCA elements are applicable to
the transformation journey it is the sequencing that should be reviewed to talk to an
imbalanced world when dealing with unproven knowledge. Hence figure 4.2
demonstrates the alignment to the GENE as PACD. Implying that you Ground by
Planning, Emerge by Acting, Navigate by Checking against proven systems and
theories and you Effect by Doing proven and tested initiatives.
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Check — Performance evaluation

0 Monitoring, measurement, analysis and ‘parties
evaluation 9.1 5

0 Evaluation of compliance 9.1.2

0 Internal audit 9.2

0 Management review 9.3

Do - Support & operation
O Resources7.1

Act - Improvement

O Nonconformity and corrective action 10.2
O Continual improvement 10.3

E

O Competence7.2
O Awareness 7.3 E
0 Communication 7.4

Leadership

O Operational planning and contral 8.1
O Emergency preparedness & response 8.2

Plan - Planning
2 Actions to address risks & opportunities 6.1
2 Compliance obligations 6.13
2 Objectives and plans 6.2

G

Figure 4.3 Relationship between PDCA and GENE (Source: Adapted from
International Organisation for Standardisation [ISO] ISO 14001:2015: vii)

The Sahwira Research Council agreed to test the PACD cycle within the Zimplats
mining community. In a later chapter this was pursued further. We now considered
the safety maturity models which were also an indicator on management of human
error.

An example of a safety maturity model is given by Fleming and Lardner (1999) who
show a three- stage model developed by an offshore operating company. The three
stages of safety culture in this model are (i) dependent, (ii) independent and (iii)

interdependent. I n a Adependent cultureo t

supervisory control, with a heavy focus on written rules and procedures. The study
by Fleming and Lardner (1999) states that if an organisation with such a culture

wants to Iimprove its maturity it needs

focus is on a personal commitment to and responsibility for safety. Whilst there will
still be rules and standards, employees look after their own safety. The final stage
i's Ainterdependento where there is a
having a sense of responsibility for safety beyond their own work and by caring for
the safety of others. In this model, the drivers of the safety culture improvement
process are teamwork, trust and the ownership of safety by the workforce.

97

I..

to d

t eam



The same stages and drivers are kostdranded by

Hoult argue that Safety Maturity models allow for self-assessment and like a journey
there is strong focus on the continual improvement and effectiveness of the
standards. Fleming argues that management commitment and visibility,
communications, production versus safety, learning organisations, safety resources,
participation, shaded perceptions about safety, trust and individual relations and job
satisfaction are the major tenets of the evolution of safety culture. Hudson supports
this assertion noting that in the evolution of safety culture there is the pathological
stage (with fino cared and safety is a
(safety only after incidents), the calculative stage (safety driven primarily by
management and imposed rather than looked for by the workforce), the proactive
stage (workforce involvement starts to move to more initiative from a purely top-
down approach) and lastly the generative stage (there is active participation at all
levels).

Safety Maturity Models informed Zimplats approach and in the figure 4.4 the Bradley
curve illustrates the point the Zimplats team assessed itself to be in 2014. The
Bradley curve which was formulated by Du Pont was on the same basis as the
discussed Safety Maturity Models; however, it has four distinct stages namely the
reactive, dependent, independent and interdependent which correspond to Hudson
model.

We are here Barriers to success
o Falls of Ground (FOG)
o Man/equipment/machinery

interface

--‘fb

Injury Rates

Management Personal Help others
instinct commitment knowledge, conform
Complianceis the Condition of commitment & Others keeper
goal employment standards Networking
Delegated to safety Fear / Discipline Internalisation contributor
manager Roles/procedures Personal value Care for others
Lack of Supervisor contror Care for self Organisational
management emphasis & goals Practice, habits pride
involvement Value all people Individual

Training recognition

Safety by ntural

Figure 4.4 The Bradley curve and Zimplats position in 2014

The safety Maturity models acknowledge that the safety culture has a role in
reducing human error hence there is a steady decrease of accidents that
corresponds with the maturity of the safety culture. The Bradley Curve makes it
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simple for everyone to understand the shifts in mind-set and actions that need to
occur over time to develop a mature safety culture.

i. Reactive Stage
People do not take responsibility. They believe that safety is more a matter
of luck than management, and that
they do.

. Dependent Stage
People see safety as a matter of following rules that someone else makes.
Accident rates decrease and management believes that safety could be
managed Aif only peop|Bamecalure ekists. ol |

iii. Independent Stage
Individuals take responsibility for themselves. People believe that safety is
personal, and that they can make a difference with their own actions. This
reduces accidents further. This represents the western individualism which
views issues from an individual point.

V. Interdependent Stage
Teams of employees feel ownership for safety, and take responsibility for
themselves and others. People do not accept low standards and risk-
taking. They actively converse with others to understand their point of
view. They believe true improvement can only be achieved as a group, and
that zero injuries is an attainable goal. This defines the attributes of Ubuntu
and justifies the notion by the Self and SRC to embed our operational risk
management on Ubuntu philosophy.

The Bradley curve provided a good platform for an organisation to calibrate its safety
culture. However, it fell short on assisting evolving organisations where there is a
growth phase and new employees are being recruited. The new employees do come
in with different cultures which require that all incoming cultures be fused with the
main strong culture of Ubuntu. The models do not say how this can be achieved. It
assumes steady maturity in terms of safety. Hence does not take care of
imbalances. It lacks the grounding in traditional social settings in influencing the
safety culture.

4.7.1 Self and Others (Core to Bed rock)

My transformational journey was in the Southern Relational path where the source
of my being was the natural environment, organisational and the community
relations. Lessem and Schieffer (2009) suggest that at the core or root basis of any

individualisone6s origins and i mages of 1ife,

storytelling/ folktales, language, music, dance, industrial theatre, crafts and many
other social activities activated within us according to the history of our environment,
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culture, community and life experiences. My natural environment and the
relationships between the company and the community are organic and complex,
as | live in a whole system which demands both flexibility and the oscillation of ideas
and participation from one part to the other. Western culture and its influence on me
through education and urban life did not totally erase the rural aspect of me and the
African Ubuntu philosophy so | embraced both these worlds and values

However, from time to time, this has sometimes brought about a dilemma at the
workplace in considering which values to apply to the workplace. Ultimately, |
advocated for the empowerment of the workers and for the benefit of all at the
workplace and the community, standing for humanity and how as humanity we could
live together harmoniously. The transcultural transformation in the end confirmed
with my worldview and blended with the core values of African Ubuntu to form the
core foundation which fed into the bed rock of transformational topography as
explained earlier in figure 4.2 by the transformational topography diagram. | (my
attributes) fed into the others (in other words the company or organisation which is
practically my workplace), which then fed into the community. The Christian values
encourage | ove, respect, truthful ness, sSpi
harmony, safety of others, being steward of nature and being a healer to the planet
to mention a few. These values are sync with Ubuntu and my professional of Safety,
health, environment and quality which share these values.

4.7.2 Workplace and Community (Bed rock to Subsoil)

The image that comes to mind as | reflect on the workplace is that it is just like a
beehive, is a centre of hyper-activity. In a colony of bees or a beehive, each bee is
responsible for the upkeep and development of the colony, from the drones, male

bees, wor ker s, the Queen bee to mention |
properly represent a harmonised community and working place. Turaki (1997) notes
t hat , At h edragingframeChristianity i€to live in moderation, and balance.

The world of nature, spirit and human beings are interdependent; each fulfilling its
complementary role in helpingto maintai n bal ance and the gol der
Tur aki 0 sAfricarss rcahSrm the beehive community with an all responsible

philosophy of Ubuntu.

The transcultural formation of Zimplats and its relationship to Mhondoro community
was based on the bed rock ideologies that transform to subsoil. At the bedrock of
Mhondoro community are its ideological orientations packed in its philosophies and
policies embedded in nature, culture and religion, life values and principles. These
are all rich in imagery; stimulate insights, creativity and innovation necessary for
transformation from monoculture to Transcultural.

Zimplats as it was, had a Western type of management structure and culture. As the
Group Safety Manager, | attempted to strike a balance between Western Safety
practices and the African Ubuntu attributes | had with the humanism of the
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community. The transformation from an individualist approach of my relationship to
the workplace and community invoked the transpersonal approach which was
necessary to achieve intended and best results. A narrow focus on individual
development as a leader or manager with no social approach inhibited community
development and this created an imbalance of individuals who could not transact
within a team and who tended to be driven by ego. According to Broodryk (2002),

the core defining values of Ubuntu (a harmonised society)ar e; fAcaring, com
unity, tolerance, respect, closeness, generosity, genuineness, empathy, hospitality,
conscience, conf or mit ythesewvaduessatthe warkplacél.andE mbr a c

the Sahwira Research Council as leaders together with employees were
transformed into a vibrant living ecosystem like the beehive, caring for each other
displaying the Ubuntu interdependence.

4.7.3 The Economy and Society (Subsoil to Topsoil)

Western oriented companies exist to maximise profits and as a result they
endeavour to prioritise cost reduction measures at the expense of the safety of the
workforce. However, the little savings for not embracing operational risk
management systems have been outweighed by the costs related to injuries and
incidents which impact negatively on production. These companies currently rely on
the exploitative relationship between the economy, the company and the society.
Rinaldo Brutoco, founder and president of the World Business Academy, in an
interview with Nussbaum (2003:6) had this to say:

AVhile nations may not be ready to turn swords into
ploughshares or to redesign the world economic order, the only
way to ensure long-term sustainability and global security is to
inspire investment in a world where the vision of peace, mutual
benefit, and rising economic wealth for all, supersedes the
reality of a world crippled by fear, runaway military budgets,
starvation, and sabre-rattlingo (Brutoco, personal interview,
October 19, 2002).

These relationships in the mining industry, must not be viewed through the lenses

of production and profit maximisation only but through a transdisciplinary approach.

Due to disciplinary imbalances where management focus was on the bottom line

(finance and profit) without looking at socio economic issues of employees, in
Zimbabwe firms were losing millions of dollars due to the stress related ailments of

workers. According to the Newsday Business report (14 Dece mb e r 2016) , i
firms could be losing nearly $30 million annually in wages and productivity through

mental healthorstress-r el at ed absence from worko. The
the Industrial Psychology Consultants (IPC) gave the reasons that blamed the
deteriorating economic environment for fuelling such ailments, with the Zimbabwean
workforce distressed (72.3% strongly elevated and 27.7% moderately elevated).

Given this analysis, safety management through promotion of safety culture at the
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workplace overlooks other disciplines in which workers are vulnerable to injuries,
particularly psychological problems. Therefore, a trans disciplinary approach was
essential to provide a panacea to the problems of Zimbabwe companies, particularly
the case study, Zimplats. However, to achieve this there was need for disciplinary
balances.by looking at socio economic, and spiritual issues and considering as part
of the business strategy.

Disciplinary imbalances entail that companies only focus on the site production and
site life of workers but never bother themselves to go beyond off the workplace life
of workers. Built on the foundations of culture, nature and the bedrock of ideologies
and philosophies of institutions and disciplines, the topsoil occupies the highest level
of the society with its personal inclinations and worldviews. This is a stage where
behavioural dimensions of self, Zimplats and the mining community at large oscillate
and influence one another negatively, or conversely meet harmoniously. The
evolution of the researcher and Sahwira Research Council as Africans, reclaiming
our culture, has helped us all to become a transdisciplinary, transpersonal,
transcultural and transformational entity and served to elevate Zimplats into a vibrant
company in how we manage operational risks. It is anticipated that the
transformational flow of an individual, organisation, community and society has the
potential bring about a change from a simple focus on competitive strategy to a more
holistic strategic renewal.

4.8 UNCOVERING TRANSDISCIPLINARY

The trans-disciplinary dimension cuts across all the disciplines and in the case of
operational risk mono disciplinary approaches have failed. This section highlights
knowledge disciplines that are critical in mining. For example, geology helps to
determine the chemistry of the rock and how to avoid falls of ground (FOG), the
mining engineer designs the safest mining method, the human resources discipline
provides correct human capital, the finance discipline ensures correct resource
allocation. There are even more disciplines at play: the mechanical engineer
maintains the equipment in good state; the risk practitioner provides the assistance
with a risk based systems approach. All these disciplines are necessary to ensure
that human error is curbed in the workplace.

The thrust of this research was to empower operational policies and practices to
be integrated with and informed by African philosophies mainly Ubuntu to
address human errors more comprehensively. Moreover, management needs to
apply the humanity embedded in knowledge of the Ubuntu philosophy. The
additional disciplines that required integration at a philosophical level required a
synthesis of ecology, anthropology, social psychology and indigenous
knowledge. The complex nature of human errors requires inter disciplinary
approach to predict, monitor and influence behaviours which mainly contributed
to human errors.
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The southern relational path focuses mainly on nature and community and this
will provide the grounding for the research which will also tap into the other three
worlds. The discussion now moves to a personal journey regarding self and other
and the disciplinary lenses that are relevant.

48.1 Self and Other

| have appreciated the value associated with a transdisciplinary lens throughout my
career path where | began in the accounting field, then mining engineering, to
operational risk management, and bracing it with strategic management. This
integrated development has changed my worldview and my rural background
sharpened my grassroots people skills. | relate and identify with operatives very well
and need to work on connecting with my corporate leaders as | am always viewed
as strongly biased towards the welfare of operatives. Working as a lecturer after
acquiring a psychology certificate in Further Education Training Certificate (FETC)
from the Chinhoyi University of technology, enhanced my understanding of the
discipline of psychology. And then the pastoral experience developed at an early
age has given an insight in the understanding of the spirit world. | however, needed
to balance all of these disciplines with the corporate requirements of my current
position from a business approach.

The burning issue at Zimplats is related to management of people, mainly the
operational risk culture and how such a culture can more effectively address human
error. The Southern path of research was appropriate for a research to innovation
journey. In addressing operational risk, contemporary disciplines that affirm the
integral worlds approach are: management of people; managing systems way;
management of technology and management of innovation (social and
technological). My upbringing grounds me in nature and community and hence the
African Ubuntu philosophy resonates well with and informs my approach to
operational risk management. My assumption was that human behaviours relating
to error presented the greatest challenge to this issue in the mining industry, hence
any approach needed to be both psychologically based and culturally relevant.
Attention needed to be given both to psychology and culture to understand the
complex matters relating to human behaviour. Anthropology as a discipline that is
grounded in the south as it studies human beings past and present. Ant hr op
central concern is the application of knowledge to the understanding and solution of
human social patterns and practices across cultures and offers a special interest in
how people live in a particular place or how they govern or create meaning. The
nature of operational risk management requires collective mechanisms and action
in ascertaining a shared understanding of the risks and shared evaluation of existing
controls. It was prudent to include different disciplines across the operation for
meaningful identification and assessment of risks. The next section looks at the
workplace at Zimplats and its relationship to the community.
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Al feel the ot her, I d a (Senghot, 19%6) ot her , t
fl am not an African if | do not danceo(Nussbaum and Impey, 1996)

These quotes are symbols that reside in the core of the transformational topography
and relate to true Africanism. As part of the apprenticeship music was another
important discipline. For example, Bira music is part of the Shona rituals used to
provide concrete solutions to problems to restore effective functioning in
communities; whether or not these dances are remedial or rehabilitative depended
on the extent or seriousness of the problem addressed being addressed.

As a young person, you were taught drum beating, and how to play the mbira as
part of musical discipline. These were complimented by hunting, cattle herding and
land preparation skills. The interconnectedness was experienced through for
example successful tracking lost cattle through familiarisation with their hoof prints.
This level of connection is motivational in a workplace situation if it is embedded in
the management styles. The next sections link this indigenous context, with the work
environment.

4.8.2 Workplace and Community

Ideally, to understand its external context, Zimplats considered issues arising from
legal, technological, competitive, market, cultural, social and economic
environments, whether international, national, regional or local. Understanding the
internal context involves a consideration of issues related to values, culture,
knowledge and performance of the organisation [International Standard
Organisation (ISO) 9001:2015, Clause 4.1]. The new requirements of the ISO
standards 9001 and 14001:2015 version requires the scanning of the environment.
This promotes the stakeholder analysis approach and encourages the implementers
to consider the background cultures. 1ISO 26000:2010 gives guidance on social
responsibility. Business and organizations do not operate in a vacuum. Zi mp |l at s o
relationship with the society and environment in which it operates was a critical factor
in their ability to continue to operate effectively. It is also increasingly being used as
a measure of its overall performance.

ISO 26000 provides guidance on how businesses and organisations can operate in
a socially responsible way. This means acting in an ethically and transparently in a
way that contributes to the health and welfare of society. These are voluntary
standards and are not specific in matters of traditional cultures but try to guide users
to consider social and environmental responsibility matters. The workplace has an
impact to the community and hence governments across the globe have regulated
that every project proponent should carry out an Environmental and Social Impact
Assessment (ESIA) before the commencement of the project. The GoZ in 2002
promulgated the Environmental Management Act chapter 20:27 and supporting
regulations which govern the need to carry out Environmental Impact Assessment
(EIA). The act defines an EIA as a planning tool used to identify, predict, and assess
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potential impacts (either negative or positive) that may arise from planned projects,
and come up with ways with which to minimise negative impacts and enhance
positive impacts. The law requires an inter disciplinary team consisting a minimum
of a technical expert in the type of project, a social scientist, environmentalist,
geologist or mining engineer if it is @ mining project to carry out an EIA. This trans
disciplinary approach is an attempt to create an integral approach but it falls short in
looking comprehensively on the four worlds. The community many at times remain
marginalised as the perceived economic benefits outweigh the traditional cultural
issues. Once again, the notion that mining creates an imbalance in the affected
communities stands. The need to complement with culture and spirituality (Eastern)
and nature and community (Southern) to ensure we attain harmony cannot be
overemphasised. Discussion now moved to the broader context of economy and
society.

4.8.3 Economy and Society

Zimbabwe is engulfed with a plethora of economic challenges that go beyond the
discipline of economics. Marked by a rise in corruption and unclear economic
policies it has become difficult to apply traditional economic theories from the West
to Zimbabwe. In attempt to re-address these challenges the GoZ crafted and
adopted the current Zimbabwe Agenda for Sustainable Socio-Economic
Transformation (ZimAsset) in 2013 which is an economic blueprint for its
developmental and transformational initiative. This result based agenda was built
around four strategic clusters that was anticipated to enable Zimbabwe to achieve
economic growth and reposition the country as one of the strongest economies in
the region and Africa. Unfortunately, this has largely not met the expected results
due to unclear economic policies.

The four strategic clusters identified are: Food security and nutrition, social services
and poverty eradication, infrastructure and utilities and value addition and
beneficiation. These clusters identif
classified as socially oriented. However, the strategy did not fully address the
integral worlds approach and hence key aspects of imbalances were not addressed
by the strategy. Of note is lack of incorporation of traditional philosophy and the
prevailing culture of corruption and human factor decay. From a mining industry
point the declining metal prices have aggravated the economic imbalances together
with the political, economic, social, technological, environmental and legal
(PESTEL) challenges outlined in table 4.1.
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Political

Paolitical stability: No inter-
party conflicts

Succession politics in ruling
party and continued internal
strife in opposition political
parties

Drifting towards 2018
election mode

Frost West - Zimbabwe
relations

Challenging political
environment for business

Economic

Declining metal prices

Acute power shortages
Increased taxation demands
Entrenched multi-currency
regime

Liquidity crunch

Deflationary pressure

High unemployment: Company
closures

Low FDI due to perceived high
country risk

Challenges with ZimAsset
implementation (lack of funding)

Social

Unemployment

Poverty

Increased community
demands

Imminent food shortages
(drought)

Deteriorating health, welfare
& living conditions

Technological

Mining safety technology
Information security risks
Fuel cells

Hybrid / Electric Cars

Environmental

Increased pressure for
sustainable mining

Tighter emissions regulations
Resource conservation: water,
energy, fuel

Stricter environmental
regulations

Pressure for environmental
rehabilitation

Legal

Government policy
inconsistencies

Weak legal system

New Labour Ac
notice amendments under
contestation

Cases taking long to be
decided by the Courts
Alignment of laws to New
Constitution still outstanding
Taxation Laws

New Mines and Minerals
Act

Table 4.1 PESTEL Analysis adapted from Zimplats strategy 2016

There was deepening poverty and marked company closures which exacerbate the
poverty levels and also promote high levels of corruption. The imbalances were so
complex and required a trans disciplinary approach. The ZimAsset attempts to
address the four integral worlds through these four clusters;

1 Food security and nutrition(Southern)

1 Social services and poverty eradication (Eastern)
1 Infrastructure and utilities and (Northern world)

1 Value addition and beneficiation (Western world).

The challenge seemed to emanate from lack of wide consultation with other
disciplines that deal with anthropology, ecology, psychology, religion and culture. So
consequently, the grounding is not anchored on culture and collectivism. The new
challenges relate to psycho- social mental health which introduced human errors in
the society and these issues are part of the missing depths completely ignored by
traditional economics. The next section looks at transpersonal imbalances.
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4.9 UNCOVERING TRANSPERSONAL IMBALANCES

Traditional knowledge has largely been based on tacit knowledge and skills which
is passed down from generation to generation. Growing up in the African culture, |
was exposed to the grandparents who would sit their grandchildren around the fire
before going to bed and educate us through proverbs, fairy tales and fables. Through
social apprenticeship the boys will be taught how to till the land, hunting and wood
fetching while girls would be taught to fetch water from the river using calabashes
and expected to prepare for the extended family. Knowledge, in the traditional
context, was explicit. There were skills that were expected of people, and society
was designed in a way that facilitates the passing down of specific skills from
generation to generation. The boys were taught to maintain all the farming
implements and personalise cattle herding. They would develop skills of tracking
their herd by discerning their hoof prints or by listening and identifying the sound of
special bells tied on the necks of the most influential members of the herd. The
apprenticeship would also include jungle risk management. This included skills such
as hunting. This resulted in smooth continuation of leadership as well as other
operational functions when an individual moved away from the community for any
reason. This was inculcated in the genes via oral transmission and no written
literature was available.

It is therefore expected that companies will be receptive to this research.

It is helpful to deepen this analysis to explore the different kinds of knowledge.
Haverkort et al. (1999) contend that the actual knowledge of people is three-fold:

i.  classical knowledge (derived of the great cultural expressions: Aristotle, Incas,
Chinese) traditional knowledge transmitted orally from generation to
generation and indigenous knowledge

ii. related to a specific environment

iii.  external knowledge brought by education, mass-media, churches.

The modern world tends to focus on explicit knowledge and undervalue tacit
knowledge. To heal this imbalance and this research intends to explore opportunities
to fuse these knowledge fields. Lessem and Schieffer (2010) contend that integral
research and innovation is a key tool in reconnecting social sciences and humanities
across many other disciplines. This concurs with modern thrust in risk assessment
which subscribes to the idea that a team should consist of inter-disciplinary players
who do a risk assessment. We now consider ways | could uncover disciplinary
imbalances both within me and my workplace.

49.1 Self and Other

Chapter 2 on my subjective calling revealed my own knowledge acquisition process,
through formal education at school, and my traditional knowledge acquired through
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social apprenticeship. | must hasten to say my preferred discipline of operational risk
management was largely influenced by my African background. The Da Vinci
module TIPS was an eye opener and in my day to day work and engagement with
operations | noted that the pillars of operational risk management were about
managing the systems way: managing people; managing technology and managing
innovation of which constitute the strategic management imperatives in dealing with
human error. The conventional approach to risk assessment was a purview of the
few, it was mono disciplinary for the risk management practitioner but this imbalance
is being overcome by integral trans-disciplinary, which requires a team of different
disciplines. As indicated earlier the ESIA for example demands that social sciences
like philosophy and ecology be represented in the team. This enables philosophies
like the African Ubuntu to be closely given attention. The philosophical
understanding then implies the need for traditional knowledge and values. When |
was growing conformity to Ubuntu values signified my belonging to the clan.
Mthembu, (1996) alludes that by saying:

firhe roots of conformity are a conviction that an individual is part of a
whole and thus has to be in harmony with the community-accepted
values and principles. This played a great role in issues of government,
management and leadership, when discipline and corrective action
were required. Respect for cultural norms is enforced through
conformity. The educational systems of African society ensure that an
individual grows up understanding and accepting these rules without
guestion. The African approach to attune to fellow members, combine
with the need for harmony, leads to long discussions where
progressive consensus-seeking is the preferred method of decision-
making. Proverbs are important in inducing conformity and corrective
actiona

While the issues of competitiveness and profits are the main focal point of every
company a more transformative notion of business required one to think about how
to evolve businesses by integrating the issues of sustainable development,
that are rooted in nature and community. A philosophical approach to operational
risk management will shape the southern grounding mode. The Sahwira Research
Council (SRC) needed to become part of the ecological system to enable
relationship between humans and nature to blossom. The work environment and off
work environment impact on the culture.

The SRC would engage in radical inquiry across various levels and teams to capture
emergent patterns that are rooted in nature and community. This facilitated the
grounding in the south where human values and societies value differences drive
the ecosystem for self-balancing.
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4.9.2 Workplace and Community

For Drucker (2004) , Al nnovative kceompetlitoeed ge 1 ¢
advantage of the future driven by the creative knowledge worker and the community
of practice. o0 In this essence, the knowl ed:

to learn on new techniques and technology to promote, enhance and uphold
operational risk management principles. The thrust is migrating form mono personal
to transpersonal on the Bradley curve of the safety maturity culture as depicted in
figure 4.5. The stakeholder involved must adopt and develop a learning culture,
whereby people involved must learn more on how to promote human performance
and avoid human error.

The Zimplats Mhondoro Ngezi community has the mandate to lead in the knowledge
development of people (reciprocal development of people who are all inclusive to
other inhabitants and workers). In addition, it had to develop its own thought leaders
in large numbers who would embrace foreign good values and technology and blend
them with African values of Ubuntu so that the process of innovation is part of life
for every member/worker of the community.

On the other hand, technology also plays a pivotal role in organisation performance

and community development, all controlled by humans. Our starting point was to

define management of technology so that we remain focused in our discussions

which follow. Bright (1969) is of the view
chronological process involving science, technology, economics, entrepreneurship,

and management is the medium that translates scientific knowledge into the physical
realities that are changi ng essentialdopgedent Man a
human errors. Bright (1969) went on to say
is the heart of the basic understanding which the competent manager, the effective
technologist, the sound government official, and the educated member/worker of
society should have in the world of tomorrc

The above definition captures a lot. However, the million-dollar question is; do the
Zimplats people see it in the same way? They may see it in the same way but do
not have the exposure or the knowledge or they may not see it the same way but

with al/l the exposure needed. Shepherd not
not the strongest of the species that survive or the most intelligent but the most
responsive to changeo. The need to respond

mining machinesisveryi mpor tant to Zi mbabweds mining
Zimplats in particular since many of its employees are recruited from Mhondoro
Ngezi District with little knowledge on how to operate these machines. Shepherd
goes on to say t hat-tedn@hisnransldties intovtechroldgy thet hi g h
adapts to the customer rather than technology to which the customer must adapt
their | ifestyleo. Responsiveness to change,
of life for Zimplats workers and the majority of Mhondoro Ngezi District to avoid tragic
errors.
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4.9.3 Economy and Society

The Southern Africa nation of Zimbabwe has been devastated by the economic
meltdown which was marked by a brain drain of skills base and the impact was huge
in both the industry and our tertiary institutes. This has drastically changed the
landscape from an experience and knowledge point of view as engineers, health
practitioners and technologists to mention but a few left the country for greener
pastures in the North and West of the globe. Trans-disciplinary approaches require
all disciplines across the sectors to be in place to deal with complex matters that are
a product of imbalances. From the design stage to the disposal of used up waste,
key disciplines are involved to provide the requisite knowledge to confront the
imbalances.

Zimbabwe must evolve economically, -culturally, politically and spiritually
simultaneously and altogether. The ZimAsset agenda can only succeed if there are
competent and patriotic knowledgeable people from across all disciplines. The
mining industry like another industry has not been spared, as the legal framework is
now outdated due to lack of expertise in mining law. New technology has not seen
an equal match, either from tertiary knowledge or from a regulatory perspective.
Thus, in the case of operatives at Zimplats most of the learning was on the job. The
technology base from the North has moved so fast beyond institutional
arrangements and learning styles have evolved rapidly to match technological
innovations. Zimplats has introduced simulation training which is more practical and
this seems to be a new discipline for developing packages of learning based on the
preferred learning styles.

Kolb (1984) is of the view that in | earnin

the development of lecturers as professionals as it enables us to learn from our
experiences of teaching and facilitating student learning. Developing reflective
practice means developing ways of reviewing our own teaching so that it becomes

a routine and a process by which wasami ght

institution needs to practice the values of Ubuntu and to blend African learning styles
like industrial theatre wi t h Western practices and
developed from experiential learning; a learning process that can give us a useful
model through which to develop our operational risk practices at the mining
institutions.

A central concern of anthropologists is the application of knowledge to the solution
of human errors. We can all learn from each other and hence trans-disciplinary
approaches facilitate such learning from the integral world. According to Torkar and
McGregor (2010) in the trans-disciplinary stance, the framework of knowledge and
assumptions brought in by individuals and their social, political, economic and
occupational settings is the determinant of what is taken to be true. The next section
deals the transpersonal aspects of the research and the need to counterbalance the
focus on the individual.
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4.10 UNCOVERING TRANSPERSONAL IMBALANCES: REVEALING
INDIVIDUAL OVEREMPHASIS

Lessem and Schieffer (2010) emphasise the importance of drawing from
ecosystems in integral research which allow for mutual benefit or knowledge sharing
among all players in the systems. The concept is to move from individual research
to collective research within a chosen ecosystem. In this way, a community of co-
creators must be assembled to give impetus to the integral research process on the
objective challenge of human error. | have enrolled co-creators in the form of the
SRC, who share the same burning issue but have different worldviews largely
influenced by the education system. The philosophy that best suits the grounding of
the operatives of Zimplats- Mhondoro is the African Ubuntu. This philosophy
supported by the necessary pillars from the other corners of the globe namely
emerging, navigation and effecting, would result in social innovation. The
transformative aspect of the ecosystem was grounded with the steward the Chief
Executive Officer of Zimplats, and then emerges to catalyst (J.P Muchineripiand T.S
Rushesha- supervisors assisted by my co- researchers SRC) and the knowledge
generated at this stage is navigated through educators and researchers (Da Vinci
and TRANS4M). The facilitator (BTD supervisors) would moderate the transition
process while Zimplats would then effect the transformation.

Desmond (1999) explained the ecosystem from a humane point by emphasising that
Ubuntu speaks patrticularly about the fact that you can't exist as a human being in
isolation. It speaks about our interconnectedness. You can't be human all by
yourself, and when you have this quality i Ubuntu i you are known for your
generosity. We think of ourselves far too frequently as just individuals, separated
from one another, whereas you are connected and what you do affects the whole
World. When you do well, it spreads out; it is for the whole of humanity. How then,
can these insights be translated applied to transcultural learning and co-creation?
The next sessions address this final layer.

4.10.1  Transcultural Learning and Co-creation

Lessem and Schieffer (2009) integrated transcultural knowledge creation drawing
from the work of Nonaka and Takeuchi. Knowledge creation is depicted as a SECI-
spiral and includes different phases of knowledge creation: socialisation;
externalisation: combination and internalisation; with each representing a form of
knowledge in figure 4.6.
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Tacit Knowledge
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Empathizing

Creates sympathised Knowledge
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and technical Skills.
[ Language unnecessa,

Figure 4.5 SECI Spiral of Nonaka Takeuchi, with additions from Lessem &
Schieffer (2009)

IKUJIRO NONAKA

4.10.2  Socialisation (Tacit Knowledge)

The first iterative step, Socialisation represents tacit knowledge which is in sync with
local indigenous customs, traditions and language. Zimplats-Mhondoro mining

communitywas| ar gely influenced by Zi mbabweods

norms, beliefs, art, and traditions of Shona ground the Zimplats community. The
liberation experiences and sense of marginalisation has dominated this group and
the grounding was influenced by these previous experiences. The rich indigenous
knowledge was not documented and yet at the same time is highly localised. Fig 4.6
articulates attributes of tacit knowledge as creation of sympathized knowledge
through the sharing of experience, and the development of mental models and
technical skills. Written language unnecessary and this resonated well with the
social apprenticeship which sharpens communities on life skills. Lessem and
Schieffer (2009) are of the view that an educator or technology transfer agent needs
to identify with a specific community, in this case Zimplats-Mhondoro mining
community. The educator should exhibit a belonging and feeling for the targeted
community and this helps the connection in knowledge creation among the
indigenous people. The evolution of this knowledge with outsiders is the nest stage,
what Nonaka terms externalization.

4.11 THE ASOUTHERNO STEWARD

The steward role in my research was the Chief Executive officer (CEO) of Zimplats
who then was the first recipient of the outcomes of the research. The Zimplats

management embraces my research in a similar fashion engage positively in it. The
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steward ensures that the whole transformation process was grounded in nature and
community resulting in the transformation of myself, Sahwira Research Council,
Zimplats-Mhondoro mining community and the society at large. It is worth noting the
southern learning modes as envisaged by Heron and Nonaka and Takeuchi. Heron
in his learning modes and forms of consciousness refers to the experiential mode of
the south grounded in emotional confidence, fulfilment and indigenously grounded
positive arousal. Nonaka and Takeuchi contend that the Southern relational ethos
is based on tacit knowledge that is socialised in local indigenous rhythms. The CEO
of Zimplats is a son of Mhondoro and understands the socialisation processes as
well as the business thrust and vision of Zimplats. The thrust in relation to
operational risk management is to have a sustainable approach or culture that is
interdependent as expounded in the Bradley curve, which signifies the Ubuntu
attribute The emergent pattern that focuses employees and management on the
Zero harm initiative must be captured through radical inquiry and was expected to
evolve in the Eastern holism mode with the catalyst role, which | now consider.

412 EXTERNALISATION - TACIT- EXPLICIT KNOWLEDGE

The challenge was how to distil and elicit this local knowledge and externalise it so
that it can relate to the wider context. Lessem and Schieffer (2009) contend that this
a crucial point when recognition of what is indigenous and local, whether a product
or a process, an artefact or religious belief, can be connected to a wider non-local
context. The local indigenous knowledge is then shifts from tacit to tacit-explicit and
evolves into externalised forms of knowledge through songs, storytelling and
industrial theatre groups. In its peur the exogenous from, the fusion happens
intuitively. The next stage is to fuse the indigenous and the exogenous to come out
with a new concept of a local global approach. This process is best demonstrated
by the total quality concept popularly known as kaizen which emerged in Japan by
the fusion of eastern spirit and western techniques. This new form of knowledge was
then internalised where a management approach was tailored for the local people
and environments. Figure 4.6 demonstrates that Nonaka's and Takeuchi's SECI
spiral is highly resonant with the GENE cycle with the grounding of tacit knowledge
in the south, externalisation from tacit- explicit knowledge in the Eastern, fused in
the North into explicit knowledge which is global, internalised in the western as
Global- local.

Heron, (1992) explained the relationship between learning modes and forms of
consciousness in the form of a pyramid as shown in figure 4.7. This transcultural
learning, basedonHer on 6 s | e aandformsgof consaibesaess, revolves in
four levels in the form of a pyramid starting with the southern experiential then, the
eastern imaginal, followed by the northern conceptual and finally the western
practical mode. The model depicts learning as an interaction between four distinct
modes of psychological being: feeling, imaginal, thinking and practical. The pyramid
has the experiential mode at the base which articulates emotional confidence,
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fulfilment and indigenous based positive arousal. It then transcends to the Imagine
mode which imaginatively develop a variety of indigenous/exogenous perceptual
inputs. Then the next phase is the conceptual mode which discriminates and
uniquely integrates conceptual structures. The culmination of all the phases the is
the practical mode where rehearsing and practicing is effected.

Learning
Modes

Practical
Mode

Rehearsing,
Practicing

Conceptual Mode
Discriminating, and uniquely
integrated conceptual structure

Imaginal Mode
A variety of indigenous / exogenous perceptual inputs
imaginatively developed.

Experiential Mode
Emotional Confidence, Fulfillment and indigenously based positive
Arousal

Figure 4.6 Learning modes and forms of consciousness (Source:
Adapted from John Heron, 1992)

4121 The fAEast ¢ystn 0 Cat a

The eastern realm of renewall corresponds

critical in assisting individuals or groups embrace their own imaginal realm through
a strong culture, art and religion. It consists of people who are continually and
constructively looking for new opportunities. According to Lessem and Schieffer
(2009) it is in this imaginal realm where a variety of indigenous and exogenous
perceptual inputs are creatively developed. The catalysts are individuals or groups
of people who are energized to probe the subject matter and analyse emerging
patterns to offer solutions to complex challenges. The Sahwira Research Council
fuses their knowledge systems and link both indigenous and the exogenous realms
to promote social and economic transformation. The African Ubuntu philosophy
resonated well with the Zimplats-Mhondoro community and hence was a navigation
vehicle that was acceptable to all.
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The emergent patterns from the radical inquiries are calibrated with proven
knowledge by the Northern Educator or Researcher. The next section expounds
on the role educator/researcher.

4.12.2 The ANortherno Research I nstitute of

The Conceptual modes as depicted in fig 4.6 played a pivotal role in discriminating
knowledge gathered by the catalyst and uniquely integrated by the researchers and
consultants who have the knowhow to adapting theory and practice while
authenticating what they learn with the fundamentals of transformation. This stage
elevated the knowledge to global platforms. TRANS4M and Da Vinci have Trans-
disciplinary local-global groups of academics, researchers and consultants who are
knowledgeable in the form of Dr P. Muchineripi, my academic supervisor together
with my field supervisor from BTD Dr T.S.Rushesha. Their sharpened minds and
wisdom provided the cutting edge allowing knowledge concretised into theories and
models. The new form of knowledge that was generated at this level be it models or
frameworks were then released to the facilitators to move the transformation on to
the next stage: facilitation.

4.12.3 The AWesterno Facilitator

The practical mode as depicted by Heron, (1992) learning modes is the practical
mode. The rehearsing and practicing of the new knowledge or models was facilitated
by the western that are fully appraised on the challenges that are intended to be
addressed by the new knowledge. The progression of the integral enterprise was
monitored and evaluated by them. The facilitators were in constant liaison with the
researchers who effect the integral worlds approach taking cognisance of the
learning modes and forms of consciousness. This role for my research was carried
out by my field supervisors T. S Rushesha and P.Muchineripi. The facilitator
monitored and evaluated the progress of the project both individually and at group
level. It is at this stage that the research with the Zimplats Mhondoro mining
community was focused at dealing with the human error through transforming the
individual, Sahwira Research Council, Zimplats Mhondoro mining community and
society. The researcher became a global expert in mining operational risk
management.

4.12.4  Workplace and Community

Zimplats has indeed made strides in acquiring the right technology and is now
implementing world class standards. There was however a disconnect with rural
community where the mine is located, who have constantly raised concerns about
the role of human error in making Zimplats a world class mining house. Mbigi (2000)
articulated four principles in his Ubuntu model namely morality, interdependence,
the spirit of man and totality emphasizing the need for cooperation, humanness,
mutual respect, and the kaizen continual improvement. Zimplats has made strides
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by revisiting their companies to align it with community values and came out with
the following value statement; We respect, care and deliver. This aligned with values
of the African Ubuntu and connects with kaizen on deliver which speaks to continual
improvement. The Zimplats team established a Business Management Systems
(BMS) based on the Deming Cycle PDCA to connect with the global world. On the
safety culture the Bradley curve was adopted. The desired stage on the maturity
curve was interdependent and in this sense, coincides with Mbigid $2000) four
principles of Ubuntu philosophy. However, the Zimplats - Mhondoro mining
community believed there was indigenous knowledge that could be fused with the
exogenous knowledge to transform Zimplats into a zero-harm operation.

The next section summarises the chapter: Uncovering transpersonal imbalances:
revealing individual overemphasis

4.13 CONCLUSION

This chapter has demonstrated that economic, research and management models
being applied in most parts of the world today have their origins in Western Europe.
It has been argued that capitalism has been applied regardless of cultural and
economic specificities; as though the world is a homogeneous entity. While
Capitalism has ruled the roost; led to notable economic and infrastructural
development; it has also led to numerous political, environmental and communal
decay. Lessem and Schieffer (2010), argued for the need to develop new economic
and business models that are compatible with the cultural, political and religious
tenets of inhabitants of specific regions of the world. For southern Africa, African
Ubuntu has been identified as a model specific to southern Africa. In this sense,
there was need for Zimplats to incorporate this philosophy for transformation of
cultures, disciplines and individual to come up with a strong approach to
development issues. The transformational journey could extend its influence from
safety issues at the workplace to the community level and care for each other. With
regard to safety issues it has been demonstrated that challenges associated with
human error at the workplace are the leading contributors to accidents. Using local
examples and those from abroad, it has been demonstrated that human error is
prevalent in many workplaces across the business sectors. It has also shown that
while organisations often spell out their concerns in improving the safety and health
of their workers, more often than not, neither rhetoric nor policies are put into
practice, with most organisations prioritising productivity at the expense of human
safety and health. However, when disaster strikes, it leads to even more losses to
the organisation. The next chapters look at the culture transformational journey as
depicted by GENE.
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CO-CREATION: TRANSFORMING ZIMPLATS-MHONDORO COMMUNITY IN
ZIMBABWE

CHAPTER 5

ORIGINATION

EXPLORING THE KNOWLEDGE ORIGINS THROUGH DESCRIPTIVE
RESEARCH METHOD

fl am an African not because | was born in Africa but because Africais born in
meo (Kwame Nkrumabh)

5.1 INTRODUCTION

Integral research facilitated social and economic innovation. Integral research dug
deep into knowledge fields with the objective of addressing complex and dynamic
world problems. In this case the role of human error in the workplace was very
complex and dynamic and requires probing to derive a sustainable solution. The
nature and complexity of the problems required a coordinated, integrated,
multidisciplinary method and varied methodology perspectives for effective
solutions. The rigidity in the current western methods and methodologies has stifled
the potential contribution of research to produce effective knowledge production.
The dominance of the European based research methodologies has starved
researchers of the potential innovation that could emerges from other cultures. Thus,
there was now a critical need to apply an integral approach to research as it brings
a multi- dimensional angle to the challenges at hand. Although the primary research
method in this chapter was descriptive, some narrative aspects of the African -
Zimbabwe Shona culture and spirituality were also used to contribute to grounding.
The descriptive narrative also sought to uncover my calling and that of other players
in the community. Tapping into culture resulted in the activation of the local cultural
wisdom needed to resolve community challenges.

The period considered in the research was from 2008 to 2016 and it specifically
focussed on the role of human error to improve the operational performance within
Zimplats. The research included discussions with existing multi-disciplinary
committees across a vertical slice of the organisation from sub team level up to
board level. It is important to know that during this same period Zimplats in its annual
report, the company articulated the following strategic objectives:

1 Improve safety culture and performance through implementation of identified
interventions and eliminate fatalities
1 Ensure safe and effective people who respect and care for each other
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1 Achieve planned production tonnages and efficiencies

Remain in the lower cost quartile of platinum producers globally

1 Certification for ISO 9001 (Quality), ISO 14001 (Environmental
Management) and OHSAS 18001 (Occupational Health and Safety
Assessment Series)

1 Implement Corporate Social Responsibility (CSR) and Community Social
Investments (CSI) projects.

=

Other specific strategic objectives were identified from year to year and added to the
above set. Interestingly every agenda of the meetings at Zimplats would have
operational risk (SHE) as the first agenda item, indicating that there was some
organisational commitment to safety.

Chapters 5 to 8 will specifically describe how integral research and the Da Vinci
TIPS were applied at Zimplats to co-create new knowledge. There are four sub
chapters in this section and each addresses an element of the GENE as follows:
1 Chapter 5: Grounding: explore knowledge origins through research method
1 Chapter 6: Emergence: revisit knowledge foundation through research
methodology
1 Chapter 7: Navigation: developing new integral content (enterprise,
economics through emancipatory critique)
1 Chapter 8: Effecting: actualise new integral content (enterprise, economics).

The next section focuses on grounding the knowledge through the descriptive

narrative method.
52 RESEARCH METHODS - INTEGRAL WORLDS APPROACH

As mentioned and discussed in the previous chapters, this study in its journey to
explore role of human error in an organisationd performance employed the integral
worlds research method. The story of my life journey, outlined in chapter two, has
exemplified the intrinsic values of relationships, community, hospitality and nature
which are authentic to the Zimplats-Mhondoro community. These values have also
manifested through me during my career path, being a leading Occupational Health
and Safety (OHS) practitioner, in a field that also expresses the values of humanism.
However, although my research path is predominantly Southern there are elements
of the Eastern path such as culture and spirituality that are closely linked to
community and nature. The research also make use of the Northern and Western
paths to complement the research.

In chapter 2, | identified and uncovered my inner calling and linked it to the societal
burning issue lodged in the mining activities in Mhondoro by Zimplats.
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Overall, the main objective and aim of the study is to propel the organisation to a
sustainable zero harm operation through robust operational risk controls, supported
by a strong safety culture. The ultimate intention was to transform the community
safety to the same levels as the organisation. To achieve this objective therefore,
the research used the integral research methodology and began with the Southern
Relational path to analyse relational behaviour in operational risk issues. To
augment the journey Da Vinci Management of Technology, Innovation, People and
Systems (TIPS) were used to look at the 4 phases in the transformation of Zimplats.

5.3 INTEGRAL RESEARCH FULL ARCHITECTURE
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Figure 5.1 Integral research to innovation: Overview of full path architecture
(Source: Adapted by Chigwada and modified from Four Worlds Model)

Figure 5.1 illustrates the overview of intertwined path, architecture and models used
by the research. The Southern path used a combination of phenomenological,
feminism and participatory action research approaches to include the voices of all
the stakeholders involved. The dialogue of the models goes as follows; from the
centre, the full trajectory of the South path which is the most relevant of the research
was used. From the East, the study incorporated the co-operative enquiry to ensure
active participation and co-operative contribution of operatives who interact
frequently with workplace hazards at the Zimplats operations to uncover the
knowledge from these people on issues concerning operational risks. To amplify the
East, narrative and hermeneutics (history in the form of previous accidents
experienced) was also useful.
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From the North, critical rationalism is also important and useful. It helped to analyse
the usefulness of certain information from standards, procedures and knowledge
towards operational risks in organisations. Given the fact that there are established
guiding principles on operational risks, there was need to critically rationalise and
juxtapose these principles with the operational risks policies/rules at Zimplats. The
Western Realisation path, with its action research, critical realisation and empiricism
was important in fact finding. Through this path, experience and knowledge of what
is going on at the Mine was important to come out with substantial research findings.

Addressing social innovation through multiple lenses and processes entailed
capturing all the actors, activities, interactions, relationships, innovations, risks and
benefits. To assist in establishing the integral path the Trans4M care inventory was
administered to the Sahwira Research Council (SRC) and this confirmed the
Southern Relational path as the authentic research path.

The establishment of the models of research methods used in the study paved way
for discussions on how they were applied to obtain the information required to
complete this research study. Figure 5.1 demonstrates how the integral architecture
followed the Integral Worlds approach, their related paths and the GENE of the
individual, organisation, community and society. This general architecture reflects
a multi- layered categorisation of methodologies out of which streams of knowledge
production emerge. As discussed it helped in the understanding and appreciation of
the holistic nature of the integral approach. Each of the four paths has four research
levels that move through from origination of innovation through to effecting of
transformation. While there are four levels, this chapter focused on level one of the
architecture which is integral research method (incorporating technique) as source
of the origination of the social innovation and the other levels were covered in the
chapters to follow.

53.1 Description Method - Origination

In describing and explaining the main thrust of the study as outlined in chapter three,
the thesis used the descriptive method. The Zimplats stakeholders described issues
relating to operational risks within the organisation. This method was used to
encourage the community (in this case those people working for and surrounding
the company/organisation) to describe in their own narratives, the efficacy of the
operational risks measures implemented at the company. The intention was to fully
reveal the essence and origins of their authentic lived experiences.

The SRC held discussions on the issues with representatives of the organisation in
all departments at various levels and points, making use of the operational risk
structures to understand the operational risk culture, values and religion that lie at
the core of the transformational topography, explained in chapter four. Among the
issues which were explored were: the origins of the problem of some of the
operational risks encounters; which category of workers are more affected by the
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crucial problems identified at the work place. The SRC agreed to collaborate with
the research by facilitating radical inquiries across the research spectrum to
determine the decisions issues that individuals invest in with their safety choices
every time. We used the guidelines from Sentis 2010 safety culture model and
specifically using their personal BIG5 as a framework. The feedback provided
essential el ements of t he whiah actusedpersonal begy
5 (most valued things in life). These are the things employees believed they invest
in with their safety choices at all times, that is, healthy long life, family, time to rest
and relax, and job security.

Each department came up with their own peculiar BIG 5. Central to the African
values of Ubuntu; the participants noted that family, health, wealth, safety and
personal development were cited frequently, as the most common priorities across
all teams. This information was critical in grounding the research. The SRC
summarised the sentiments as follows:

I.  Imbalances are due to poverty and marginalization have impacted negatively
on family structures; they also shared that employees are keen to reverse this
imbalance by ensuring that there is sustained safe production.

ii. Imbalances in the health and delivery systems impact negatively in terms of
state of mind and physical fithess of employees.

iii.  The leadership style did not have a humane approach, but instead was very
militant.

iv.  The voices from the operatives confirmed that there was a stark absence of
considerations of human factor elements in the leadership approach and this
explicitly affected organizational performance.

5.3.2 Cultures at Work Premises versus Off Premises

The research sought to understand the cultures both off-site and on the work
premises to further ground the research. The research revealed that the cultures off
the work premises which include unsafe behaviours and unsafe conditions are totally
different from safe work practices at work. The research sought to reveal more
carefully the essence and origins of human experiences through observing and
engaging the community on the cultures at work versus off premises.

The engagements yielded responses that were enlightening, clearly highlighting that
workers lived experiences embraced two sets of cultures. At home, you were
expected to greet an elder in a squatting or kneeling position compared to the one
at school where you stand up to greet the teacher until you are instructed to sit down.
This response was amplified by the fact that most people grew up with more than
one lifestyle, most often the urban-work life and the rural-home life.
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However, elements in the Eastern path such as culture and spirituality were used

and integrated with the Southern path. To illuminate the res ear c h, oper at
proverbs became linguistic tools to regulate and teach interpersonal relationships,

and to emphasise the importance of safety. Examples of such proverbs are;

It takes a whole village to raise a child

Meaning: The society is equal responsible for the moral characters it creates, in the
same way as the biological parents and everyone in a community should be
responsible.

Knowledge is like a garden if it is not cultivated it cannot be harvested

Meani ng: | f you donot & nnQ aa@nenuous nntedrated r ni n g
development

The intention behind using the use of proverbs was to sensitise the research target

group in problem solving and engaging with the one affected before prescribing a

solution was pertinent. Lessem and Schieffer (2010:80) affirms this approach by the

following asserton:ifanot her strong reason, why we pl
beginning of the research to innovation journey, is that this basic level allows you to

get initially in touch with self-and-society more concretely than immersion in theory-

based research methodol ogy could evéy doo.
fusing various techniques the local and exogenous can provide solutions to our

challenge sustainably.

Sessions were held with different groups both to empower and give confidence
about how they could name and claim how much operational risks mattered to
individual workers and their fellow workers. Sentis (2012) prescribes an approach to
attracting attention involving articulation of the subject matter. The approach applies
the DIPI (Dangerous, Interesting, Pleasurable and Important) principle. Lessem and
Schieffer6 s a p p(20@0a88)hnotes that individual people and whole societies
learn and develop more effectively when they are enjoying themselves and what
they are doing; when they are satisfying, some felt need or interest, and are
emotionally involved in what has personal and societal relevance to them. The SRC
used relevant media like videos, pictures to engage with passion all the various
representatives on the research spectrum, illuminating them through careful,
comprehensive descriptions, vivid and accurate renderings of operational risks. This
assisted Zimplats to calibrate accurately the stage at which the organisation is
located according to a range of measures. We used the safety maturity model,
namely the Bradley curve, as mentioned earlier. The indigenous knowledge from the
sessions was fused with the exogenous knowledge to ground the research. The next
section looks in detail at grounding.
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5.4 GROUNDING

Thi s section gi ves mu c h det ai | on t he g

organisation with its community, nature and cultural aspects. Lessem and Schieffer
(2010) insist that grounds for social innovation need to be prepared; hence research
method does not only provide the analytical grounding of each of the four research-
to innovation paths. It also plays an initially transformative role, in that it is through
method that you originally tap into the grounds or origins of your nature and culture.
The Zimplats operations, located in rural Mhondoro is rooted in the Southern
relational path, and grounded in the African cultural values of Ubuntu. At the centre
of this research is Zimplats-Mhondoro mining community. The intention of the
research was designed to eventually show how the evolution of self, Zimplats
management and employees through the African Ubuntu philosophy would
transform the workplace into a zero-harm operation by addressing the role of human
error in organisational performance. Samkange (1980) suggest that a key concept
associated with Ubuntu, or Hunhu, is behavior and interaction in the context of
various social roles.

AFor exampl eip-lavatraditianally kneeés down when
greeting her parents-in-law and serves them food, as a sign of
respect. She maintains the highest standards, because her
behavior is a reflection on her family and on all the women raised
in that family. The daughter-in-law does this as part of the

ambassadorial function that she assumes atallt i me s . A womano6s

deference to a husband or brother does not imply that the woman
is subordinate, only that she possesses Ubuntu and knows the
proper attitude and behavior for

It is by being humane, that the platform for a mature safety culture could be created.
The being connects to own culture and signals the commencement of empowerment
and leads to the release of the indigenous knowledge required to enable creative
synthesis of the researcher, SRC and Zimplats-Mhondoro community (Lessem and
Schieffer 2010). The Zimplats operations impacts on the land status of the Mhondoro
Community although the envisaged job creation is seen to outweigh the loss. About
men of the Kikuyu tribe, British East Africa, circa Blixen, (1920) who wielded great
power over her tenants, had respect and admiration for native Africans. A quote from
her is captured below:

flt is more than their land that you take away from the people
whose native land you take. It is their past as well, their roots and
their identity. If you take away the things that they have been used
to see, and will be expecting to see, you may, in a way, as well
take out Blixen,i(1920py eso.

The statement suggests that you create imbalance when you displace native people
from their homeland. The process embarked on by Zimplats was based on the
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Deming Plan, Do, Check and Act (PDCA) cycle which informs the operational risk
management process. The weakness of this model is that it does not include the
nature of community risks which are deemed to be outside the workplace.
Addressing this omission helps to define the origin of social transformation, where a
combination of indigenous and exogenous knowledge helps society evolve to
sustainable levels.

My research and innovation was motivated by the need for the empowerment of
Zimplats operatives or self-directed work teams (SDWT). It was an effort to develop
strong ownership of the operational risk management program so that the
interdependent stage in the Bradley curve could be attained. This stage signifies a
zero-harm status (Doing the right things first time in the right way). The safety culture
at this interdependent stage is denoted by the following;

Help others conform
Others keeper
Networking contributor
Care for others
Organisational pride

= =4 4 4 4

This empowerment dimension of SDWT would be based on the concept of African
Ubuntu and intended to form the psycho-social fabric foundation which sustains zero
harm operations. Lessem and Schieffer (2010:78) contend that overall human
integrity is comprised of four modes: being, becoming, knowing and doing. The
African southern equivalent of overall human integrity is Ubuntu and this
corresponds well with the interdependent stage of the Bradley curve.

| saw the research revitalising the concept of Ubuntu which could become an
evolved version of African zero harm. Such a new concept could consider the
traditional authentic Afro-centric Occupational Safety and Health (OSH) culture (I
am safe if you are safe) and also build on the communal responsibility that is an
essential aspect of Ubuntu. The research to innovation would not only benefit the
Zimplats employees but also the mining industry and my role as a safety
professional. The research to innovation process was envisaged to turn Zimplats
into a zero-harm operation embodying authentic integral Ubuntu philosophy. Within
the ecosystem that exists between myself, the SRC and Zimplats-Mhondoro mining
community lies the hope that we would come up with a model for operational risk
management that incorporates the Ubuntu philosophy for sustainable zero harm
operations.
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5.5 THE ZIMPLATS-MHONDORO RESEARCH AND INNOVATION
DESIGN

The Zimplats-Mhondoro integral research design was modelled around the four
worlds, and the four paths, in relation with the human modes of being, becoming,
knowing and doing as they relate to the researcher, field of operational risks,
Zimplats employees and the society at large. This integrative process ultimately
translates into social innovation. Integral research is a back and forth, cyclical,
spiralling and original process where effective transformation is achieved through
reformulating research into social innovation with the roots of this evolving process
consisting of the four research paths, the four worlds and the GENE (Lessem and
Schieffer, 2010).

On the research design the Southern relational path was used in the research with
the levels one, two and three which is grounding, emerging and then navigation
complemented by the other research paths.

On the fourth level, the research would follow participatory action with the Zimplats-
Mhondoro mining community, the research community, immersing itself in the
transformational journey. The SRC engaged through cooperative inquiry elements
as we engaged together in intensive cross pollination of exogenous knowledge and
i ndigenous knowl edge. edvytreseagla éssan associdte
researcher. His research on the enterprise wide risk management was relevant.as
it provides a framework for compliance to the ISO 31000 from a corporate
perspective Included in the design was the innovation eco-system that is critical to
the success of the transformative journey. The eco-system, as mentioned in a
previous chapter were as follows:

1 Stewards: Chief Executive Officer of Zimplats: Alex Mhembere

Catalyst: Managing Director: Stanley Segula

Researchers: Academic Supervisor: Paul Muchineripi

Field Supervisor: Tapuwa. S. Rushesha

Facilitators: Ernest Matsvimbo, Tinashe Muzira, Remnant Mlalazi, Vutsa
Nyarumbu, Charles Chitonho, Nelson Mhlanga, Martin Chigwada, Sam
Ngara, Moreblessing Sibanda and Tagwireyi Ngwenya members of the SRC.

= =4 =4

5.6 RESEARCH METHOD i DESCRIPTIVE (BEING)

The Southern Relational path involved rich descriptive methods that are rooted in
the life-world of the Self, Zimplats employees and the Zimplats-Mhondoro
stakeholders. The descriptive method facilitated direct interface with our originality
and gave context to our social being. The research noted that Zimplats introduced
an accident recall daily tool box session at the beginning of every shift which was
meant to allow teams to describe past mishaps both at work and off work. This
connected teams to nature and workplace community. The descriptions of the
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everyday experiences of employees at Zimplats through pictures and suggestions
were elicited. The descriptive nature of this method required that there be no fixed
structures of research. The specific research methods included exploratory
interviews, participation observation, management and employee interfaces,
community liaison meetings with community heads, Zimplats stakeholder
workshops and empirical phenomenology to mention a few. Semi-structured and
unstructured in-depth phenomenology interviews were explored. The questions
addressed p ar t i c i gerencessféelingsxbeliefs, perceptions and convictions
about Ubuntu in relation to human error. The proceedings of all these interactions
formed a body of knowledge which is synthesised for formulations of response
plans. The Southern path was deeply rooted in the life world of local people whose
indigenous world was profoundly rooted in nature and religion. Understanding the
lives of Zimplats-Mhondoro community and their way of doing things helped to
identify new ways of doing things that will enable the communities to transform. The
descriptive method was identified with community building, nature and environment.
The descriptions of self, Zimplats and Zimplats-Mhondoro stakeholders had been
captured at the source of my own grounding and then discussed my interactions
with them in the following sections.

5.6.1 Self and Descriptive Method

This section summarises the key points from my own grounding and links it to the
descriptive method.

The description of my inner calling in chapter two was a rich affirmation of my being,

o1 am what | am because of youbo. I owe

been down trodden but not destroyed, have fallen but got up each time and | am an
offspring of Mhondoro. | went through an Ubuntu social apprenticeship and emerged
through a firm spiritual affiliation, navigating through knowledge (academic and
professional T operational risk management systems). Subsequently, | became a
Western-orientated leader and global speaker in OHS sharing the stage with global
great speakers in OHS in London, Perth, Johannesburg and Las Vegas. Having
spent the better of my lifetime nursing my late mother with great assistance from my
family, | understood the role of human error that resulted in my parents divorcing
thereby inflicting pain in the family structure. | experienced the erosion of African
value system by colonialism which strengthened the dominant culture which was
Eurocentric. Nelson Mandela gave hope through the following statement;

fit was during those long and lonely years that my hunger for
the freedom of my own people became a hunger for the
freedom of all people, white and black. | knew as well as | knew
anything that the oppressor must be liberated just as surely as

the oppressed. A man who rdedoknes away

is a prisoner of hatred; he is locked behind the bars of prejudice
and narrow-mindedness. | am not truly free if | am taking away
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someone el sebs freedom, just as
when my freedom is taken from me. The oppressed and the
oppressor alike are robbed of their humanity. . . . When | walked

out of prison, that was my mission to liberate the oppressed and

the oppressor both. . .. For to be free is not merely to cast off
oneds chains, but to live i& a w
the freedom of otherso(Mandela, 1994: 544).

The family legacy of having a polygamous relationship expanded my understanding
about the contribution of human errors to family happiness. | had a pastoral heart
that sought to reconcile mankind to nature. | was also interested in pioneering new
things (venturing into the unknown). My passion for preserving life has seen me
venturing in occupations where hope has been lost and | have passionately
immersed myself in search of a sustainable solution. | have appreciated that
everyone is prone to errors and | included myself, given my polygamous
relationships which | intended to bring to a halt in the next generation. My grounding
sought help from the East where | would bring up my family on Christian values to
engineer out the human error of polygamy. The central theme in my life was

anchoredinf i ghting for my @symboécrdénsonstnabon of uny .

allegiance to my community and my intention to correct the errors of my forefathers,
| went back to the place where | was abused at the age of five years and transformed
the place by putting up a structure to modernise it (see appendix 3). | embarked on

sur el

ay t

Y

h

a journey to |l ook for my fat here-Gbgildmyhi | dr e

fragmented family. So, the core theme of my life story was to correct the human
errors of the past and present generations, so | became a catalyst who enabled
future generations to transact their family life with minimum human errors.

Appendix 4 demonstrates the r &t®emmuniyeim fosgthel os e n e

researcher spread the zero harm safety themes to his roots which are the Mhondoro
community. Through storytelling and music, he grounded himself and this inspired
his career in occupational safety and health.

Samkange (1980) contends that under hunhu, children are never orphans, since the
roles of mother and father are, by definition, not vested in a single individual with
respect to a single child. Furthermore, a man or a woman with hunhu will never allow
any child around him or her to be an orphan. This strengthened me and gave the
assurance that | was human.

Appendix 4 shows that the researcher identified with celebration of success and
prescribed to the value of recognition. When | was growing up during the festive
seasons | won the best dancer award several times in rural Mhondoro. The dancing
and celebrating was another aspect of the southern path as my authentic research
path. Music and dance always brings to the surface untold phenomena and
experiences and re-animates the human node of being.
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5.6.2 Zimplats and Descriptive Methods

Zi mbabwe Platinum Mines (Private) Limited (
in Zimbabwe whose business is the production of platinum group and associated

metals from the Great Dyke in Zimbabwe. Zimplats is owned by Zimplats Holdings
Limited (AZi mplats Holdingso). Zi mpl ats Hc
Guernsey, British Isles, registered as a foreign company in Australia and is listed on

the Australian Stock Exchange. Zimplats Holdings is beneficially owned 87% by

|l mpala Platinum Holdings Limited (Al mplats
listed on the Johannesburg Stock Exchange. The remaining 13% of Zimplats

Hol di ngs o sharehol ding IS hel d by restari ou:
nationalities.

5.6.3 Zimplats Operational Risk Culture

This section describes the companyods risk ¢
but summarised here. Zimplats had in place a formal certified Business
Management System (BMS) that formed the basic structure and systematic

framework that the company used to address and manage operational and business
risksthatwerei nherent in the companyds operati ons
p.61). The BMS was aligned to and certified to four management systems:
International Standard Organisation (ISO) standards namely I1ISO 9001; Quality
Management System, ISO 14001; Environment Management system, OHSAS

18001; Occupational Health and Safety Assessment Series and ISO 17025;

Laboratory Accreditation System. The BMS was put in place in 2008 to integrate all

operational risks initiatives. Prior to 2008 a fragmented reactive approach had failed

to arrest numerous human errors as evidenced by fatalities and high rates of

accidents.

In 2011 there was a clear need for renewal as the current initiatives had hit a wall
and hence the total accidents remained the same, maintaining a plateau. The
renewed focus on the management of people (Behaviour Based Initiatives- BBI) was
renewed to strengthen the management of systems. The research progressed this
renewal initiative and will be described in more detail in the next chapter 6. In 2013
Zimplats aggressively embarked on an additional intervention, the management of
technology to further buttress the two management initiatives designed to address
human error. Chapter 7 will get into more detail on technology. Chapter 8 will deal
with integration and effecting of management of systems, people and technology
which is in line with Da Vinci TIPS. Since values are essential to any transformative
process, the following section describes the corporate values.
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564 Values

Zimplats had a set of core values which were the foundation of the safety culture,
and were reviewed and revised in 2013 after employees indicated that they did not
connect with the core value. The current values are depicted below;

We Respect:

1 All our stakeholders, including:
1 Shareholders
o Employee representative bodies

Communities within which we operate.
Regulatory bodies
Suppliers and Customers
Directors and Management
All other interested and affected parties
1 The Principles of the UN Global Compact

0o Human Rights.
Labour Relations
Anti-corruption
Environmental Management
Employees and build winning teams
The laws of the countries within which we operate
Company policies and procedures.
Our place and way of work.
Open and honest communication
Diversity of all our stakeholders.
Risk management and continuous improvement philosophies

O O 0O 0O o

=4 4 4 4 4 -4 -4 -4 -4

We Care

For the health and safety of all our stakeholders

For the preservation of natural resources

For the environment in which we operate

1 For the socio-economic well-being of the communities within which we operate
Zimplats demonstrates the Value of care to stakeholders by hosting operational risk
workshops to educate the stakeholders about Zimplats BMS and operational risk
policies which impact both off the premises and on the premises.

= 4 =4

We Deliver

1 Positive returns to our stakeholders through an operational excellence model
1 A safe, productive and conducive working environment
1 On our capital projects
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1 A fair working environment through equitable and competitive human capital
practices
1 On the development of our employees.
1 On our commitments to all stakeholders
T Quality products that meet or exceed our
Values are an essential aspect of corporate culture, but require complementary
strategies to build a safety culture. The following section explores the additional
steps required.

5.7 Eight Keys for Creating a Safety Culture

Agnew (2013) argues that it is important to begin with a common definition of a
safety culture which is a set of core values and behaviours that emphasise safety
as an overriding priority. Agnew (2013) suggested seven keys for creating a safety
culture into the fabric of the organisation. The Sahwira Research Council (SRC)
agreed to adopt these seven keys and added Leadership as an 8. Together as they
would then be aligned to the Bradley safety maturity model. The SRC used
exploratory interviews and, participation observation, to engage management and
employees.

The SRC described the observed or perceived safety culture using the framework
of eight keys for creating a safety culture. In the following sections, each key is
discussed:

5.7.1 Risk Based Approach across the Whole Value Chain

The Business Management Systems (BMS) subscribes that the entire workforce
relentlessly pursues the identification and remediation of hazards (BMS procedure
BMSP6.1). On review of risk registers, the SRC noted that the main categories of
risk assessments being considered were;

i.  Strategic risk assessments

i. Baseline risk assessments
iii. Issue based risk assessments
iv.  Continuous risk assessment

Mutenga (2016) in his thesis argue that Zimplats has been strong on operational

risks but do not fully embrace enterprise wide risks due to exclusion of corporate

risks in the registers. Thus, this research benefits from his study in relation to
corporate risks. From Mutengab6s work, the
as it considers all social partners. A review of the accident registers demonstrated

that only work based risks were considered in risk assessment. Risk assessment

weret he foundation of the Planning stemlge i n
the organisation system on what will be addressed to prevent accidents and human
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errors. The Planning process as it currently stood was not inclusive and fell short of
the general principles of Ubuntu which are summarised by Nussbaum, (2003:3);

The hallmark of Ubuntu is about listening to and affirming others with the help
of processes that create trust, fairness, shared understanding and dignity and
harmony in relationships.

Ubuntu consciousness is about the desire to build a caring, sustainable and
just response to the community T whether that be company, village, city,
nation or our global family.

Because of its emphasis on our common humanity and the ethical call to
embody our communal responsiveness in the world, Ubuntu offers an
alternative way to re-create a world that works for all. Simply put, people,
businesses and countries would re-learn how to live together with respect,
compassion and dignity and justice and to re-organize resources accordingly.

Ubuntu, applied to business and corporate responsibility, would be ultimately about
sharing wealth and making (at the very least) basic services, such as food, housing
and access to health and education accessible and visible to all members of our
global family. The guidelines for the Deming PDCA cycle on the planning clause
lacked inclusiveness of the socio-economic, communal and spiritual aspects
although risk assessments mentioned the human dimension it was not exhaustive.

Risk Profiles

Risk Discipline . Top Risks

Safety Fall of ground
Contractor management
At risk behaviour
Fire
Explosions
TMM & RTAs

Health Medical and first aid facilities

Fitness for work
Occupational health services
Records management
Workplace monitoring

Environment Tailings dam failure

Air quality management
Land use stewardship
Legal compliance
Waste management
Effluent management

Table 5.1 Zimplats Top Risks

Table 5.1 denotes the top significant risks in the safety, health and environment
disciplines. Mutenga (2014) in his thesis looked at how other disciplines could also
be included by providing a framework for the enterprise wide risk management to
comply with ISO 31000 requirements of an integrated approach. In his findings, he
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noted that Zimplats had a strong risk assessment approach to Safety, Health and
Environment which could be extended to other disciplines. Table 5.1 shows the risk
of human error as prominent wunder rigkAdas
an element of human error. For example, the medical facilities can have errors
related to illness or disease diagnosis or treatment.

Surgery is one area where risks related to health care in which preventable medical
errors and near misses can occur. The 1999 Institute of Medicine report, To Err Is
Human, where clinicians were unaware of the number of surgery-associated
injuries, deaths, and near misses because there was no process for recognising,
reporting, and tracking these events. The subsequent introduction of a database by
the Joint Commission (JC) saw 150 cases of wrong site/person/procedure surgery.
In all cases, poor communication between members of the team and between the
team and the patient. The American College of Surgeons (ACS) (2002) recognised
patient safety as being an item of the highest priority and strongly urged individual
hospitals and health organizations to develop guidelines to ensure correct patient,
correct site, and correct procedure surgery but the problem persisted.

This example alluded to the need to ensure that risks related to human error needed
to be identified and managed right across the business for zero harm operations. In
Table 5.1 also included falls of ground (FOG), trackless mining equipment (TMM),
Contractor management, Fire and explosions. These agents or risks are all prone to
human error and hence a review of previous accidents suggested that more than
88% of the accidents are due to unsafe acts.

In table 5.1, that health risks and the fitness to work risk largely related to individuals
who were not in good enough health to undertake their normal duties. This was as
result from poor health conditions. Fitness for work was rated as the second highest
residual health risk. HIV and Aids, sexually transmitted diseases, non-
communicable and communicable diseases were among the most topical issues
under these risks. Again, such health illnesses were behaviour related and pointed
to the role of human error. The SRC emphasised the need for a holistic approach to
health as most of the illnesses were said by the various operational risk structures
to be imported from offsite the Zimplats premises. They argued that the BMS should
be extended to the community to influence the community culture.

Regarding environmental risks, table 5.1 referred to a range of risks; Tailings dam
failure; Air quality management; Land use stewardship; Legal compliance; Waste
management and Effluent management which were largely process managed and
risks tended to occur only if there were lapses and mistakes in the processes but
the consequences were huge if those lapses and mistakes occurred.

A review of their pre-task risk assessment by the SRC confirmed that the risk
assessment did not consider the human element. The operatives or SDWT took a
long time to grasps the BMS as it was mainly provided in exogenous frameworks
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which do not consi der i ndi genous preferwasad
shortcoming that needed to be addressed and changed.

Human behaviour was mentioned by many participants as playing an essential part
in the progression of risk in the community. The participants shared different theories
as to why people put themselves in hazardous positions, ranging from desperation
to strategic motivations caused by lack of education, lack of consideration or lack of
options. The lack of education was an important consideration at Zimplats. To
address the literacy risk Zimplats set the minimum entry qualification at 3 subjects
for ordinary level exams at High School. The SRC in their deliberations argued that
the education levels were not the issue, as a significant number operatives could
describe risk assessment as a systematic process for organising and evaluating
existing knowledge and its limitations despite not having the pre-requisite 3 subjects
in ordinary level. However, for assignment that required reading and writing in
English this was indeed a critical requirement.

Further discussions with the operatives explored the question, why then do we have
accidents when risk assessments are being conducted? Their answers revealed
the following pertinent issues:

I.  The reasons for cutting corners were mainly found to be due to situational
and organisational factors. For example, time pressure, workload, staffing
levels, training, supervision, and availability of resources.

ii. Controls to address situational and organisational issues, and promote
compliance with Safe Operating Procedures (SOPs), were found to be wide
ranging. For example, predicting rock falls, planning a realistically achievable
workload, and engendering an organisational culture where the staff felt able
to challenge management pressure

iii.  There was not enough adequate training in risk assessment, most learnt in
an ad hoc manner as they encountered risks at the workplace and the
learning happened primarily out of fear of losing the job, rather than because
a shared responsibility to build a culture of safety.

Reason (1990) in his Swiss Model has asserted that typically a series of errors
resulted in accidents. In the same light if the risk assessment process was frequently
flawed it increasedt he chance of an acci de nstwere
helpful as he distinguished two types of errors as follows;

Slips are actions errors or error of execution that are triggered by schemas, a

|l ear

Nor ma

personb6s experienc e ssedkmeaviadge. Slpsareaunirdended g a n i

failures of execution that occur almost every day in our lives because attention is
not fully applied to the task in hand. A few of us would have encountered something
like pouring orange juice instead of milk into our cereal bowls while reading the
newspaper. The act was not intentional, but the slip occurred because attention was
focused on the newspaper.
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Mistakes are errors of thoughti n whi ch a personds cognit.i

actions or decisions that are contrary to what was intended. Mistakes can result from
the shortcomings of perception, memory, cognition and decision-making and result
in the failure to formulate the right intentions (Wickens and Hollands, 2000)

To Norman, slips are errors that logically result from the combination of
environmental triggers and schemas. Applying the lessons of slips to design, such
as standardising the direction of rotation of window cranks in automobiles, would
reduce the number of environmental triggers and therefore the likelihood of slips.

The SRC in our co-operative inquiry offered an important insight: that while the
Western models defined risk assessments and human errors they lacked the
traditional African approach used to assess the cognitive aspects of employees who
were carrying the risk assessment. By going into depths, the hidden risks in the core
of the subject s 6 ¢ wdrdidemtited and managed.

Lessem and Nussbaum (1996) unbundle cognitive risk assessment using Ubuntu
by describing various ways in which the arts, storytelling, and community-building
rituals strengthen and enliven group relationships in African culture. Nussbaum
(2003) explains that values and processes geared towards seeking consensus,
mutual understanding and maintaining harmony are very much a part of African
culture. These include simple interpersonal processes, such as how to greet
someone in the morning, to leadership and healing skills. They range from how a
person leads a group to improvise together in dance; to how a chief makes decision
or how war healers reduce vengeance among people who have participated in a
war. For example, Shona greetings (from Zimbabwe) in the morning would be:

Mangwani, marara sei? (Good morning, did you sleep well?)

Ndarara, kana mararawo. (I slept well, if you slept well.)

€ And at |l unchti me é&

Marara sei? (How has your day been?)

Ndarara, kana mararawo. (My day has been good if your day has been good.)

This example is a mirror of the deepest cultural values, indicating the connection of
the team members to each other to the extent that that, if you did not sleep well, or
if you were not having a good day, how could | sleep well or have a good day? This
kind of greeting informs the atmosphere for the day and would apply to close family
as well as to a stranger one met on the road. Mthembu (1996) relates to as building
work rhythm, she sums it by noting that through songs, dance, praise songs and
other forms like industrial theatre is fundamental to the African way of maximising
performance and mobilising energy. These activities enhanced learning, team
building, solidarity, celebration, and thanksgiving and stress management. The next
section looks at how behaviour was related human error.
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5.7.2 Behaviour Based I nitiatives: Chenget a

The tenet of behaviour based initiatives is that Employees at all levels should be

equally comfortable stopping each other when at-risk behaviours are observed and
acknowledging each other when safe behaviours are observed. While good
constructive feedback was important for improvement, positive reinforcement for

safe behaviours was essential for building a culture committed to safe habits. The

more actively involved all levels of the organisation were in delivering positive
reinforcement for behaviours consistent with the desired culture, the stronger the

culture became. This supports the notion of the proverb Al t t akes t he wh
to raise a childo | n beh atwamtamantotleyiduri ng it
that is consistent with the desired culture. Prior to 2008 the behaviour based system

was christened in Shona as Chengeta meaning take care of each other. The SRC

confirmed that this system failed as it was used to discipline those who had been

observed committing unsafe acts. Employees responded by choosing not to

highlight unsafe acts anymore due to the anticipated punishment. This indeed was

another example of collaboration which resonated from the southern human node

of being. Zimplats prescribed a procedure on behaviour Based Initiatives BMSP

8.1.6 in 2011 to rebrand the BBI and the key behaviour based observations and

coaching initiatives as noted were:

Visible Felt Leadership

Inspections

Planned and Unplanned Job observation (PJO)
Peer to Peer observations

Stand downs

= =4 4 A4 4

The behaviour based initiatives were treated as leading indicators for the teams
observed to model safe behaviour.
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Figure 5.2 Chigwada and Sahwira Research Council (Picture by Chitonho)

Figure 5.2 shows the researcher engaging the Sahwira Research Council to hear
feedback from employees on behaviour based initiatives. The key issues that came
out were as follows:

1 Visible felt leadership was a fault- finding exercise

1 Peer to peer observations was sometimes a paper exercise as teams were
not comfortable reporting each other. It was perceived as inhumane

1 PJO was a cover my back approach and hence usually are hurried and
does not follow the plan.

The researcher and the SRC in cooperative inquiry noted that conformity with
community accepted values and principles was not optional. Discipline and
corrective action was required. Mthembu (1996) contends that respect for cultural
norms is enforced through conformity. The African apprenticeship ensure that an
individual grows up understanding and accepting these rules without question. The
SRC advanced the argument that the SDWTs should be empowered to do peer
reviews and non-conforming behaviours, knowledge and individuals managed
through agreed cultural values. The African approach to attune to fellow members,
combined with need for harmony, led to long discussions where progressive
consensus-seeking was the preferred method of decision making. Proverbs were
important in inducing conformity and corrective action.

5.7.3 Safety Leadership

A survey to assess safety leadership mainly peers, subordinates to managers and
senior managers to managers revealed several issues. The tables below illustrate
responses given on key nine selected leadership elements that were selected by
the Sahwira Research Council to represent safety leadership.
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Strongly | Disagree | Indifferent | Agree Strongly Agree
Disagree
Vision 2% 2% 10% 40% 46%
Compliance with OHS Rules 2% 4% 13% 42% 38%
Employee Participation 3% 3% 12% 40% 43%
Values OHS Advice 1% 1% 15% 44% 39%
Integration - OHS & Business
Decisions 3% 2% 10% 42% 43%
Feedback 3% 4% 17% 44% 32%
OHS Performance
Accountability 3% 4% 9% 44% 39%
Learning Culture 2% 3% 11% 40% 43%
OHS Improvement 2% 3% 7% 43% 45%

Table 5.2 Subordinates assessing their leader (Graph by Chigwada)

Table 5.2 shows results from survey first line management assessing their
managers. The results indicated that all is well in relation to safety leadership.

Strongly Disagree Indifferent Agree Strongly

Disagree Agree
Vision 0% 1% 9% 51% 40%
Compliance with OHS Rules 0% 1% 10% 54% 35%
Employee Participation 0.6% 0.6% 0.6% 54% 43.9%
Values OHS Advice 0% 0% 5% 51% 44%
Integration - OHS & Business
Decisions 0% 0% 11% 49% 40%
Feedback 0% 0% 12% 50% 37%
OHS Performance
Accountability 0% 0% 14% 47% 38%
Learning Culture 0% 1% 4% 55% 40%
OHS Improvement 0% 0% 2% 51% 47%

Table 5.3 Peers assessments (Graph by Chigwada)

A survey amongst the managers themselves shows that all was in order in terms of
safety leadership.
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Strongly Disagree Disagree Indifferent Agree | Strongly Agree

Vision 0% 0% 17% 80% 3%
Compliance with OHS Rules 0% 5% 19% 76% 0%
Employee Participation 0% 6% 35% 59% 0%
Values OHS Advice 0% 0% 14% 86% 0%
Integration - OHS & Business

Decisions 0% 0% 20% 80% 0%
Feedback 0% 0% 30% 67% 3%
OHS Performance

Accountability 0% 0% 12% 88% 0%
Learning Culture 0% 0% 33% 67% 0%
OHS Improvement 0% 0% 0% 100% 0%

Table 5.4 Superior to manager assessment (Graph by Chigwada)

Table 5.4 shows that a good number of senior managers agreed that their
subordinates are strong on the measured elements however a significant number
were indifferent.

Pascale and Ethos, (1986) developed key components of success in business.
These are twofold: hard variables which include strategy, structure and systems;
and soft variables such as style, staff, skills and superordinate goals. With respect
to both hard and soft variables, it became imperative that, in creating an inclusive,
enterprising business community in Africa, we should not continue to impose on
people a culture which is fundamentally foreign. A contextualisation strategy
became, therefore, the key to any intervention. African companies should become
communities or family units to nurture cohesion and unity in diversity.

5.7.4 Accident and Incident Investigations

No one should be blamed for near misses or incidents. Instead, systemic causes
are pursued using the Root Cause Analysis Technique (RCAT) or other related
techniques like Systematic Causal Analysis Technique (SCAT). Often when people
engage in at-risk behaviours that lead to incidents, there are organisational systems
and practices that inadvertently encourage those at-risk practices. It was important
to uncover those and establish accountability for making the changes to the systems
and practices to encourage safe behaviours.

Many accident reports cite human failure as a primary cause (Johnson, 1998). The
workers at the Bhopal chemical plant pumped Methyl-isocyanate into a leaking tank
(Morehouse and Subramanian, 1986). The officers and crew of the Herald of Free
Enterprise set to sea with their bow doors open (Sheen, 1987). The pilot and co-pilot
throttled back their one working engine rather than the failed engine during the
Kegworth air crash (AAIB 1990). The first line of fire-fighting operations was delayed
by communications failures between various operators during the Channel Tunnel
Fire (Department of the Environment, 1996).
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Rasmussen (1983) distinguishes three types of errors depending on the level and
degree of cognitive control involved in the erroneous behaviour. The three types of
errors were largely attributed to the familiarity that the person has with the system
as discussed in chapter four. A view of the analysis at Zimplats accident experience
confirmed the presence of these errors.

4 . ™
mError on skills  mError on knowledge Error on rules
10
8
6
4
| I
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\_ FYO08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17
Figure 5.3 Human errors that caused accidents at Zimplats (Graph by

Zimplats Group SHEQ)

Figure 5.3 shows that errors on skills were prevalent in Financial Year (FY) 08 to 09
however in FY10 to FY13 this was superseded by errors on knowledge only to
resurface as the main source of error in FY14 to FY16. When engaged about the
issue of human errors the employees acknowledged that they do exists and root
cause being a myriad of issues, which point to Businesses practices that are alienate
to the Mhondoro Mining Community. The stewards engaged a consultant to carry
out a survey which is discussed later under stakeholder issues.

They classified the errors as unintentional errors and intentional errors. Some of the
drivers of these errors are said to be manufactured by the work arrangement or
design, leadership styles, conflicting unclear instructions and off the job socio
economics. Zimplats has twice reviewed the accident investigation protocol
informed by the SCAT and RCAT techniques. The SRC findings were that
employees in cohorts with their supervisors tended to alter the root cause analysis
to avoid punitive action which mainly was dismissal. The human errors emanated
from how the inquiry was carried out and was a hunting exercise for apportioning
blame. The engagement with employees indicated that the impact was most on the
injured and supervisors. This approach to inquiries eroded African value systems.
Mthembu (1996) explains it by saying:
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firhe education system, workplace management values and
religious practices all served to reinforce a particular dominant
culture which is Eurocentric. This dilemma has placed African
people in conflict throughout their lives. Most Africans end up
living in and mediating their way through different worlds. In
doing so, many tend to become chameleons in adjusting their
role and behavior to accommodate a particular cultural system.
A great deal of effort is needed to reduce the contradictions in
social reality that many Africans have to mediate. Successful
mastery of this can be a source of strength, but for some it is
confusing, humiliating and disempoweringa

5.7.5 Cynefin Model

An additional employee safety perception survey was conducted and it identified
issues of concern where the cause and effect of accidents did not emerge. Figure
5.3 echoes the voices of the operatives and the responses as presented by
management. Most of the issues were complex and the RCAT and SCAT techniques
did not readily uncover.

Most of the changes do not
changes - affect non managerial employees
creating

uncertainty

Policy J*éé\ A,
Exploring the ; <
capacitation

of a police ! e
base at Turf ' Security ) \ izz)tlggli?ef | “’5\1 Enforcement issue
concerns employees A on leave roasters
Banks & I ————\ Production \iE8 Targets are
robust Ecoriodic . Perception pressure —  \ , resource based.
assessment hardships — ‘:s‘{w:_ ] targets not However , there
prior to matched with are mid-shift
|ending resources challenges
VFL is an engagement
Induction 5 process not fault
procedures & [ RCCIEEEN) \==1 finding. Managers being
material were Nilﬁ(tj-u;t?&or *- re-trained on VFLs.
reviewed. Streamlining of VFLs &
Competence \ BreoTon Inspections done.
matrix reviewed. Not Fair
=237).| GMHR to audit the system.
Figure 5.4 Perception survey outcome and management response (Source:

Zimplats Group SHEQ 4t Quarter FY15 report)

The Cynefin Framework
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Cynefin is used to designate a naturalising sense-making framework developed by

David Snowden and his collaborators (F. Kurtz and D. J. Snowden, 2003). The

Sahwira Research Council (SRC) and the researcher after pondering and engaging

leadership on the results of the perception survey found solace in the explanations

it offered. The framework draws on research into complex adaptive systems theory,

cognitive science, Anthropology and narrative patterns, as well as evolutionary
psychology. It explores the relationship between man, experience and context

(Louisa-J ayne OO6Neill, 2004:149) and prompses n
decision-making, policy-making and knowledge management in complex social
environments.

The SRC affirmed that while the system was good in reducing human error it had
also created a gap between management and employees. The employees believed
that the current accident investigation protocol was inhumane and only partially
addressed the root causes.

5.7.6 Management and Employee Interface Sessions or Workshops

On enquiry, the SRC noted that the fear of discipline which drives under-reporting
and stifles involvement had been driven out of the culture. Discipline has a place,
but most safety issues were effectively dealt with without discipline, which produced
side effects that work against building a culture of safety. The operative aired their
views that when discipline is used disproportionately it led to lower morale, reduced
trust, lower productivity, less teamwork and lack of engagement. Equally disturbing
was that it suppresses reporting incidents which cripples the organisation ability to
learn from mistakes and become more proactive. Peter Christie in Lessem and
Nussbaum (1996) suggests that, storytelling is a powerful way for leaders to re-
establish trust between management and operatives in organisations. This requires
that the leaderre-creat es t he ol d storyline to tell t h
than a one-sided version.

The SRC established that trust and transparency was being constructed by setting
across the organisation independent SHEQ structures that discuss and interface on
operational risk matters, examples being;

The Board Safety Health Environment (SHEC) Committee

The management SHEC committee

The Operations Committee

The Operations Review committee

The divisional, departmental, sectional, SDWT, sub team committee
The SHEQ representative and BBl committees

= =4 4 4 4

The SRC utilised these structures for the research. The overall position was that the
fear factor does exist but that it worked to avoid human errors or accidents. The few
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individuals who tried to hide the accidents were picked up through a whistle blowing
system which offered a lucrative reward and resulted in increased mutual
accountability including more dismissals from work. Hence all parties believed that
it was difficult to conceal an injury at Zimplats as the systems also require any injury
whether on or off the job to be reported to the company medical centre and which
then became a subject for investigation.

577 Stakeholder Relations

Industrial Psychology Consultants (2015) were hired to conduct a focus group
discussion following the 2014 employee value perception survey. Their report
revealed the following results:

Observations during the Focus Group Discussions

1 Your employees need training in industrial relations to help them in
understanding various labour issues.

1 Some of your employees were reluctant to participate. We explained to them
the opportunities availed by this platform and how they could use the platform
to help them continually improve their work conditions. Some employees
subsequently opened up and made great contributions whilst some remained
silent citing fear of victimisation.

1 We observed that your employees have strained work relations with their
managers.

1 The employees complained that their managers intimidate them and threaten
to fire them. This made it difficult for them to open up and speak on the
discussion topics especially on the issue of corruption.

T There is clear evidence of a Workersdo Co
to execute their responsibilities due to fear of victimisation.

1 There seems to be a communication gap between management and
employees. According to employees, management makes changes without
consulting them, but according to management, changes affecting
employees are always communicated.

The gaps identified the survey confirmed the need for a solution that connects
management and the operatives. Lessem and Nussbaum, (1996) offer a solution
through the Ubuntu philosophy in their book Sawubona by saying; Storytelling is a
healing remedy for organizations beset by past resentments and low levels of trust.
In such situations, itis important for grieving members of the organisation to be given
the opportunity to either tell their own stories, or at least to hear them being told.
However, in many organisations there is simply no place for employees to tell their
stories to someone who is willing and prepared to listen. Equally, the stories told by
others with more power often do not incorporate the side of the story experienced
by more alienated employees. There is the potential for a one-sidedness to stories
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in organisations that results in increased alienation and hostility on the part of many
listeners.

On external relations, the research noted that Zimplats had well-defined
engagement with external stakeholders as shown in table 5.1.

Environmental Management 1 Quarterly inspections
Agency (EMA) 1 Bi-annual audits
9 Environmental licences
Zimbabwe National Water 1 Water abstraction agreements
Authority 1 Water storage permits
1 Sub-catchment council meetings
Radiation Protection Authority 9 Licencing of radiation apparatus
of Zimbabwe (RPAZ) f  Annual inspections
Parks and Wildlife Management § Meetings on Chitsuwa cha Mandizadza dam
Authority wildlife management
1 Lease agreementi Zimplats claims within
national parks boundaries
Ministry of Mines 1 Chamber of Mines SHE committee meetings
1 Inspections
Surrounding communities 1 Quarterly liaison meetings
Figure 5.5 Zimplats stakeholder engagements (Source: Group SHEQ Report

2015)

Zimplats in its drive to address the imbalances became the first company in
Zimbabwe to effectively implement the Community Share Ownership Schemes by
establishing the Mhondoro/Ngezi/Zvimba Community Share Ownership Trust on
October 13, 2011. This was followed shortly by the | aunch of
Tongogara Community Share Ownership Trust on the 24th of November 2011
(Tsvakanyi, 2012). The Mimosa-Zvishavane Community Share Ownership Trust,
launched on the 6™ of March 2012 was third, followed by the Gwanda Community
Share Ownership Trust which was also launched in May 2012. Marange Community
Share Ownership Scheme was enacted on the 27th of July 2012
(www.sundaymail.co.zw) while Masvingo Community Share Ownership Trust was
also launched on the 16th of February 2013 (Tshuma, 2013). All these community
share ownership schemes were launched after the realisation that although
Zimbabwe is endowed with rich mineral resource the Zimbabwean people have not
fully benefited from the exploitation of these natural resources since independence.
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5.7.8 Business Protocol or Philosophy

Safety is integrated into day-to-day work. It is not treated as something separate to
be discussed during a weekly safety meeting or only at shift change. Figure 5.5
expounds on the protocol that demonstrated that Safety should be part of every
conversation and considered in every decision. A team based approach in the form
of Self Directed Work Teams (SDWT) was embraced to transect operational risk
management. Examples are that every meeting commenced with the safety agenda
or talk and induction. Signage was evident across the whole property and
underground. Notice boards, buses carried the safe message. To verify compliance
structured audits and inspections were carried out. Teams or sub teams identified
the acceptable cultural values, agreed and signed a pact on how members are
expected to behave. These pacts were known as IMBOPS meaning Identify
hazards, make a pact, Behaviour modelling, observe behaviours, Problem solving
and Success.

- L N

Figure 5.6 IMBOPS contractor signing ceremony

(Picture by Chigwada. From Left: General Manager (GM) Processing Mr Louis
Mabiza and GM Mining Mr Simbarashe Goto assisting executives of Contractors to
sign an IMBOPS)

Lessem and Nussbaum (1996) in expounding the Ubuntu attributes advanced the
agenda by arguing that the enhancement of leadership performance is only one of
the practical applications of storytelling, and that stories can fulfil more pervasive
functions in organisations than mere individual competence. Extensive studies of
the function of organisational stories indicate that stories are powerful in answering
the following kinds of questions:

1 What kind of organisation do we have?
How does this compare with what is needed?
What kinds of people do we want to attract and keep?
What are our goals and purpose?

What past events are we proud of?
144
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T What shall we do in the future?
The American College of Surgeons (ACS) (2002) concluded their inquiry on errors
in the operation room or theatre by giving the following recommendation on having
an error reduction system:

team approach i you cannot do it alone
A fair and non-threatening workplace

Rigorous and real time scrutiny of errors, close calls and near misses
Donét pl ay t hidoldindivedoats regpansilee for recklessness
and foster personal accountability BUT hold the system responsible for
errors.

1 A constant unrelenting desire to improve

= 4 4 45 4

The above recommendations by Lessem and Nussbaum coupled with
recommendations ACS (2002) embraced the framework of Ubuntu philosophy.

5.7.9 Successes are celebrated along the Way

Pride should not be focused solely on
is being done every day, all day to achieve that record. A policy was in place on what
Zimplats celebrates and included:

1 National SHE achievements as first position e.g. Proto team, first aid,
Chamber of Mines SHE audits,
1 National Fire competitions and NSSA national safety awards.
1 Milestones like fatality free shifts and 365 lost time injury (LTI) free days are
celebrated.
The operatives defined their definition of celebrating in song, industrial theatre and
dancing and playing traditional mbiras. This is typical of indigenous African culture.
Nussbaum and Impey (1996) clarify the variety of roles that are fulfilled by music
and dance. The attention given to implicit versus explicit intention gives an indication
of the variety of roles played by dance and music, and elucidates the sophisticated
social functions of these performing arts. Twenty dances in Zimbabwe were
classified according to whether they have a developmental, preventive or
remedial/rehabilitative function. It is important to note that, while the focus of the
analysis was on dance, each dance is accompanied by music. The following
definitions were used in their analysis:

1 Developmental: Dances which contribute to the education, socialisation and
development of individuals and groups.

1 Preventive: Dances which contribute to maintaining psychological health and
social harmony.
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1 Remedial/Rehabilitative: Dances which seek to assist an individual, a family
or a community, when a situation or problem arises which is actually or
potentially damaging. The dances are directed towards correcting the
situation. This category also includes dances which seek to respond to a
serious problem in an individual, a family, and the community. The purpose
of the dance is to solve the problem that has occurred and to restore effective
functioning.

Most dances fulfil a preventive or developmental function. This attests to the key
role played by music and dance in education and socialisation, and in the prevention
and alleviation of stress through the promotion of social cohesion and group
solidarity. Dances that are considered to have a remedial/ rehabilitative role, like the
bira and the dandaro, are fewer in number, but are extremely important in the lives
of people, both at a personal and at a community level. Nussbaum and Impey
(1996).

5.8 ZIMPLATS-MHONDORO MINING COMMUNITY AND DESCRIPTIVE
METHOD

The Mhondoro mining community has not been spared by the effects of the colonial
era which saw the local people being displaced and disadvantaged by the colonial
rule. The researcher was part of this community that has been marginalised yet it is
the rightful beneficiary of the land endowed with natural resources. The historical
imbalances which were leveraged through various laws that included the famous
OLand Apportionment usbahdryd€tof 19513a0d the UmlasvfulL a nd H
Organisations Act of 1959 prevented the indigenous communities from participating
in any meaningful economic and political activities. According to Acemoglu et al.
(2007) the essence of economic empowerment lies in the spreading of benefits of
economic growth to the majority; making an economic growth that was premised on
the inclusion of ordinary citizens. In this way, empowerment was to be concerned
with the benefits of economic transformation and empowering of the previously
disadvantaged ordinary people.

Most recruited personnel had never worked elsewhere except being engaged in
subsistence farming and possible small scale mining. The mines around Zimplats in
Mhondoro still employed old mining techniques and created a risk environment.
Talking to the employees who originate from Mhondoro they confirmed that it was
risky working in those mines and several of their colleagues lost their lives or limbs
but some cases were never reported to the authorities. The culture of risk behaviour
was a cause of concern for Zimplats operations. However, the community longed
for and treasured employment by Zimplats as it provided a sustainable source for
their life hoods. Hence no one would wanted to lose their job at Zimplats. The
research revealed that because of their big 5 employees were willing to go an extra
mile in complying with company standards.
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The accelerated resettlement program had however introduced a potentially new
risk of human error to the mining community. This was because a number of new
settlements were now within the zone of influence of the mining hazards. The
decision to resettle within these areas poised a potential major catastrophe in the
event there was a triggered collapse for example of the mine tailings dam as
illustrated in appendix 5.

The descriptions that have been captured in this section have served to highlight
several aspects of the narrative: what the Mhondoro Mining community thought of
themselves; what typical days were like; and what their relationships were with their
families. It must be pointed out these descriptions were an iterative process where
every inquiry process brought us closer to reality. As a researcher, | had been
involved with the Mhondoro community where we held discussions formally and
informally while being in my home village at social family functions. We have also
had some very interesting heated and passionate discussions about the role of
human error and how it contributed to organisational performance.

Their stories hinge on their risk tolerance levels which were generally very high They
gave a variety of examples; how they used to run bare-footed in thorny bushes
herding cattle; sleeping for several days in the jungle during the liberation struggle;
and working in small scale mines. Most conversations revealed that people believed
they could face the risky environment of mining environment. On one the social
functions we came across a well-known industrious villager by the name Tubukai
cutting down a tree. Disturbingly he was sitting on top of the branch of the tree that
he was cutting. When cautioned by others he retaliated that he was so experienced
with this task that he could navigate around the risks associated with it.
Unfortunately, we were summoned some minutes later to come and render
assistance to him after he had fallen and broken his limbs. The behaviour
exemplified by Tubukai was prominent among rural people as the level of risk
tolerance was high. The employees however made it a point that they adapt to
change easily and their upbringing had taught them to have multi-life styles mainly
the work and home life styles. They bragged that their fathers had managed the two
life styles well giving examples of having stayed in urban centres for work purposes
and had a totally different home life style referring to the rural home. In their context
home referred your rural place of origin i referred to in Shona as kumusha.
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5.9 SUMMARY OF CAUSES OF HUMAN ERROR

Culture

Training

Personnel

Procedure

\factors
Other
factors
Figure 5.7 Causes of human error (Source: International Journal of

Research in Management and Technology 2011).

Figure 5.7 demonstrates which factors contributed mostly to human error and that
typically led to incidents and eventually accidents. The Sahwira Research Council
concluded that while western models have done well in identifying the underlying
contributing factors of human error, such models have all too often limited the
definitions to the workplace ignoring the very important cultural background and/or
the core-indigenous nature, culture and spirituality of the of the subjects. The identity
of the workplace was assumed to represent background culture which was not
always the case, in fact, the complexity of identities was ignored by the western
models. The eight tenets/keys discussed for creating a safety culture:

I. Risk based approach across the whole value chain
ii.  Behaviour based Initiatives
iii.  Safety Leadership
iv.  Accident and Incident investigation

v. Management and Employee Interface
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vi.  Stakeholder Relations
vii.  Business Protocol or Philosophy
viii.  Successes are celebrated along the way

Recommendations from other research relevant to error reduction included

i. Team approach i you cannot do it alone
ii. A fair and non-threatening workplace
iii. Standardised approaches such as ATime out o
Iv.  Rigorous and real time scrutiny of errors, close calls and near misses
v. Dondot pl ay t h-édoldindizisdoals responsele for recklessness
and foster personal accountability BUT hold the system responsible for errors
vi. A constant unrelenting desire to improve.

5.10 CONCLUSION

The discussions confirmed that the appropriate method and origination which was
the research process for this project was the Southern relational path that is
grounded in nature, community and was strongly influenced by culture and
spirituality. The descriptive method was applied to self, Zimplats and the Zimplats
Mhondoro mining community to unravel the role of human error in organisation
performance. To articulate the first part of the GENE, grounding of the research,
integral design and the full integral architecture were explored giving emphasis to
the authentic Southern path while borrowing from the other worlds. The potential
synergies of the three worlds that exist, that are myself, Zimplats and the Mhondoro
mining community are captured enabling gaps that exist to be narrowed. The
origination of the human errors in all the three facets namely self, Zimplats and
Mhondoro mining community has been comprehensively been described. The
culmination of this chapter was that the BMS although it offered grounding for
operational risk management it only partially addressed the nuances and subtleties
of human error as proved by the Cynefin frameworks. The complex, chaotic and
disorder frameworks required additional intervention as the cause and effect were
not coherent. The adoption of Ubuntu philosophy borrowing from the Kyosei/Kaizen,
Nordic Naringslivand Anglo Saxon to have an integral culture was emphasised. The
next chapters follow the integral innovation path, beginning with phenomenology as
chapter 6.
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CHAPTER 6
EMERGING

REVISIT KNOWLEDGE FOUNDATION THROUGH PHENOMENOLOGY
KNOWLEDGE APPLICATION

6.1 INTRODUCTION

If we see each problem; be it water shortages, climate change, or poverty; as
separate, and approach each separately, the solutions we come up with will be
short-t e r m, often opportunistic fAquick fixes!
imbalances, such as the recent ramping up of corn-based ethanol as an alternative

to i mported oil 0 HuSanermpeis irdeéed adlobal problénDtBa) .
requires a knowledge application that addresses deeper imbalances, discussed in

chapter five and described through frameworks of the Cynefin model. The previous

chapter demonstrated the limitations of management by systems in dealing with
operational risk management specifically the human error. The implementation of
management systems at Zimplats while it partially succeeded in reducing the

number of injuries, createda6 Gul f of It .is them and Us§®d

This chapter explores human philosophies to address cognitive errors more
effectively. It mainly focuses on the application of the information and knowledge
obtained from the research. It articulates knowledge gathered from the descriptive
method or grounding. The intention is to enrich the research and its applicability so
it can be useful to the dominant issues of operational risk management and human
error. The previous chapter defined the research technique being pursued for this
integral research using the Southern relational path, aligned with humanism. We
now turn from descriptive methods and origination of the research to
phenomenology, where we lay out the foundation of the work (Lessem and Schieffer,
2010). This chapter will review the various philosophies as they relate to the human
error, the phenomenon under research.

According to Lester (1999) dAthis normally t
and perception through inductive, qualitative methods such as interviews,

discussions and participant observation, and representing it from the perspective of

the research parti ci p @&ahwisaReseaich Eouncile(SRCar c her
embarked on a radical inquiry across all levels of the organisation on the
phenomenon. They focussed on the knowledge that had been shared, to identify

emergent patterns that relate to self, SRC, Zimplats-Mhondoro Community and the

society. Enabl i ng phenomenol ogyds wunderlying duse
methodology and knowledge field, this chapter will surface existing knowledge on

human error in the context of operational risk management. It will simultaneously
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review relevant literature on philosophies across the globe and those which
pertains to Africa (Lessem and Schieffer 2014). The SRC together with the
researcher have becomepart of the rel evant -Mhonhdbre
mining community by virtue of being employed by the organisation.

Technology or knowledge creation evolves from the Northern path, it was very
critical to understand mining operations in depth and hence elements from the North
heavily anchored by culture and spirituality from the Eastern path were employed.
Mutenga (2016) had his lens on enterprise wide risk management (EWRM), which
covered strongly the corporate risks with special emphasis on 1SO 31000, for
Zimplats and this assisted this research in the overall integration of the
transformation journey. The research connected with the wider spectrum of African
innovators.

The understanding of human factors and human errors as they relate to
organisational performance were explored from the Western perspective and
theories to unbundle the critical aspects for discussion. The African perspective was
activated through phenomenology to co-create new knowledge.

6.2 ORIGINS OF PHENOMENOLOGY

Edmund Husserl, (1859 to 1938) known as the father of phenomenology is the
philosopher that initially developed phenomenology. His view was different from
earlier proponents like Franz Brentano (1838 to 1917) in that he moved away from
the purely positivist orientation of the science and philosophy, giving impetus to
subjective experience as the source of all our knowledge of objective phenomena.
Lessem and Schieffer (2010) contend that his presentations of philosophical
concepts and techniques were designed to identify the essences of reality in human

consciousness. Husserl 6s work asserted th

their own reality independent of any physical basis, and that a science of the spirit
(Geisteswissenchaft) must be established on a scientific foundation as the natural
sciences managed. Following this principle, the research ensured that the various
Zimplats operational structures or Self Directed Work Teams (SDWTSs) within the
research spectrum were examined in terms of their interaction within the ecosystem.
Specifically, daily work, practices and experiences as they pertain to human error
were examined from the level or viewpoints of the specific structures or teams. The
historical lived experiences of SDWTs were interpreted by linking phenomenology
with Eastern hermeneutics (which is the art of interpretation of human experiences).
The researcher also used the six key tenets of phenomenology to lay the foundation
as espoused by Lessem and Schieffer (2010) and these are:

a) Engage in a process of radical inquiring
b) Immerse yourself in a life world of immediately lived experience

wor |

c) Concentrate on il luminating the nature

d) Focus on the subjective view of experience
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e) Locate every unique cultural history as an episode in the larger story

f) Go beyond reductive positives and naive empiricism.
The researcher intended to immerse himself in the world of immediately lived
experiences to understand several dimensions: Human error and human factors;
human error models; immediate lived experiences; human factor and leadership;

and human factor and cor por atresearcloasssteth anc e .

in human factor and corporate governance.

6.3 UNDERSTANDING HUMAN ERROR AND HUMAN FACTORS

Human error is a result of human factors. The term human factors can be defined in
several ways, but a widely-accepted definition is that of health and safety, as
adopted by the World Health Organisation.

AfHuman factors refer to environment al

factors, and human and individual characteristics which
influence behaviours at work in a way that can affect health
and safety. A simple way to view human factors is to think
about three aspects: the job, the individual and the
organi zation and how they i mpact
safetyrelat ed behaviourso (Flin, et al

The study of human factors is usually linked closely to ergonomics; defined as the
application of scientific information concerning humans to the design of objects,
systems and environments for human use (Flin, et al, 2009:5). In a work context,
human factors research examines the environmental, organisational and job factors
of humans interacting with systems, as well as the physiological and psychological
characteristics which influence behaviors at work.

Historically, there have been three approaches to the study of human error. The first
was taken from the field of engineering and led to the development of a range of

No

OD

techniques, generically call ed t he Ahuman

techniques assumed that the actions of a person in a workplace could be considered
from the same point of view as operations of a machine. The objective was to predict
the likelihood of human error and evaluate how the entire work system was
degraded because of this error alone or in connection with the operation of the
machines, the characteristics of the task, the system design and characteristics of
individuals (Swain and Guttmann, 1983). The SRC argued with this assumption in
that actions of person are unpredictable unlike machines. Other forces which are
dynamic influence the actions of people.

This approach led to considerable progress in efforts to predict the occurrence of
human error. However, it has been criticised as insufficient. Reason (1992) notes
that the main difficulty is the estimation of error probability. In designing new
systems, there are no prior data on the error probabilities. One can count on data
from simple components, such as errors that are committed to reading a data into a
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dial or entering them into a keyboard, but not the errors that may be committed by
interacting with the system.

The second approach was adopted from cognitive psychology. In this respect,
ergonomics sought to know the mental processes responsible for committing an
error (Norman 1981; Reason, 1992). They assumed that errors were neither caused
by irresponsible behaviour nor defective mental functioning. They may be rather the
consequence of not having considered how a person perceives, attends, remember,
makes decisions, communicates and acts in a particularly designed work system.
This standpoint recommended investigating the causes of human errors by
analysing the characteristics of human information processing. Here, the first step
was classification of errors according to the level of processing involved in the
behaviour that led to the error. This approach was widely accepted by the SRC who
advanced it by suggesting that culture of the community where the individual came
from or were raised needed also to be understood. Their conclusion was based on
the idea that in African Ubuntu the community is responsible also for the socialisation
and shaping of the individual.

Reason (1990) affirmed earlier work by Norman by noting that the human error
problem can be viewed in two ways: the person approach and the system approach.
Each has its model of error causation and each model gives rise to quite different
philosophies of error management. Understanding these differences has important
practical implications for coping with the ever-present risk of mishaps in clinical
practice. The assertion by Reason concurs with Lessem and Schieffer (2009) in that
human errors require a trans-disciplinary approach to address systematic errors.
However, there was a need to also deal with personal approach errors which
required trans-cultural approaches which went beyond a single mono- culture to
address cognitive errors. The noted British authority on human error taking on the
work of Norman went on to develop a generic error model.

6.3.1 Generic Error Modeling (GEMS)

GEMS is an error classification method that was designed to provide insight as to
why an operator may move between skill-based or automatic rule based behaviour
and rule or knowledge-based diagnosis. Errors are categorised as slips/lapses
(frequently skill-based errors) and mistakes (usually knowledge based errors). The
result of GEMS was a taxonomy of error types that could be used to identify cognitive
determinants in error sensitive environments. GEMS relied on the analyst either
having insight about the tasks under scrutiny or the collaboration of a subject matter
expert, and an appreciation of the psychological determinants of error. In the view
of the SRC the method of transfer of knowledge must be adapted to the receiving
community for errors to be minimised.
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6.3.2 The Swiss Cheese Model of How Errors Lead to Accidents

In his work, Reason developed a model of how errors lead to accidents. His
argument was that for an accident to occur numerous contributing causes will be at
play and that error is one of those causes. He asserts that certain conditions should
be at play for an accident to occur. He invoked the metaphor of multiple slices of
Swiss cheese, the cheese famous for being riddled with holes (Figure 6.2). If each
slice of cheese represented a condition in the task being done, an accident could
happen only if holes in all four slices of cheese are lined up just right. In well-
designed systems, there can be many equipment failures, many errors, but they will
not lead to an accident unless they all line up precisely. Any leakage, passageway
through a hole is most likely blocked at the next level. Well-designed systems could
be resilient against most failures. This I
accident was usually doomed to fail.

Figure 6.1 The Swiss Cheese Model (Source: Reason 1990)

Zimplats adopted a similar model the Hazard and Operability Analysis (HAZOP).
Whalley (1988:96) defines hazard operability study as a well-established technique
in process design audits and risk assessments in engineering. It is typically applied
in the early stages of the design of a system or subsystem, although it can equally
be applied to existing systems particularly when the design is being modified, or if
retrofits are being introduced. The SRC in our deliberations acknowledged that the
error based systems were being done though by the selected few which pointed to
the shallow depth on execution. The trend was to then incorporate the critical actions
in the procedure. The next section explores the work of technology at Zimplats in
reducing human error.

Although there are more elaborate classifications today, it is possible to make a
synthesis based on the classical scheme proposed by Rasmussen (1983). He
distinguishes three types of errors depending on the level and degree of cognitive
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control involved in the erroneous behaviour. The three types of errors can be largely
attributed to the familiarity that the person has with the system:

1 Errors based on skills: When a person is very familiar with the task, his/her
action are over learned as a low-level pre-programmed sequence of
operations that do not require and often are not under conscious control. If
one of these actions is poorly performed or the sequence is applied in an
unusual order, a skill-based error occurs.

1 Errors based on rules: The selection of actions in a situation often depends
on the implementation of a set of rules of the type IF (condition) THEN
(action). The activation of the right rules depends on the interpretation of the
situational conditions. If a situation was misinterpreted the retrieved rule will
be inappropriate as well. In other words, an error based on rules will occur.

1 Errors based on knowledge: When we encounter a new problem situation,
so that existing skills and learned rules are of little help, it is necessary to plan
a novel action sequence to its resolution. This is a higher-order cognitive
activity demanding a lot of conscious control. If its actions are not planned
correctly, a knowledge-based error will occur.

Cognitive ergonomists took those classifications for granted in their attempts to find
explanations of action slips and errors based on the cognitive models. However, the
explanations have been criticised for being insufficient to facilitate the prediction and
prevention of errors.

Indeed, it was difficult to predict errors from explanations based only on the
hypotheses about human cognitive system. Therefore, the third approach has been
developed recently to combine the reliability analysis developed by engineers with
cognitive modelling. This approach starts from the basic assumption that the
behaviour of a person is determined by the context in which it occurs. The work
system creates dynamic, ever-changing situations. It is therefore necessary to
consider the context and all levels of organisation that contribute to system safety:

the systembs technol ogy, t h eationaldanagenéntal |,

and cultural factors. In other words, it was not sufficient to estimate errors only from
the perspective of human information processing (Wilpert, 2001). According to this
new approach, the person and the working environment should be considered as a
highly interactive joint cognitive system (Hollnagel and Woods, 2007).

The interaction between the two components was of a crucial importance for any
ergonomic analysis. Based on these assumptions, several authors have proposed
methodology for estimating the probability of human errors depending on specific
situation in which human-machine interaction occurs. The methodology
presupposes two steps of analysis:
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1 To identify the types of errors that are possible for a specific task in each
scenario of event development,

1 To classify these types of errors by their ranges of probability to identify which
are the most probable and which are the least probable within the given joint
cognitive system (Hollnagel, 1998; Cacciabue, 2004).

In an informative study on organisational aspects of safety, Marais et al. (2014),
draws on several big American organisations and concludes that human factors are
central to the occurrence and prevention of accidents at the workplace. In a related
study, Meister observed that human error was the primary contributor to more than
70 per cent of commercial airplane accidents (Meister, 1982:1). Meister observed
that human factors had grown increasingly popular as the commercial aviation
industry had realised that human error, rather than machine failure, underlies most
aviation accidents and i nci dent s . Huphen fagtdrsl svolve fgathering
information about human abilities, limitations, and other characteristics and applying
it to tools, machines, systems, tasks, jobs, and environments to produce safe,
comfortable, and creative human useo.

The SRC acknowledged that in the mining industry, the understanding of the human
factors could then be most safely and efficiently be integrated with the mining
technology. That integration could then be translated into design, training, policies
and procedures to help human perform better and minimise human error. Clearly,
therefore, organisational factors play a role in almost all work-related accidents. At
the same time, studying these factors was a critical part of understanding them, and
in the process helping in their prevention.

6.3.3 Behaviourist and Human Error

The thrust of the behaviourist approach in psychology was that human behavior is
learned, thus all behavior can be unlearned and new behaviors learned in its place.
Behaviourism is concerned primarily with the observable and measurable aspects
of human behavior. Therefore, when behaviours become unacceptable, they can be
unlearned. Behaviourism views development as a continuous process in which
children play a relatively passive role. It is also a general approach that is used in a
variety of settings including both clinical and educational.

Pavlov (1929) defined classical conditioning as a kind of learning in which a
previously neutral stimulus acquires the property of a natural stimulus, come to elicit
a response, through its association with a stimulus that naturally brings about the
response. It is also called signal learning. Watson (1931), helped define the study of
behavior, anticipated. Skinner's emphasis on operant conditioning, emphasised the
importance of learning and environmental influences in human development.
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Amongst many laws we highlight the first Principles of Learning based on
Thorndi ke o s, (TRoxngdilker(18Mel949)

1 Learning involves trial and error.

Learning is the result of formation of connection or bonds stimulus- response-
response(S-R)

Learning is incremental not insightful

Learning is direct; not cognitive.

The S-R connections are established in nervous system.

1 The connection (bond) strength can be increased or decreased.

Skinner (1904-1990) Operant Conditioning / Instrumental Conditioning: It is defined
as a process of learning whereby a response is made more frequent/ more probable
by reinforcement. He holds the view that behaviour can be shaped by reinforcement,
and by chaining reinforcement, complex behaviour also can be shaped.

=

= -4 -4

The behaviours when they are said to be unsafe acts (human errors), they contribute
to causes of accidents. Behaviorists believe managing the stimulus will give desired
response. The SRC likened this to the peer to peer observation currently being
implemented by Zimplats together with bonus rewarding system which penalises
teams that incur injuries

6.3.4 The Case of Hwange Coal Mine Disaster, June 1972

This section examined the contribution of human error as applied to the Hwange
Colliery disaster of 1972. In this endeavour, it assessed various indicators for
possible disasters at the mine which management paid lip service to. These included
presence of coal dust, large quantities of methane gas and two fire ignitions which
occurred at the mine prior to the June 1972 disaster.

At about 10.25 a.m. on the 6th of June, 1972, at No. 2 Colliery, a coal-dust explosion
occurred underground. The explosion swept through the greater part, if not the
whole, of the underground workings. 427 persons died and seven were seriously
injured. Of the 427 persons in the Mine, only two survived. On the surface two
persons were killed and five were seriously injured. Officials and supervisors directly
responsible for the underground operations lost their lives. Of the 425 persons who
died in the Mine, those who might have survived the force of the explosion must
immediately have been overcome by the poisonous atmosphere which filled the
workings (Quenet et al: 15).

The subsequent Commission of inquiry into this disaster later found out that the
immediate cause of the explosion was coal dust. Coal dust was the inevitable
concomitant of coal production and its explicability constitutes the most formidable
hazard in coal mining. In the mining history, the seriousness of coal dust was
recognised to an increasing extent towards the end of the nineteenth century. It was
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not until July, 1920; however, that the General Regulations were introduced in British
coal mines, prescribing safety measures against coal dust explosions. At about the
same time, similar regulations were formulated in many other countries. Regulations
were first introduced in the Union of South Africa in 1910, and these were amended
from time to time as more knowledge and experience were gained of the nature of
coal dust explosions and the means of their prevention (Quenet et al:16 -17).

The potential hazard of coal-dust explosions is best illustrated by the fact that there
were fourteen major disasters (involving in each case more than 100 deaths) in
British collieries during the forty-year period before the introduction of the General
Regulations. Yet during the fifty-two years following their introduction, only two
explosions of the same magnitude occurred. Since that time several excellent texts
(including the Final Report of the Working Party on Coal-dust Explosions, published
in 1967 by the National Coal Board) have been published.

Yet, despite the existence of such literature, mine disasters have continued
occurring in many parts of the world, partly due to human error. A commission of
inquiry into the Hwange Colliery disaster produced convincing evidence that human
error was at the centre of this disaster. Though there were indications pointing to
this danger, mine management continuously failed to take precautionary measures
against the possibility of this disaster. Firstly, the safety and health environment for
the general workers was very poor. When a Mr. T. A. J. Braithwaite was appointed
General Manager for the Hwange Colliery Company in 1950, he reported right away
about conditions that wer e nA-wonkohgusingrverp abl y
small mine tubs which we subsequently replaced with tubs of larger size. Drilling
was by man-drills or jackhammers occasionally. No protective clothing of any kind,
boots or hard hats. The general system of illumination was candles and the officials
carried carbide | ampso, (Quenet et al: 8).

Coal extraction operations are closely associated with production of coal dust and
methane gas. Coal mining creates dust which settles and collects on the floor, roof
and sides of mine workings. Inevitably, the dust so formed may exceed the minimum
concentration required to propagate an explosion, leading to coal dust explosion.
Another danger is the development of methane gas, a colourless, odourless and
tasteless gas which escapes from the coal surfaces that are exposed as mining
operations. As it is considerably lighter than air, it rises to the roof of the workings
and when diffused in air, it forms a mixture containing from five to fifteen per cent;
becomes explosive and most violently so when the gas reaches at least nine per
cent. Because a mixture within these proportions is easily ignited by a naked flame
or spark in most coal-producing countries, elaborate precautions are taken to reduce
the hazard of accidental ignition, (Quenet et al: 19).

Another human error that was later regretted was the oversight not to practice stone
dusting at the Hwange Coal mine. This failure to take precautionary measures in
face of earlier indications of dangers pointed to negligence and lack of concerns for
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the safety of workers by mine management. Prior to the disaster of June, 1972, there
were two recorded fire ignitions at this coal mine. On the 29" of December, 1960,
three persons were severely burned because of an ignition of methane gas in the
Kamandama Area of Colliery number 2. The ignition occurred when a match was
struck to light a fuse igniter. Mr. Mooney, the Inspector of Mines then stationed at
Wankie who conducted the investigation, opined that minor ignitions had occurred
previously but had not been reported. The miner-in-charge described the ignition in
these terms, "The whole face area filled with flame. There was no noise. There was
a pale blue and reddish flame that moved out from the face". He added on that
saying,

Although this accident was the first recorded accident from this because it is
regarded as a timely warning, as conditions in this respect were likely to worsen in
the future when the Kamandama and North shaft workings (No. 2 Colliery) approach
the Deka fault plane, and the north development at No. 3 Colliery extends under the
Matura hills where the depth will be about 1 500 feet (450 meters), (Quenet et al: 9).

Hwange Colliery Management acknowledged that this was signal enough about
dangers associated with coal mining at Hwange. Thus, in the light of this event, Mr.
Braithwaite said: This came as a great surprise to everybody. It was at that time a
naked-light mine, nonfiery mine... It was from that time that we started to take serious
precautions in relation to gas and its detection” (Quenet et al: 9).

During the 1960s, a Mr. Bills prepared a schedule showing detections of methane
gas in Hwange Colliery Number 2. Because of his inquiries, reportable quantities of
methane gas were found particularly in Hwange Colliery Number 2 Colliery (Report,
Hwange Colliery Disaster, p. 11). Surprisingly, the Commission of inquiry found no
record of any report of these detections having been made to the Department of
Mining Engineering. Certainly, the failure to report was a serious error; an act of
serious neglect on the Mine's part because methane in reportable quantities was an
obvious danger to mine safety operations.

With all this evidence, it should not have been a surprise when, at about 3.10 p.m.
on the 21st of October, 1970, a second ignition took place again at Hwange Colliery
Number 2. A subsequent investigation revealed that during blasting operations, a
blown-out shot in the presence of fire-damp led to the ignition. The miner admitted
he had not tested for fire-damp before firing the shots and added that for ten minutes
before blasting the auxiliary fan had been switched off (Quenet et al: 119-120).

With overwhelming evidence for possible danger at this mine, management
continued paying little attention to safety measures at this mine site. A Mr.
Braithwaite, for instance, downplayed the desirability for stone-dusting the mine, and
were influenced first by seemingly cheaper measures that they were, in the
meantime, taking at Wankie and, secondly, by practice in similar mining conditions
in South Africa. Management decided that coal-dust, particularly in the working
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areas on the main travelling ways, should be controlled by wetting-down and not by
stone-dusting”. Another factor which influenced this decision was the sheer size of
the excavation and thirdly the fact that sections were swept and were watered-
down". And further on: "I think, to put it correctly, we did not regard it as a serious
risk, (Quenet et al: 12). Clearly, financial consideration was main factors in this
decision.

The commission of inquiry on the Hwange Coal disaster wondered why, for a long
time, Hwange Colliery management continued believing that coal-dust was fairly
innocuous in the Colliery. This was so even though, for a long time, literature had
pointed to the great danger of coal-dust and coal-dust explosions. Clearly,
negligence was at the centre of this mishap. Though privy to the fact that stone-
dusting was conducted elsewhere, management ignored this practice, because
management fAjust didn't believe t hdastin
Wankie." Further to that, | say, the history of Wankie was that we had not done so.
| was also aware that it was not general practice in South Africa either. We rather
identified ourselves with South Afric

The Hwange Colliery disaster resulted in a huge cost not just to the mine, but also
the country at large. Apart from the death of more than 400 souls, it led to the
complete closure of Hwange Colliery 2 mine site. It was therefore a massive
disaster, both socially and economically. But underlying this disaster was human
error. Management continued paying little attention to indicators of danger while
prioritising short term profitability. The SRC views were that once indicators of
potential major hazards are identified critical controls should be putin place. No work
should be too important to ignore the safety rules. Sharing on past experiences of
accidents in other operations should inform decisions on managing operational
risks. The views of SRC also included improving the technology of detecting the
hazards in advance to inform correct decision to evacuate people on time before the
accidents occur.
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6.3.5 Mining Technological Developments

Following major mining accidents due to human error, the mining industry has made
significant strides in adopting some of the best technology to deal with human error.

Blasting Systems Advancements Gas monitoring advancement Ore Transportation System Advancements
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Figure 6.2 Advancements in technology (Zimplats Strategy Presentation

2015)

Figure 6.2A shows the roadway of improvements in the blasting systems from the
rudimentary fuse and matches to the current remote centralised blasting system
which removes personnel from the danger of explosions underground. The firing is
done on surface with no persons exposed. Zimplats has adopted best practice in
this area and are on central blasting which eliminated human limitations or errors
related to blasting.

Figure 6.2B also indicates the historical phases of development of technology in gas
monitoring underground and this aspect that affected the Hwange colliery disaster
of 1972. Zimplats now has electronic multi gas detectors and is slowly migrating to
real time remote monitoring. The equipment provides critical information on the
levels of noxious gases for operatives to evacuate the working places before
explosions.

Figure 6.2C shows improvements in the transportation of ore in mining from an age
where men would carry the ore on containers over their heads. Zimplats is now using
conveyor belts monitored through a camera system and dump trucks which speed
control devices as well as the proximity detection warning devices to manage man
to equipment or equipment to equipment interface. These technology advancements
have drastically contributed to the reduction of accidents due to human errors. The
introduction of technology has ushered a new error of women in mining an industry
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which predominantly for men. The errors seem to have been transferred to a more
robust system.

Two schools of thought have come up with two aspects of accidents. Charles Perrow
formulated what has come to be known as the Normal Accident Theory (Marais, et
al.: 1). This came in the aftermath of the accident at the Three Miles Island nuclear
plant in 1979. Perrow introduced the idea that in some technological systems,

accidents are inevitable or fAnor mal o. He w
namely interactive complexity and loose/tight coupling which he claimed together
determine a systembs susceptibility to acci

Perrow coined the phrase Interactive complexity to refer to the presence of
unfamiliar or unplanned and unexpected sequences of events in a system that is
either not visible or not immediately comprehensible. A tightly coupled system is one
that is highly interdependent; each part of the system is tightly linked to many other
parts and therefore a change in one part can rapidly affect the status of other parts.
Tightly coupled systems respond quickly to perturbations, but this response may be
disastrous. Loosely coupled or decoupled systems have fewer or less tight links
between parts and therefore can absorb failures or unplanned behaviour without
destabilisation.

According to this theory, systems with interactive complexity and tight coupling
experience accidents that cannot be foreseen nor prevented (Marais, et al, p.2).
They call these systems accidents. When the systems are interactively complex,
interdependent failure events can interact in ways that cannot be predicted by the
designers and operators of the system. If the systems are also tightly coupled, the
cascading effects can quickly spiral out of control before operators can understand
the situations and perform appropriate corrective action. In such systems,
apparently trivial accidents can cascade in unpredictable ways with possibly severe
consequences.

The most cruci al a s\pasessentially tha®thereffoadswddisproveh e s i s
safety in interactively complex, tightly coupled systems would involve increasing
complexity and therefore only render accidents more likely. According to Marais, et

al, the flaw with Perrowds arlgtiomheaorsidarss t hat
to improve safety is redundancy. Perrow d
provide for the execution of a task i1if the

2014:10). He correctly argues that redundancy introduces additional complexity and
encourages risk taking. He provides many examples of how redundant safety
devices or human procedures may not only be ineffective in preventing accidents,
but can even be the direct causes of accidents. A near meltdown at the Fermi
demonstration reactor in Michigan in 1966, for example, occurred when a piece of
zirconium installed inside the reactor as an additional safety feature broke off and
stopped the flow of coolant to the reactor core. The core was partially melted and
the reactor was permanently disabled (Marais, et al, 2014:2).
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While his basic argument about redundancy was very compelling, the use of
redundancy was not the only way to increase safety and many of the alternatives do
not involve increasing complexity. The most effective approaches involve eliminating
hazards or significantly reducing their likelihood by means other than redundancy. It
is my thesis that operations could be made safer by eliminating and reducing the
potential for human error and the following paragraphs will articulate these ideas in
more detail.

Human error could be reduced if safety considerations became priority in mining
organisations. It has been argued that in high reliability organisations (HROS),

defined as At he subset atfenjdyarecrd of bighsafetyr gani s

over | ong periods of ti meo, ( Mar ai s,
performance and safety as organisational goals, and consensus about these goals
is unequivocal. However, in other organisations, safety goals often do not coincide
with performance goals, and in fact, they often conflict. Also, while organisations
often verbalise consensus about safety goals, performance and decision making
often departs from these public pronouncements and is disconnected from such.

According to Marais, et al, safety is not the primary goal of most organisations.
Usually, the mission of organisations is something other than safety, such as
producing and selling products or the pursuit of scientific knowledge. In addition, it
is often the case that the non-safety goals are best achieved in ways that are not
consistent with designing or operating for lowest risk. In that case, each employee
reliably performing their job is not enough to ensure safety.

A further complication is that individual employee goals may conflict with one or
more of the organisational goals. It is obviously desirable for members to be
socialised and trained to provide uniform and appropriate responses to crisis
situations. However, beliefs about requirements for career advancement, for
example, may lead employees to behave in ways that run contrary to the

organi sationds interests or t o s &Shhevitay

Research Council noted with concern that the learning business institutes do not
incorporate the trans-disciplinary components that are social oriented hence lack the
humane element. The net effect of the Merais-Perrow argument, has created a gap
between management and employees and it is because of the need to bridge this
gap that the relevance of the Ubuntu philosophy cannot be over-emphasised. It
holds the potential to be a behaviourally embedded individual and collective
response through which all the stakeholders in the mining sector are committed to
safety.

Over training of emergency responses is a standard practice in the training of
operational personnel working in potentially dangerous, time critical conditions. La
Porte and Consolini (1996) state that all personnel, regardless of rank, are trained
to own a problem when they see it until it is solved or until someone who can solve
it take responsibility for it. However, in systems that are interactively complex and
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tightly coupled, taking individual action and acting alone could lead to accidents
when local decisions were uncoordinated with other local or global decision.

High Reliability Organisations (HROs) are characterised by flexibility and
redundancy in pursuit of safety and performance. According to Roberts (2001),
HROs use technical redundancy, where parts are duplicated (e.g. back up
computers) and personnel redundancy where personnel functions are duplicated
(more than one person is assigned to perform a given safety task) Closely
associated with this is an application of the systems approach, which assumes that
some properties or systems can only be treated adequately in their entirety, taking
into account all facets and relating the social to the technical aspects, (Marais, et
al:13). The systems properties derive from the relationship between the parts of the
system: how the parts interact and fits together. Thus, the systems approach
concentrates on the analysis and design of the whole as distinct from the parts. So,
the social component of safety also needs to be one in which there is communal
caring and shared responsibility taken to uphold the whole system. The answer in
my view, lies in the more intangible asset of humanism which will be covered in more
depth in the subsequent section.

6.4 HUMANISM

Humanism is a democratic and ethical life stance which affirms that human beings
have the right and responsibility to give meaning and shape to their own lives. It
stands for the building of a more humane society through an ethics based on human
and other natural values in a spirit of reason and free inquiry through human
capabilities. It is not theistic, and it does not accept supernatural views of reality. i
The International Humanist and Ethical Union

Humanism can be traced back more than twenty-six centuries ago, when there was
a shift in the Greek mind from a dependency on Olympian gods and to the
beginnings of scientific cosmology (Thales). Greek culture became more
emancipated in the period of Socratic and Hellenistic philosophy. The experiments
started with, continued with, and ended with attention focused on one thing and one
thing only, what people do. It was envisaged that the operatives would shift in their
safety maturity from a dependency on supervision to an interdependence which
marks the Ubuntu. The Zimplats-Mhondoro mining community has been affected by
past experiences of the colonial era which has resulted in human factor decay.
Human factor decay simple means the humane element is not active and the
marginalisation of those who do not have has continued. This was the new
procedure and it was revol ut i onar vy, in the same way th
procedure was revolutionary in the science of their time Hart (1943).

The next section highlights the different forms of humanism, beginning with the
western and eastern.
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6.4.1 Western Humanism

The main approach to humanism in Western management and organisational
thought has traditionally been individualist i despite the fact that the role of social-
psychological factors and the value of good teamwork and cooperation in the
workplace have been acknowledged early on through for example the Hawthorne
studies of the 1920s and 30s. Maslow (1943, 1954) presented a hierarchy of needs
in his motivational theory in psychology comprising a five-tier model of human
needs, often depicted as hierarchical levels within a pyramid.

Self-fulfillment
needs

Self-
actualization:
achieving one’s

full potential,
including creative
activities

Esteem needs:
prestige and feeling of accomplishment Psychological
needs

Belongingness and love needs:
intimate relationships, friends

Safety needs:
security, safety Basic
needs
Physiological needs:

food, water, warmth, rest

Figure 6.3 Maslow hierarchy of needs (Adapted by Chigwada)

Figure 6.3 shows the five-stage model which can be divided into deficiency needs
and growth needs. The first four levels are often referred to as deficiency needs (D-
needs), and the top level is known as growth or being needs (B-needs). The
deficiency needs are said to motivate people when they are unmet. Also, the need
to fulfil such needs will become stronger the longer the duration they are denied. For
example, the longer a person goes without food, the hungrier they will become.

One must satisfy lower level deficit needs before progressing on to meet higher level
growth needs. When a deficit need has been satisfied, it will go away, and our
activities become habitually directed towards meeting the next set of needs that we
have yet to satisfy. These then become our salient needs. However, growth needs
continue to be felt and may even become stronger once they have been engaged.
Once this growth needs have been reasonably satisfied, one may be able to reach
the highest level called self-actualisation. Every person is capable and has the
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desire to move up the hierarchy toward a level of self-actualisation. Unfortunately,
progress is often disrupted by a failure to meet lower level needs. Life experiences,
including divorce and loss of a job may cause an individual to fluctuate between
levels of the hierarchy. Therefore, not everyone will move through the hierarchy in a
uni-directional manner but may move back and forth between the different types of
needs.

Maslow noted only one in a hundred-people become fully self-actualised because
our society rewards motivation primarily based on esteem, love and other social
needs. McGregor (1960) theory is rooted in the early industrial era, Douglas
McGregor's Theory X and Theory Y contrasted two visions of the worker. Theory X,
the accepted model at the time, assumed that workers were drones, without
ambition or initiative who had to be punished and bullied by bosses to achieve
results. Drawing on newly emerging psychological principles, Douglas McGregor's
Theory Y offered a different model. Some key Theory Y principles are the following:

I.  Work is as natural as play or rest

ii.  Workers who are engaged and fulfilled actually enjoy their work

iii.  Under the right conditions workers actively seek responsibility, take initiative

and make creative decisions

iv.  Self-fulfilment is the real reward workers seek.
Generally, most traditional western approaches focus on the individual the self and
are task focused. The trends, however, have been gradually shifting towards a focus
on the group as evidenced by Denis Organ (1988:4) who defined organisational
citizenship as

febehaviour t hat i S di scretionar
recognised by the formal reward system, and that in aggregate
promotes the effective functioning of the organisation. The
behaviour is not an enforceable requirement of the role or the job

descriptioné . the behaviouri s a matter of personal

The SRCconceded that Ma s | o wwas iRdividualetic.cdrh ythe
African context the individual personis of course acknowledged and respected,
but by and large tends to be treated as someone whose existence and fate are
not to be divorced from communal imperatives. The individual as person, in this
view, is largely subordinated to meta- physical (spiritual) forces, and to  the
social values, customs, and rituals of the extended family. Intimate relationships
and identity are a basic need and self-actualisation does not exist.

6.4.2 Japanese 6 Ky o £encept

Japands case of Canon demonstrates devel

the Japanese philosophy of 6 Ky o, svieiadh ineans co-existence or co-evolution.
Canon is a Japanese multinational corporation, specialising in the manufacture of
imaging and optical product, which include cameras, photocopiers and computer
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printers. In 1988, its legendary chairman, R. Kaku, introduced the Japanese
philosophy of Kyosei into the organisation. Through that process, he made co-
evolution the guiding principle for Canon today (Lessem and Fischer, 2010: 188). In
the process, this case illustrates how an original eastern cultural impulse is realised
in economic practice. There is much to learn about how, using the case of Canon,
and with the application of Kyosei, the Japanese economy in general excelled during
the 1970s and 1980s.

The underlying tenet of Kyoseii s t hat trade must be carrie
own benefit but for the benefit of others. For Lessem and Schieffer, Kyosei is still

quite relevant for the overall welfare of the Japanese community today. Today, multi-

billion dollar corporations control vast resources around the globe, at the same time

employing millions of people. Therefore, they hold the future of the planet in their

hands. It is only through implementing 6 Ky o tha iglébal resources could be

harnessed sustainably. Lessem and Schieffer quotes Kaku, in this regard, saying;

Al f ¢ or uothea husinesses with the sole aim of gaining more market
share, and earning more profits, they may well lead the world towards
economic, social and environmental ruin. But if they work together, in a spirit
of Kyosei, our obligations, Kaku maintains, as business leaders, to build a
foundation for world peace and prosper.i

254).
This concept on business and human relations is closely linked to the work of John
Stuart Mill and John RuskiomecMinlolmmeairgd up w
6economic mando. Il n this regard, Mi | | regart

activities are understood solely in terms of possession of wealth. However, this was
challenged by Ruskin who maintains that humans are neither rats nor machines
because they have a soul . ATherefore, I n
needs to engage emotionally with the wor ke
contribution to social economics was re-centering economic theory and social
policies on a human standard. Instead of measuring the value of production and
consumption by money, income and wealth, he proposes to assess products in

terms of how much it davails towards |ife.
but Il i f ed, asnridhesb whitle nowishes the grgatest number of noble
and happy human beingso, Lessen andebchief

demonstrate the significance of the human factor in business management. The
discussion now moved to the south to appreciate the Ubuntu and its potential
contribution to organisations in southern Africa. First, we began with Ubuntu as
applied to the case of Amy Biehl.

6.4.3 Application of Ubuntu: The Case of Amy Biehl Foundation

Nussbaum (2003) defines southern African Ubuntu as
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fiJbuntu is the capacity in African culture to express compassion, reciprocity,
dignity, harmony and humanity in the interests of building and maintaining

community with justice and mutual <cari

Talking of Ubuntu and African values in management, the Amy Biehl Foundation
provided a good example. Amy Biehl, a gifted woman who won a Stanford University
Scholarship, committed herself to an extensive work and service provision throughout
the African continent, including working with the Namibian President on the Namibian
Peace Treaty, as a result to fulfil her 1993 Fulbright Scholarship demands. She also
worked on the establishment of multiracial democracy in South Africa, the New

Constitution, Women Rights as well as helped register voters for the countr y 6 s f i

elections. After her death in a tragic encounter with political violence in 1993 in South
Africa, her parents decided to establish the Amy Biehl Foundation employing the Ubuntu
values of egalitarianism. This foundation was essential to this research in the sense that
it depicted the need for social responsibility through voluntary work and the need to care
for others. The Foundation applies Ubuntu in its dealings with country issues. As a
success story of South Africa, the Foundation provides a better understanding on how
Ubuntu values can be used in organisations to further the principles of good
management, risk prevention and team work among others. This success story
motivated the Sahwira Research Council as it was relevant to the burning issues at
Zimplats. It gave them hope that Ubuntu is the key to unlocking people related
challenges in the workplace. The Amy Biehl Foundation managed to provide the youths
of the society with a second chance, based, among others, on the following aims and
objectives;

1 To reduce levels of crime, gangs and violence prevalent in South African
townships by developing and empowering 5-18-year-old youths,

1 To reduce alarming rate of high school students dropping out of school,

1 To enable South African youth to reach their full potential, regardless of
economic standing

1 To provide lessons for the new generation on reconciliation, forgiveness
and restorative justice.

Even though targeted to the youths, the texture of objectives and aims of the
foundation gives a picture that for better management of the youths in the society,
all-inclusive policies are imperative to achieve these social goals. Just as in the
performance of organisations, all-inclusive policies, principles and values are
essential and the following sections focus specifically on how Ubuntu along with
other indigenous concepts could be applied to Zimplats.

6.4.4 Traditional Ubuntu Concepts Applied to Work Environment

At the inception of the BMS the SRC echoed concerns by operatives that it was a
good system that had managed to reduce accidents. However, the leadership style

and the exogenous knowledge had created
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new culture brought in what they tewased 0Ssa
said to be because of doing things the same way over again and expecting different

answers. Insanity is doing the same thing repeatedly and expecting different results
(AlbertEinstein).

A person with a saturation syndrome develops a blame culture and does not conform
to the cultural values of Ubuntu which embraces collectivism. The operatives
believed some of their colleagues lost their jobs as they were deemed bad apples.
They argued that human errorwasnot i ndi vidualistic; i1itds a
factors which included work environment, leadership style, team culture, and socio
economic factors. They advanced their argument by saying the way they operate
promoted collectivism and the only better point of managing error was through the
safety culture of the team not the individual. Mthembu, (1996) contends that in an
African system, communality is a strong and binding network of relationships. This
communal network becomes a system regulating the behaviour of both children and
adults. As a result, Zimplats reviewed and revised the organisational values in 2013
culminating in the leadership style shift from that of enforcement to engagement.
There was an improvement but there was still need to continue enforcement for new
employees.

The SRC had some exciting moments when operatives used examples of their

interaction with nature through idioms to practically demonstrate the richness of

indigenous knowledge, which was applicable to work environment. During the
discussions three popular concepts emerged which addressed human errors and

safety culture. The concepts were; Us aput sa Chirongo (Dondt dr
values), Kurima concept meaning land preparation with ox drawn plough (focusing

on leadership and safety culture) and Kukama concept meaning milking the cow

(focusing on safe production specifically on lock out procedure). These related very

well to the employees and were easy to remember. We will expound on them later

in the chapter.

6.4.5 Usaputsa Chirongo( Dondét drop the Clay pot of

The SahwiraRe s ear ¢ h €&planationiof tiie lay pot of values as shown in
figure 6.4 was that, it symbolises the integral traditional knowledge which was part
of induction to the family of a newly married woman. This Clay pot was handed over
from generation to generation. It was of sentimental value and only precious oils and
drinks were stored in there. It represents the utopian essence of African Ubuntu. The
expectation was that the newly married woman would uphold the integral values of
the family culture. The ability to safeguard and not drop the Clay pot was a measure
of her womanhood. Shona culture and indeed most African cultures held women in
high regard. The saying musha mukadzi denotes that the family unit is held together
by the woman. It is she who bears the children, nurtures them and is generally in
charge of the affairs at home. The principle musha mukadzi is a recognition and
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respect for the socio-economic contribution that a woman brought into the family.
Women were viewed as sanctuaries and centres of development. Traditionally
greater voice was given to the mother of the family as she understood most of the
issues at home as compared to the father of the family (Rukuni, 2007). This analogy
was seen to be applicable to work environment. The Sahwira Research Council
gave an account on this clay pot that it is the receptacle of all African Knowledge
Building Concepts (AKBC) and has significant value in shaping our Ubuntu through
the enshrined values of We Respect, Care and Deliver. Thus, the AKBC was then
best referred to as Usaputsa Chirongo by operatives.

al yI TAKyS3 a8 a

al yI ANWR Gt e
Fy 38X BKired :

al yI3Ay3

Values insmwongo

Respect n
~ Care
Deliver

' 6 dzv G dzx |

Figure 6.4 0 Chi r-€&laygpot 6f Values (Integral Ubuntu knowledge)
(Adapted by Chigwada)

6.4.6 Kurima Concept: Leadership and Safety Culture

The traditional way of land preparation requires an ox drawn plough managed by
one to three people depending on how tame the animals are and their experience.
Usually an inexperienced ox is matched with an experienced ox until such time it
has mastered the techniques. Here the management team during the early stages
is made of three people, as shown in figure 6.5. One leading from the front offering
guidance, one enforcing from the back and third one holding the plough. This image
of management as a team in ploughing, worked well as a culturally grounded
management style which encouraged both an enforcement and guidance.
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Leadership and safety maturity culture model

Figure 6.5 Kurima leadership and culture model crafted by Chigwada 2016
model.

Stage 1: Monoculture

Enforcement: Behaviour modelling is through enforcement (system)

New employees

Combination, Compliance is the goal, safety by natural instinct

Close management from the front and from the back

Corresponds with new employees who need training and guidance at the same
time good enforcement

=A =4 -8 -4 -9

Stage 2: Trans disciplinary

Guidance: Behaviour modelling is mostly through guidance (management of
people)

Blended new and experienced employee

Fear, Discipline, Management commitment

Guidance is still required with less enforcement

The management style is mostly Guidance

E
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Stage 3: Transpersonal

1 Engagement. Behaviour modelling is through engagement (introducing
technology where there is human limitations: lighter ploughs, sharp blade, yokes)

Gender sensitive/Inclusiveness

Care for self

More of a monitoring management style

Oxen are engaged and know what is require
Accommodating i cows and oxen used together

E

Stage 4: Transcultural

1 Inspiration: Behaviour modelling is through inspiration (social innovation)

1 Interdependent; team work, care for others, help others conform, networking

1 Story telling as a management style to engage employees

1 Management by objectives with monitoring being mostly meant to communicate
the objective

1 Whistle blowing and new language that is embraced by management and the
Osubjectsod

1 Management style is mostly Inspiration

{1 Safety citizenship

Figure 6.5 stage 1 demonstrates a completely new pair of oxen which requires close
management from the front and from the back. This stage corresponds with new
employees who need training and guidance at the same time good enforcement.
This is the monoculture of the concept. There is a lot of management effort required
as evidenced by a team of three managers involved.

Figure 6.5 stage 2 shows that the black ox is experienced and trying to pull the brown
ox in the guided direction. Guidance is still required with less enforcement. This is
the trans-disciplinary stage of the concept. The management style is mostly
guidance. This second stage accommodates recruiting of a new inexperienced ox
to pair with the experienced one. This allows for the blending of the oxen due to new
recruits. The management style is mostly Guidance leading from the front training
of new ox and coaching them, hence management presence is decreased to two.
The experienced ox is assumed to assist management in guiding the new ox.

Over time, the oxen mature leading to stage 3 where the Engagement is the
prominent management style. The guidance is discontinued, and becomes
monitoring as new technology is introduced to cater for human limitations. Stage 3
of the Kurima model as shown in figure 6.5 involves introduction of technology. In
this case, it refers to the introduction of lighter implements for example 33kg plough
from 38kg plough. This enhanced efficiencies as the lighter plough can be drawn for
more hours and hence leads to increased production. The lighter plough allows for
people of both genders and could also be operated by women exchanging with men
resulting in increased coverage. Plough design changes which include sharp blades
also enhances efficiencies and this whole change in technology has seen the cows
being paired with oxen in previously oxen dominated area.
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This is the transpersonal stage and requires more of a monitoring management
styl e. The oxen are engaged and know
alone.

Stage 4 is where the oxen driven plough would be communicated to through
whistling, coded language which marks inspired management. At this stage the
management team and the oxen have established a strong relationship and the
tilling of the land is a collective assignment. For example, there is a whistle signaling
turning, slowing down, increasing pace and stopping. The two oxen and the person
holding the plough are one team, working together to achieve their objective. In other
words, at this level there is naturally inbuilt networking. Management and the oxen
share same sentiments in that they are mutually responsible and accountable and
credit each other with the success of the assignment. Figure 6.5 stage 4 shows that
the oxen are interdependent and guidance is completely discontinued and its
management by objectives is reduced with monitoring being mostly meant to
communicate the objective. This stage is the transcultural stage.

The operatives enjoyed the stages of the Kurima concept and resonated with it
wholeheartedly. Because of its connection to African culture, the concept of Kurima
could provide the right image and hence the right panacea for the workplace
challenges related to human error and accident prevention. The model is both
conceptually relevant and practically applicable to the leadership and safety maturity
culture model in the mining industry, so it could become easily internalised by the
operatives.

The Kurima model was applied in chapter 8 to test and prove its relevance to the
mining industry starting local to Global. The application will be on the Zimplats-
Mhondoro Mining Community to give impetus to new knowledge based on Ubuntu
philosophy.

Following the development of this model the SRC was confident that this indigenous
knowledge of Ubuntu through the Kurima model would be a bridge to close the
management- employee relation and provide various approaches of leadership
styles that are specific to the current cultures in the team. Teams also should be
able to self-assess themselves at which stage of the safety culture model they are.

6.4.7 Kukama Concept

It was during the engagement that the Kukama concept emerged and was related
to the work environment. Kukama is a Shona word meaning milking the cow.
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Figure 6.6 Community lock out system during milking process (Picture by
Chigwada)

Figure 6.6 demonstrates the milking process and the steps taken to lockout any
source of energy. The processes follow conventional lockout of energy sources at
work as follows. "Lockout/tagout” refers to specific practices and procedures to
safeguard employees from the unexpected energisation or start-up of machinery
and equipment, or the release of hazardous energy during service or maintenance
activities. The lock out stages are outlined below.

1 Step 1: Identify all energy sources i.e. electrical, hydraulic, pneumatic,
tension etc.

1 Step 2: Notify others; all affected employees.

1 Step 3: Shutdown the equipment, using normal stopping procedures for the
machine.

1 Step 4: Shut off energy to the affected equipment by switching off breakers
and closing valves depending on the type of energy source.

1 Step 4: Isolate the equipment from the energy source. Where possible
remove plugs or connectors

1 Step 5: Lockout/tagout the equipment by affixing locks and tags to each
energy source controlling device.

1 Step 6: Release any stored energy from capacitor banks, springs,
compressed air, steam, hydraulics, etc.

9 Step 7: Verify isolation of energy has occurred by trying to run equipment.

Step 8: Perform servicing.

1 Step 9: Release the equipment from lockout/tagout.

==
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Similarly, the above process is followed during the process of milking, where the
cow s legs are tied. Depending with the level of risk (aggressiveness) of some cows
an additional rope may be required around the cow's neck and tied to a pole. This
demonstrates the African way of doing things in a typically process- oriented and is
characterised by communally shared responsibilities. It is part of the apprenticeship
that young man go through as part of continuous integrated development Mthembu
(1996).

The SRC argued that we have always had indigenous knowledge that could be
applied at the work place to address human error through cultural approaches which
subscribe to collectivism. Chapter 7 will explore this emerging knowledge.

6.5 RADICAL INQUIRY

Overall, Radical Inquiry is a process that can be used by groups of all sizes and
individuals to help them clarify desired patterns of interaction and behaviours, and
to define actions they can take immediately to begin to generate those pattern
(Holladay & Tytel, 2011). They define Radical Inquiry as a process of using three
questions to clarify vision for an individual or group to help them identify specific
actions for moving toward what they want. Fig 6.1 shows the interactive modified
Venn diagram to explore the emergent patterns for self, others, SDWT which was
employed as a tool for the inquiry

Emergent
Pattern

Emergent
Pattern

What do |
want to
achieve?

(Personal Big-g
What's important?

How do | connect?
Rallying points e.g
Ubuntu

Emergent
Paftern

Figure 6.7 Radical inquiry model (Adapted by Chigwada from HSD radical
inquiry)
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Traditionally in a Venn diagram, the overlapping space between circles reflects the

points of similarity in the two circles. In this application, however, the overlap

represents the emergent patterns that come from the conditions represented in the

circles themselves. Forexample,f i gur e 6. 1 shows that where °
aml? ¢ dentity) overlaps on one side with the
circle. It represents the emergent pattern that is possible when you take action to

pursue what is important to you.

The @ Swe atn th8 peatér where all three circles overlap in figure 6.1 is a

clear focus on the goals or dreams that the individual or group want to move toward.

In case of this research it is human error or zero harm.

The HSDRadi c al l nquiry, on théCha8wgettBpowor i
changinghow we t hi nk a bTheybelidvétles captunred tite witole focus

of their work.

Who are we? This question asks individuals and/or groups to clarify the identity
allow a group to define who they are together and how they want to be known, if

theyare t o move toward their Sweet Spot. |t an
ul ti mately want, what I denti fy (S mo s t
What 6s 1 mpor t ant This question @llows @ rgreup to identify their

differences that make a difference, how they contribute to the whole, and how they
each contribute to their shared successes, relative to their Sweet Spot.
The things that individuals invest in with their safe choices every time (what are their
personal BIG 5)

How do we share resources? The question in this third circle asks the group to
define how they want to relate to each other and to the greater environment in their
work toward the Sweet Spot.
This can be used to frame our connections and our exchanges; we will be in the
best position to engage with others, moving with them toward coherence and
adaptive capacity. Ultimately this model also reflects the patterns we believe will
emerge at the intersections of the conditions. Patterns of clarity around our
approaches will be generated Those are the broadest emergent patterns we see as
potential outcomes as we make decisions and take action to set these conditions.

The three questions were administered across the various departments at Zimplats
with a view of capturing emergent patterns which eventually became the basis of
team pacts referred to as ldentify hazards, make a pact, Behaviour modelling,
observe behaviours, Problem solving and Success (IMBOPS). These team pacts
bind the teams based on agreed emergent patterns which are supposed to lead to
innovation. We explore the outcomes of the radical inquiry.
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6.5.1 Radical Inquiry: Self and Other

As | began to ask myself about my identity | was reminded the story of Abraham in
the bible that at a point when he was of age with no child, he was promised that he
would be the father of a great nation. At a tender age, | was told by my mother that
| would be great man. | have seen this as | emerged from my hopeless past to
becoming a leading OHS practitioner, Group SHEQ Manager for the biggest mining
company in Zimbabwe, founding President of the Zimbabwe Institute of
Occupational safety and Health (ZIOSH), an advisory councillor for the Minster of
Labour and Social Welfare in Zimbabwe, navigating through a PhD program and
effecting by becoming a global speaker on OHS matters. My totem 6 So k o
Mu d y a n e (A ananked that fends and share with young ones) energises me as
it connects me to the Zimplats-Mhondoro mining community. | am a son of Mhondoro
who embraces the African Ubuntu philosophy.

Whatis i mportant to me is to fight for my mof
created by human errors and create a | egacy
known as Abednego the man who went through the fire and found grace and favour

in the eyes of God.

My rallying point and the key elements which drive and inspire me are:

a) Spiritual: worshipping the almighty God and prayer

b) Philosophical: embed my integral world on the African Ubuntu philosophy.
Thus,r el ati onal perSSokno aMu dny affireosttbataa 66
monkey is a relational animal.

c) Healing the planet on human error. It means self-migrates from
monodisciplinary to trans-disciplinary leading to the dependent stage of the
Bradley curve.

Lessem and Schieffer (2010) contend that Husserld siew on phenomenology is
about putting the study of culture or spirit on a proper scientific footing. And it is my
hope that my profound sense of connection to culture and spirituality is manifesting
in a new integrated form of knowledge.

Using the outcomes of radical self-inquiry, | aggressively moved to engage the
Sahwira Research Council through the same process with a view to refining and
elevating their discussions about error. Dekker (2006) contends that each debate
about error reveals two possibilities. The first one is the result of a bad apple, where
disastrous outcomes could have been avoided if somebody had paid a bit more
attention or made a little more effort. In this view, we wondered how we could cope
with the unreliability of the human element in our systems. The second one was the
inevitable by-product of people doing the best they can in systems that themselves
contain multiple subtle vulnerabilities; systems where risks and safety threats are
not always the same; systems whose conditions shift and change over time. These
systems themselves have inherent contradictions between operational efficiency on
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the one hand and safety (for example: protecting the rights of the accused) on the
other. In this view, errors are symptoms of trouble deeper inside a system. The
discussions with Sahwira Research Council (SRC) reflected similar emergent
patterns that encompassed the range of perspectives expressed in the two views.

The crystallisation of the emergent patterns renewed our focus on this research and
innovation journey. We calibrated self and others on the Bradley curve by looking at
the emergent pattern to assess our culture on the DuPont Bradley curve.

The Bradley Curve makes it simple for everyone to understand the shifts in mind-
set and actions that need to occur over time to develop a mature safety culture.

The Bradley curve informs progress on the transformation journey as after the
establishment of the BMS (a systems management tool), people began to see safety
as a matter of following the rules that leadership make. This was a shift from a
previous mono personal approach, where instincts based on previous experiences
guided the reactive response to accidents. The desired stage in the Bradley curve
is the interdependent stage in which proactive and preventive responses are
ensured by a more conscious and committed collective.

6.5.2 Zimplats-Mhondoro Mining Community

The SRC then rolled out a radical inquiry throughout the Zimplats operational risk

structures. There has been a considerable amount of research into the causes of

human error. Much of this has stressed the psychological and physiological

influences that shape operator performance. There has been a focus on the effects

of high workload on a user 0 sageslWobds,t1994).t o r e s
Ot her research has focused on the iIimpact o
decision making processes. There has also been attention given to individual

attitudes to risk taking (Stanton and Glendon, 1996). Unfortunately, much of this

work focuses on the symptoms of human error rather than its underlying causes

(van Vuuren, Shea, and van der Schaaf, 1997). Relatively little work has focused on

the underlying organizational and regulatory weaknesses that lead to high workload

ornoise in an operatordés environment (Hale, W
direct forms of human failure help to establish the working practices that result in
operator 6s er r oOperdtirs & ginphats indicat®@dthat.much of the

time they would give expected responses just to stay out of trouble. They prefer to

use industrial theatre, songs, idioms and collective feedback. The creativity and
commitment of the operatives came out strongly when they could sing their own

words in their own songs. Their loud and emphatic words in a song they composed:

@ Ga k ava h ashomtheir owshersimpadd an important value: the words mean,

Obl ame cul tur e do e s.Theyalsogxpressedfdaeof victimesaiione s s 6
due to the militant approach to management.
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It has become a norm that at the start of a function or safety talk there are drum
beats performed to energise the teams. The drum beat communicates to the
emotional being of everyone, it harmonises the group and symbolises solidarity.
Discussions with the SRC revealed that during the liberation struggle, these
activities using song and drumming, energised the community to in solidarity against
the Rhodesian armed forces. Whistles are also used underground to remind
employees to guard against human error. When there is drumming or whistle
blowing, the employees put their tools down, they Stop, Look, Assess and Manage
(SLAM). Depending on the condition they might Trigger an Action Response Plan
(TARP), which means they escalate the challenge to the next competent level to
avoid human error. It is about being interdependent at every vertical level, so that
human errors are comprehensively addressed. In the view of operatives, human
error has collective agency, and it then becomes a shared responsibility for team
members to Chengeta: to look after each other. It is understood that the
accountability is held by the team, and that in the event of an accident, the blame
should go to the team and not an individual. An accident to one is an accident to all.
The idioms, singing, drum beats, whistle blowing, drama, proverbs are rallying points
and offer useful mechanisms for addressing and preventing human errors. Mbigi
(1995) asserts this notion by arguing that Ubuntu can be applied in workplaces and
to avoid value conflict, we need to incorporate the following four principles of Ubuntu
into our organisations;

T Morality, 6t he belief that no inst
touching its moral baseb
1 Interdependence, based on the belief that wealth creation can be achieved
by acknowledging interdependence;
T The O6spirit of manodé which entitles
because people are creators and benefactors of wealth; and
1 Totality, which realises the need to appreciate every contribution made by
every member of the organisation.
Mangali so and Damane (2001: ¥®duptu pinciplesean
management holds the promise of superior approaches to managing organisations.
Organisations infused with humaneness, a pervasive spirit of caring and community,
harmony and hospitality, respect and responsiveness will enjoy more sustainable
competitive advantageso.

How then can Ubuntu principles be further strengthened in the workplace and in the
society at large? The next sessions take this exploration further.

6.5.3 Work and Community

The need to indigenise our language and traditional rituals was always emphasised
by the community. The community always perceived major errors as a symptom that
something was not done culturally correctly and that required remedial action. The

collapse of one of the mines, Bimha, was preceded by numerous requests to want
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to come and appease the ancestors. The previous owners of Zimplats, BHP used to
invite local chiefs annually to come and preside over appeasement ceremonies.
However, the Zimplats management were strongly western and northern, hence did
not see this process of appeasement as necessary. The belief of the work
community was that their refusal to allow the appeasement was a direct cause of
the Bimha disaster.

The discussion now turns to a broader discussion of indigenous wisdom and its role
in economy and society.

6.5.4 Economy and Society

Oruka (1990) carried out a survey of sages aimed to counter three negative claims
regarding the philosophical status of indigenous African thought. The negative
claims and the responses countering the claims are stated below:

1 Unlike Greek sages who used reason, African sages do not engage in
philosophic thought.

1 African sages are part of an oral tradition, whereas philosophic thought
requires literacy. The SRC dispelled this view, arguing that both Ubuntu and
Confucianism are philosophies that have been applied in Africa and in Asian
countries respectively without much literacy.

1 African traditions encourage unanimity regarding beliefs and values and
discourage individual critical thought. The tradition subscribes to collective
critical thought through a dare (Shona word for group meeting) or kgotla
(Tswana word).

Or uk ads & dsahgreement isathe colonial bias against unwritten or oral
thought. By publishing his interviews with the sages, he aimed to counter the claim:

AThe philosophical c¢claim is that philo
oOwrittend enterpr i gitngisiacapghleaofii t i on wi t |
philosophy. Therefore, any claim that there is philosophy (even

when termed sagacity) in illiterate Africa is a non-scientific,

mythologic al ¢l ai m. Th {Osukacl99&:1)m i s f al seo

Orukad argument was that lack of knowledgeabout oneds or a peopl et
does not constitute proof of the non-existence of such a philosophy. In the African
society, human errors are dealt with through preventative idioms, proverbs and
storytelling. From time immemorial, messages have been conveyed in this manner.

Using the African proverb6 Knowl edge is | i ke a garden, I f
be harvested (Source not Known) the st akehol de maedl that dhec e s
organi sation cannot benefit fromnemsaieety i f

echoed by Senghor (1998) who said:

ATo know a human fact, psychol ogi cal
means to investigate it with the aid of statistics and graphs, but
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to live it: philosophy blends with science as art merges with
existence, with life. In contrast to the classic European, the
African does not draw a line between himself and the object; he
does not hold it at a distance, nor does he merely look at it and
analyse it. He touches it, feels it, smells it, sympathises with it
or him or her, abandoning his personality to become identified
with the other. He does not assimilate, he is assimilated.
Subject and object are dialectically face to face in every act of
knowledge. It is not then the reasoning eye of Europe; it is the
reason of touch, better still the reasoning-embrace more closely
related to the Greek logos than the Latin ratio. European
reasoning is analytical, discursive by utilisation; African
reasoning is intuitive by participation. The intuitive is subjected
to reason to be globallyac c ept ed o .

George's (1968:4-5) publication, The History of Management Thought, offers a more
telling in-depth discussion of Egyptian management:

The building of the pyramids with a technology that would be considered primitive
by modern standards, affords us testimony of the managerial and organisational
abilities of ancient Egypt. The managerial planning of where the stones were to be
quarried, when, what size, and how they were to be transported required the practice
of what today might well be called long-range planning. By using masses of labour
the Egyptians were able to accomplish tasks that astonish us. While their system of
organisation may appear unwieldy, cumbersome, and even wasteful, they had no
reasons to economise on labour since more peasants, mercenaries, and slaves
were always available simply for the asking . . . We find also that the Egyptians were
aware of sound managerial practices and principles. They understood and
appreciated, for example, managerial authority and responsibility, and they
recognised the value of spelling out job descriptions in detail.

The SRC believed that Zimplats could build a management system that leverages
communal responsibility and rooted in Ubuntu values. Both aspects have the
potential to be transformed into a dynamic system for managing human error.

6.6 CONCLUSION

This chapter has sought to clarify the understanding of human factors and human
errors as they relate to the organisation, both from the Western and Northern
perspectives through evaluating best practice as well as critical theory. It also
explored a Japanese case study from the East showing how cultural values can
serve to strengthen corporate culture. Finally, it demonstrated how African values
can be activated through phenomenology to co-create new knowledge.

The analysis of western theory demonstrated that attaining zero harm was possible
only if the model used has the capacity to describe accurately and comprehensively
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the complex network of interrelated factors involved in accident causation, including
the nature of the factors, their relative timing and their relative importance.

The nature of human involvement varies as to type and timing and depending on its
importance in terms of potential to cause an accident (Williamson and Feyer 1990).
Most commonly, human factors in the form of a limited range of pre-existing, flawed
work systems have created the underlying primary causes of fatal accidents in
mines. These combine with later lapses during skilled performance and/or with
hazards in environmental conditions to precipitate the accident. These patterns
illustrate the layered role typical of the involvement of human factors in accident
genesis. To be of use in preventive strategy formulation, however, the challenge is
not to simply describe the various ways in which the human element is involved but
rather to identify where and how it may be possible to intervene most effectively.
The case studies assisted in appreciating the role of human error in loss of life. They
also reflect the other side of the coin of where the Ubuntu philosophy is applied the
behaviours of an entire work community could shift in a positive way to prevent
accidents. The idioms, drum beating, whistle blowing, songs, and poems all
demonstrate how powerful the African south can be. The chapter has demonstrated
how mobilising the powerful combination of arts and relationship building can ensure
that there is collective care and responsibility towards accident prevention. Western
theories give insight on techniques that are useful in dealing with human error. Both,
the shortcomings and good points of these western approaches together with the
voices from the Zimplats Mhondoro mining community and the society will be
critiqued in Chapter 7. Thus, an opportunity to attain zero harm was possible only if
the model used has the capacity to describe accurately and comprehensively the
complex network of interrelated factors involved in accident causation, including the
nature of the factors, their relative timing and their relative importance.
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CHAPTER 7

DEVELOPING NEW INTEGRAL CONTENT THROUGH FEMINISM

7.1 INTRODUCTION

The previous chapter 6 laid out the knowledge foundation of the research topic: the
role of human error in organisational performance. Chapter 7 will progress as the
third part of co-creation in the transformative journey. Building from the knowledge
foundations on human error and the phenomenological experiences of the Zimplats-
Mhondoro mining community this chapter will navigate further towards the desired
destination by using feminism. The aim is to develop new integral knowledge about
the role of human error for African regions and other third world countries through
the emancipatory critique, a key characteristic of the theory of feminism. Critiquing
existing approaches and taking contributions from the voices of the Zimplats-
Mhondoro Mining community brought birth to new integral knowledge in managing
human error. The intended vision will be the attainment of zero harm operations in
mining houses.

Thus, using the GENE approach the research now navigated through a knowledge
foundation. The immersion in nature and community which was the Southern
research path has exposed the gaps that exist which require attention and bridging
knowledge. The Sahwira Research Council (SRC), the researcher, Zimplats-
Mhondoro mining community together with the society provided useful insights on
what the design of this bridge could look like. However, knowledge creation still
required additional components to be added to this bridge. In the strengthening of
the bridge, | therefore saw also the need to be a critique, so that it indeed it became
a robust bridge that can close the gaps in knowledge still related to human error.
This chapter begins with a brief revisiting of the origins of feminism and the core
tenets of feminism as a research methodology.

7.2 ORIGINS OF FEMINISM AND ITS CORE TENETS

Feminism originated in Europe and America in the 1950s and 1960s evolving from
the liberation struggle of women in general to the broader vision which includes the
liberation of marginalised people regardless of their sex. Although the terms
"feminism" and "feminist" did not gain widespread use until the 1970s, they were
already being used in the public parlance much earlier; for instance, Katherine
Hepburn spoke of the "feminist movement" in the 1942 film Woman of the year.

Application of the GENE in this case allows the navigation of the research to look

at the marginalised operatives of Zimplats-Mhondoro mining community. What

phenomenol ogy and feminism share is that the
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a starting point Lessem and Schieffer (2010). Other disciplines are intertwined with
feminism: the movement of social theories, moral philosophies, economics as well
as political science.

Zimplats employeeswere k ey t o companyds growth a
most vulnerable group and were the biggest beneficiaries of this research.
Epistemologically, feminism looked at how gender influences knowledge, the
subject and practices of inquiry (Lessem and Schieffer, 2010). Feminism is the third
level of the Southern relational path. The feminist movement focuses on serving the
interests of subordinated groups and therefore it was an ideal lens through which to
view and address the imbalances of Zimplats operatives from the scourge of
accidents. The body of knowledge created in the process, was used as a tool to
liberate the operatives from injuries and fatalities. The knowledge was also used to
develop and create an interdependent safety culture which liberated operatives from
the current militant management approach at the company.

The research drew on the work of some post-colonial feminists, such as Chandra
Talpade Mohanty, who was critical of Western feminism for being so ethnocentric.
Black feminists, such as Angela Davis and Alice Walker, also share this critique of
Western feminism. . According to Lessem and Schieffer (2010) the key tenets of
feminism are listed below.

I.  You aim to create social change
ii.  You see knowledge as a tool for liberation not domination
iii.  Feminist research strives to represent human diversity
iv.  Feminist research complements the androcentric (masculine perspective)

V. As a researcher, y ou as a person ar e

The above tenets of feminism helped to unpack and critique the existing forms of
human errors as articulated in a variety of knowledge traditions. The research sought
to create new knowledge for the emancipation of the marginalised operatives or self-
directed work teams (SDWT) at Zimplats and in the mining communities. The next
sections begin with a critique of Western humanism and error models.

7.3 A CRITIQUE OF THE EVOLUTION OF WESTERN HUMAN ERROR
MODELS AND HUMANISM

Chapter 6 identified the founding Southern research path and issues in emerging
knowledge in relation to human error. Western and Eastern humanism was
extensively dealt with. The African Ubuntu practices and concepts were also a
subject of discussion considering self, the work environment, community and
society. These models, theories on human error, humanism and discussions with
Zimplats-Mhondoro community will be critiqued to come up with integral knowledge
for the mining community.
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7.3.1 Creation of Social Change

Feminism identifies ways in which dominant conceptions and practices of
knowledge attribution, acquisition and justification systematically disadvantage
subordinated groups. The purpose of feminism is to strive to reform these
conceptions and practices so that they better serve the interests of disadvantaged
groups (Lessem and Schieffer, 2010). So, using the critique of feminism, the major
shortcoming of Western humanism from an organisational point of view, was its
monocultural approach. Perhaps the single most important point that could be raised
against Western theories was that they represented an over-optimistic and one-
sided picture of human nature. At the same time, the African perspective of the role
of socialisation and culture was marginalised if not completely neglected. Social
needs and the cultural aspect of being human were not given explicit attention in
western theories yet they were an important aspect of reality i because if you look
at the theories through a phenomenological lens, Africans have a completely
different ontology, of way of seeing the world.

To create of social change within the Zimplats-Mhondoro mining community
feminism provides a useful methodology for critique and offers appropriate research
path, as suggested by Lessem and Schieffer (2010). The use of feminism is justified
for several reasons. Firstly, imperialism colonized the mentality of Africans who now
erroneously believe that management are fatherly figures in the organisation, while
the more submissive approach of employees is more feminine. Secondly, this
tendency has allowed management be instructive in their approach and any
contribution from the operatives which is contrary to the instruction is regarded as
insubordination. The intention of this integral research is to give voice to the many
voiceless people who work as marginalised operatives in the mining industry.
Lessem and Schieffer (2010) explain that various practitioners of feminist
epistemology and philosophy of science emphasize the fact that dominant
knowledge practices serve to disadvantage the marginalised. In this research the
SRC described their understanding of how operatives are disadvantaged. They cited
several aspects:

1 they are the subject of the inquiry when accidents occur and risk losing their
jobs rather than active agents of co-inquiry
1 they are denied epistemic authority

E ]

their cognitive styles and modes of

knov

M the human error theories | abel unsafebo

immediate cause of accidents. All too often the operatives are depicted as
inferior, defiant of management instructions. Such defiance is often cited as
the cause of the accident

1 Operatives always have to adapt to foreign knowledge at the expense of
indigenous knowledge.
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Human error theories from the north and the west have largely addressed systematic
and environmental issues to the detriment of cognitive issues. Reason, is one of the
exceptions to this trend, (1990) asserting that the longstanding and widespread
tradition of the person approach focuses on the unsafe acts: errors and procedural
violations of people at the sharp end. His views are a slight the exception to this
trend, as he acknowledges that these unsafe acts arise primarily from aberrant
mental processes such as forgetfulness, inattention, poor motivation, carelessness,
negligence, and recklessness. However, he does not take the cognitive approach
far enough.

The contrast with a review of immediate lived experiences of the SRC and the
Zimplats Mhondoro mining community highlights the shortcomings, even of a
progressive thinker such as Reason. During the research, the SRC enlightened us
about the richness of the indigenous knowledge and culture and how well it
addressed an alternative approach to the understanding of human errors,
particularly cognitive errors. The use of the familiar, culturally relevant adaptations
and practices of Usaputsa Chirongo, kurima and kukama concepts were found to be
both meaningful and effective in deepening cognitive and affective engagement. The
SRC coined the term African Knowledge Building Concepts (AKBC) as a viable
framework to apply useful models and concepts. Through integral research, greater
collective awareness emerges about how failures or gaps in the workplace can be
bridged through these concepts. These are meaningful to the mining community
because of their link to African culture and through the Ubuntu philosophy. The
concepts and analogies explored in this chapter will demonstrate how indigenous
knowledge can be used to bridge the gaps in knowledge and how it can be applied
to deal with cognitive errors.

The concepts of Upatsa Chirongo, kurima and kukama create a rallying point and
enriched by the Ubuntu approach, enhance mutual and shared responsibility.
Altogether they provide the basis for a communal self-correcting ecosystem. These
discussion sessions laid a firm platform for the SRC and the Zimplats-Mhondoro
community. The discussions revitalised indigenous knowledge and then the quality
of knowledge creation was fuelled further by integrating indigenous knowledge with
exogenous knowledge. Combining indigenous and exogenous knowledge, this new
knowledge ignited the passion for reducing human errors. The operatives showed
great openness to the richness of the indigenous knowledge and they found that the
freedom to use their own language. They developed innovative approaches
relevant to operational risk management and framed through the Ubuntu philosophy.

Feminism unearths the rich untapped indigenous knowledge and brings about
balance between operatives and management who are largely pro exogenous
knowledge advocates. The Ubuntu philosophy thus became the bridge of new
understanding between management and operatives and liberated the operatives
from the limitations of a traditional militant management style.
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7.3.2 Knowledge as a Tool for Liberation

This section explores how feminism as a methodology provides a tool for liberation.
It also highlights how marginalisation occurs and how power is often excluded from
western theories of organisation. We first discuss feminism and power.

Feminism takes a close look at language, gender and power. Language is the
medium in which we conduct our social lives and create our symbolic existence;
gender (marginalized) is the fundamental dichotomous figure of thought
characterising our public as well private lives; power entangles all of us in its
constantly reinvented ruses, and snares, which some scientists regard as the fine-
grained structure that holds society together Lessem and Schieffer (2010).

For feminist thinkers, marginalisation is not given by nature but it is socially
constructed, and comes about a result of socio-cultural and historical conditions. It
can also be radically altered by human action. Western theories tend to neglect the
dimension of power in organisational life. Nord (1978) asserts that power
equalisation implies real sacrifices and risks to currently powerful people
(managers). In relation to issues of power, the SRC further developed the Kurima
concept to acknowledge that management has the power but that different situations
dictate when that power should be turned on. The responsibility of pioneering,
positioning and leading an organisation successfully through the future remains
arduous and demands that leaders be assertive and tough but gentle Mthembu
(1996). This reframing of power provided the basis of an African operational Safety
Maturity Model. The feminist approach can place local knowledge more at the centre
of operations in a multi-national company Zimplats and it can also become a tool for
liberation for the Mhondoro community. The freedom for the community to converse
in their mother language and express themselves in African proverbs, idioms, songs,
drum beats and lyrics itself powerfully liberating. As this chapter, will demonstrate,
this kind of liberation has the potential to change the texture of the mining culture
and significantly reduce human error .

As Marx (1818 to 1883) described, all class societies produce a legal, political and
ideological "superstructure” that operates to freeze the existing relations of
production and protect the rulers from the ruled. Most Western theories on human
error seem to protect leadership from the operatives by implying that the bad apples
cause accidents in most times. An even more important weapon for the ruling class
is ideology--systems of ideas that portray the established order as natural and
beneficial to everyone, whatever its self-evident flaws. For millennia, the ideology of
the ruling class came in the form of religion, which taught--to take a lyric from an old
Christian hymn--"Rich man in his castle / Poor man at his gate / God gave each his
station / And ordered their estUauntarefletsBar k er
the strong interdependence of human beings:

187



"We say a person is a person through other persons. We don't

come fully formed into the worl déwe ne

in order to be human. We are made for togetherness, we are
made for family, for fellowship, (for community) to exist in a
tender network of interdependence.” Michael (1997)

While the previous sections have focussed on more socio-political aspects, it is
important to address the more technical aspects of planning and how building new
knowledge is essential for process improvement. The following sections describe
the thinking that has shaped the more technical areas of process improvement and
how innovations in knowledge can be produced.

Moen and Nolan (1987) presented an overall strategy for process improvement with
a modified version of epamngetepdfthe iMpréoventent
cycle required prediction and associated theory. The third step compared the
observed data to prediction as a basis for learning.

Langley and Nolan (1994) refined the improvement cycle and called it the PDSA
Cycle.Figure7. 1 shows the new 1994 version
the third phase of the cycle emphasizes that the purpose of this phase is to build
new knowledge. It is not enough to determine that a change resulted in improvement
during a particular test. As you build your knowledge, you will need to be able to
predict whether a change will result in improvement under the different conditions
you will face in the future. In addition, they added three basic questions to
supplement the PDSA cycle:

i.  What are we trying to accomplish?
ii.  How will we know that a change is an improvement?
iii.  What changes can we make that will result in improvement?

Langley et al (2009) combined the three questions and the PDSA cycle to form the
basis of the Application Program Interface (API) Model for Improvement (see Figure
7.1). The three questions define the aim, measures, and possible changes. Seventy-
two change concepts are given to provide a starting point for use of the PDSA cycle
for developing, testing, implementing, and spreading changes that result in
improvement. The model can be applied to the improvement of processes, products,
and services in any organization, as well as improving aspects of one's personal
endeavours. The model attempts to balance the desire and rewards from acting with
the wisdom of careful study before acting.
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Model for Improvement
/ What are we trying to \

Act Plan

—What changes | — Objective
are to be — Questions and
made? predictions

— Next cycle? — Plan to carry out the

cycle
(who, what, where, when)

Study Do
—Complete the analy- | — Carry out the plan
sis of the data — Document problems
- Compare data to and unexpected
predictions observations

~ Summarize what | — Begin analysis
was learned of the data

accomplish?

How will we know that a
change 1s an improvement?

What change can we make that
will result in improvement?

Figure 7.1 PDCA cycle 1994 & Model for improvement 1996, 2009

The model is both widely applicable and easy to learn and use. The model supports
improvement efforts in a full range from the very informal to the most complex (e.g.
introduction of a new product line or service for a major organisation).

The PDCA, PDSA, and the Model for Improvement have their roots in the scientific
method and the philosophy of science that has evolved for more than 400 years. We
believe that the Model for Improvement is an important evolution of the PDCA cycle.
Experience with the model since its development in 1994 shows that it is applicable
to all types of organizations and to all groups and levels in an organization, provides
a framework for the application of improvement methods and tools guided by theory
of knowledge:

1 Encourages planning to be based on theory
1 Theory leads to appropriate questions which provide the basis for learning.
1 Questions lead to predictions which guide the user in identifying the
necessary data, methods and tools to answer the questions relative to the
theory in use.
1 Emphasizes and encourages the iterative learning process of deductive and
inductive learning.
71 Allows project plans to adapt as learning occurs
1 Provides a simple way for people to empower themselves to take action that
leads to useful results in the pragmatic tradition of learning.
1 Facilitates the use of teamwork to make improvements
The SRC reflected on the experiences and the voices of the operatives. They felt
that mistakes were emanating from the planning and study stages in Zimplats, and
that the socio-economic imbalances tended to impact negatively on error
management. They attributed these imbalances to the fact that the inputs to the
planning are largely western. The study stage as well as practices at Zimplats fails
to incorporate indigenous knowledge. In the execution stages, learning styles are
critical to address slips. The instructive approach used at Zimplats is not in sync with
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Ubuntu which advocates for participative approach. Mthembu (1996) contends that

a learning organisation provides a leadership style that opens a window of
opportunity for an individual to see meaningful connection between self-direction

and organisational direction. The SRC not ed t hat the evolution
PDCA cycle did not acknowledge the imbalances noted in earlier chapters, and

neither does it take account of emerging indigenous knowledge. Hence it was

imperative to glocalise the model for use by developing countries like Zimbabwe and

other countries in Africa.

Rushesha (2016), notes that there is incongruence between the exogenous

knowledge systems and local indigenous systems in the entrepreneurship sector.

He interprets the integration of local application and with global integrity as
glocalisation. Glocalisation is a recent concept that was derived to represent the

integration of global knowledge with relevant local knowledge for local application

that has global integrity (Chinomona & Sibanda, 2012; Meynard, 2003; Svensson,

2001; Poe & Courter, 1997; Robertson, 1995, Rushesha, 2016). The SRC agreed

t hat Demingds PDCA cycl e be -dJaputsaChiragod t o A
model.

People working in a business or any form of organisation do not operate as
autonomous entities, as they must interact and cooperate on various fronts towards
achieving specific goals. Diverse in perception and temperaments as these
individuals may be, they need to be managed into a coherent system that delivers
results with as little conflict as possible. To modify this systems approach in a
management context, leaders must understand how the various individuals they
lead think to reasonably anticipate and influence their possible reaction in future. A
consideration of learning styles is useful at this point.

Learning by participation has been the chief cornerstone of African apprenticeship.
This typically process oriented and characterised by communally shared
responsibilities. To ensure conformity or reduction in errors learning is based on the
respect for cultural norms which are enforced. Various models on learning styles
assist in the understanding of how individuals learn. Proponents include David Kolb,
Honeyand Mumf or d and Ant hony Gregoryds.

The Kolb experiential learning model is based on the theory that experience is the
source of learning and development. According to Kolb (1984), the experiential
learning model outlines two related approaches toward grasping experience namely
the concrete, experience and abstract conceptualisation. He also highlights a pair of
related approaches toward transforming experience which are reflective observation
and active experimentation.InK o | b 6 s these kéaning styles include Diverging,
Assimilating, Converging and Accommodating. The ideal learning process applies
all four of these modes in response to situational demands. For learning to be
effective, all four of these approaches must be incorporated. As individuals attempt
to use all four approaches, however, they tend to develop strengths in one
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experience-grasping approach and one experience-transforming approach. The
resulting | earning styles are combinations

Brief descriptions of the four Kolb learning styles as adopted from
(www.businessballs.com/kolblearningstyles.htm) are as follows:

1 Diverging (feeling and watching - CE/RO) - These people can look at things from
different perspectives. They are sensitive. They prefer to watch rather than do,
tending to gather information and use imagination to solve problems. They are
best at viewing concrete situations holding several different viewpoints. Kolb
called this style 'Diverging' because these people perform better in situations that
require ideas-generation, for example, brainstorming. People with a Diverging
learning style have broad cultural interests and like to gather information. They
are interested in people, tend to be imaginative and emotional, and tend to be
strong in the arts. People with the Diverging style prefer to work in groups, to
listen with an open mind and to receive personal feedback.

1 Assimilating (watching and thinking - AC/RO) - The Assimilating learning
preference is for a concise, logical approach. ldeas and concepts are more
important than people. These people require good clear explanation rather than
practical opportunity. They excel at understanding wide-ranging information and
organizing it in a clear logical format. People with an Assimilating learning style
are less focused on people and more interested in ideas and abstract concepts.
People with this style are more attracted to logically sound theories than
approaches based on practical value. This learning style is important for people
effectiveness in information and science careers. In formal learning situations,
people with this style prefer readings, lectures, exploring analytical models, and
having time to think things through.

1 Converging (doing and thinking - AC/AE) - People with a Converging learning
style can solve problems and will use their learning to find solutions to practical
issues. They prefer technical tasks, and are less concerned with people and
interpersonal aspects. People with a Converging learning style are best at finding
practical uses for ideas and theories. They can solve problems and make
decisions by finding solutions to questions and problems. People with a
Converging learning style are more attracted to technical tasks and problems
than social or interpersonal issues. A Converging learning style enables
specialist and technology abilities. People with a Converging style like to
experiment with new ideas, to simulate, and to work with practical applications.

1 Accommodating (doing and feeling - CE/AE) - The Accommodating learning style
is 'hands-on’, and relies on intuition rather than logic. These people use other
people's analysis, and prefer to take a practical, experiential approach. They are

attracted to new challenges and experiences, and to carrying out plans. They
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commonly act on 'gut’ instinct rather than logical analysis. People with an
Accommodating learning style will tend to rely on others for information than
carry out their own analysis. This learning style is prevalent and useful in roles
requiring action and initiative. People with an Accommodating learning style
prefer to work in teams to complete tasks. They set targets and actively work in
the field trying different ways to achieve an objective.

Kol bés model gave rise to the Learning Styl
to determine an individual's learning style. An individual may exhibit a preference for
one of the four styles i Accommodating, Converging, Diverging and Assimilating;

depending on their approach to learning via the experiential learning theory model.

Concrete
Experience

Kolb's

learning
styles

Feeling

Accommodating

—

Diverging

(feel and do)
CE/AE

Active
Experimentation
Doing

Processing

how we

Converging

(think and do)

how we think abat things

Perception Continuum

(feel and watch)
CE/RO

Continuum

. —_p
o things

Reflective
Observation
Watching

Assimilating

(think and watch)

AC/AE

ACRO

—

Abstract
Conceptualisation
Thirnking

Figure 7.2 Kolb's learning styles (Source: www.businessballs.com)

Kolb went on to draw up a model which he called Experiential Learning Model. The
model puts more emphasis on the learner centred approach with explanations of
how our past life experiences have direct influence on how we perceive things which
in turn ultimately shapes our preferred learning styles and informs our choices of
new experiences.

The model is very interesting when you | oc

cultural setting. Zimplats still had some remnants of the traditional African culture,
by its geographical location. Zimba b we 6 s experience i ncl
having | arge group meetings popularly
would chair and the protocol will be observed through feeling or spiritual

udes
k nown
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acknowledgement of the ancestors. African myths were used as instructional
techniques to enhance learning, and these mainly relied on feelings of individuals to
influence certain actions. As such, these indigenous learning styles may well have
relevance to how learning could be enhanced.

In traditional African culture, mobilisation of learning would be done through singing,
where feelings would be evoked so that individual learns through emotions. By
watching what others were doing cultural norms would be transferred to the next
generation. Minutes of the proceedings would be written in the hearts of the
attendees through watching and listening. No formal writing was done yet years later
the proceedings and learning points would still be remembered correctly as people
applying the thinking technique to learn from the past. The process would usually
result in the doing phase or active experimenting.

Severalmodel s have been drawn based on Kol

i mprove understanding and application.

model for use with a population of middle/senior managers in business. Two
adaptations were made to Kol bds exper
were renamed to accord with managerial experiences of decision making and
problem solving. The Honey and Mumford stages are mainly: Having an experience,
reviewing the experience, concluding from the experience and planning the next
steps.

Secondly, the styles were directly aligned to the stages in the cycle and named
Activist, Reflector, Theorist and Pragmatist. These are assumed to be acquired
preferences that are adaptable, either at will or through changed circumstances,
rather than being fixed personality characteristics
(www.businessballs.com/kolblearningstyles.htm).

Based on the above Honeyand Mumf ord gave Kol bés
without major changes. This model is a useful tool for assessing managers on their
preferred learning styles as well as what learning styles they are likely to support.
Another value of the Kolb framework is to use it to develop individuals so that their
strengths could be leveraged based on their learning styles. In the case of Zimplats,
most employees are from an indigenous community which is strong when it comes
to singing and role plays, yet weak in numerical skills. Therefore, for embedding
learning it is likely to be more effective to develop numerical and logical skills through
music and role plays as opposed to bombarding people with numbers alone.
Howar d Gar dn Multiple Intellyenées affers another useful dimension to
understanding the many layers of learning.

boés

Ho n €

ent

mo d e

Gardner 6s early work in psychology and I

potential led to the development of the initial six intelligences. Today there are nine

intelligences which relate to a personos

193

u

-

C

r


http://www.businessballs.com/kolblearningstyles.htm

they might prefer to demonstrate intellectual abilities. Gardner (2004) Multiple
Intelligences include:

1. Verbal-linguistic intelligence (well-developed verbal skills and sensitivity
to the sounds, meanings and rhythms of words)

2. Logical-mathematical intelligence (ability to think conceptually and
abstractly, and capacity to discern logical and numerical patterns)

3. Spatial-visual intelligence (capacity to think in images and pictures, to
visualize accurately and abstractly)

4. Bodily-kinaesthetici nt el | i gence (ability to
and to handle objects skilfully)

5. Musical intelligences (ability to produce and appreciate rhythm, pitch and
timber)

6. Interpersonal intelligence (capacity to detect and respond appropriately to
the moods, motivations and desires of others)

7. Intrapersonal (capacity to be self-aware and in tune with inner feelings,
values, beliefs and thinking processes)

8. Naturalist intelligence (ability to recognize and categorize plants, animals
and other objects in nature)

9. Existential intelligence (sensitivity and capacity to tackle deep questions
about human existence such as, what is the meaning of life? Why do we
die? How did we get here?

The additions which have been made to Gar d e n e r iDctudevihe N&turalist,
Spiritual and Moral intelligences have enriched the model and it captures interesting
issues for the Zimplats community. For example, to do the ground-breaking
ceremony for the mine, the community required that the spirit world be
acknowledged, calling in the intrapersonal intelligence. When you add in what we
know about personal belief and what gives a community greater confidence it all
begins to make even more sense. Develop people through their strengths and we
not only stimulate their development - we also make them happy (because everyone
enjoys working in their areas of strength) - and we also grow their confidence and
lift their belief (because they see they are doing well, and they get told they are doing
well too).

Learning style theory is very analytical in that it affords detail on the four main areas
i n Kol b 6but itMamam bd integrated with Gardeners work on multiple
intelligences. For example, the logical and mathematical intelligence type would be
more characteristic of the assimilator, the interpersonal intelligence type defines
more of the accommodator and the intrapersonal intelligence resonates with the
converger. The theory is most useful to psychologists and in job selection processes.
Looking at the mining context which is a high-risk area the screening of potential
employees using such integrated knowledge about learning style will be very useful
and help to identify gaps for future training.
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The learning styles provide a framework baseline of preferred Learning Styles of the
participants based on experience. The Sahwira Research Council believes
management and operatives have different preferred styles. Hence there is a clear
need to fuse the preferred learning styles to shift the participants from relying other
less preferred styles. Without optimising the learning, by focussing on preferred
styles, innovation in the organisation would be inhibited. In this regard, the four
frames (structural, human resource, political and symbolic) as defined by Bolman
and Deal (2013) are a helpful frame to assist the organisation to view things from all
angles and hence allows for innovation.

The organisation is then able to define correct structures to deliver intended goals,
and then ensure that those structures are supported by correct human capital.
Human resources should be happy to deliver and power should reside where it is
required to propel the knowledge and learning agenda. When objectives are
achieved, there must be a way of celebrating success or the experiences which
further enhance the companies forward looking strategies. This sets the culture of
the organisation and all learning should be reinforced to have a shared vision across
the organisation, responding to all learning styles and multiple intelligences. How
else then, can feminist research strive to include human diversity? The following
sections address this question.

7.3.3 Feminist Research Strives to Represent Human Diversity

Feminism strengthens the possibility for the values of the marginalised to play a role
in decision making and to access the very nature of human experience. For instance,
Usaputsa Chirongo in Shona is an African proverb, mentioned previously, literally
meani ng do nctpotadfrvadues.t Tdde meaning of th
val ues t hat Ghoongo Isaegadédas vahiable by the Shona rural
community and it is used for water storage, storage of traditional drink T maheu
(traditional beer) and precious ointment. These clay pots were handed down from
generation to generation by aunts and grandmothers to their nieces and children,
hence held great sentimental value.

So, the concept Usaputsa Chirongo as applied to human error is befitting as it
embeds profound African cultural values. It is important to acknowledge that there

e
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are different experiences within members o

operatives. A trans disciplinary approach is key to ensure that human errors are
minimized. The Western theories lack that and yet organisations are structured as
hierarchies according to different disciplines or functions. The experiences of
management are different from those of operatives who do the hard work relying on
instructions from management. Any human errors that result in accident are easily
linked to the operatives and blame assigned to them. Feminism acknowledges
diversity by including African values because they add value in that they prescribe
for shared responsibilities and the blame is given to the whole clan. Error is
perceived as a symptom of larger issues which are only resolved by looking at the
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culture and collective responsibility. So, an error committed by one individual against
another extends far beyond the two individuals and has far-reaching implications for
the people from whom the perpetrator of the error comes. Ubuntu jurisprudence
supports remedies and punishments that tend to bring people together. Justice is
restorative when Ubuntu values are applied.

734 Feminist Research Complements the Androcentric Perspectives

This research is focussed on the marginalized Zimplats-Mhondoro mining
community. It is clear from the literature search that there is a deliberate drive to use
feminist research to uncover the voices and perspectives of disadvantaged groups.
Catherine Hoppers, a Swedish Social Scientist based in South Africa proposes a
holistic knowledge framework for social progress and development that builds
strongly on the female dimension of relating, interacting, caring and love. This
framework is very attractive to marginalised groups who feel unloved. The owners
of Zimplats are perceived to be after profit at the expense of operatives who do the
hard job of mining underground and are exposed to serious risks. Mining affects
strong cultural ties of indigenous communities and leads to the loss of their culture
and identity (Baguilat, 2011). The more motherly tone of the feminist research also
allows for the voices to speak out openly and truthfully and retrace their identity
through the softer approach within African Ubuntu. The western education system
to which managers have been exposed to at both secondary and tertiary level lacks
a transcultural approach and hence the soft issues relating to people are simply
ignored. The monocultural western approach promoting a strong top down approach
impacted negatively on the operatives who then feel management was not
concerned about their welfare. The lack of inclusiveness impacted and increased
the whole operational risk that existed before the transformation journey was
commenced.

E-zine (2014) attempts to set a foundation by examining what marginalization is and
what some of historical factors are that have driven marginalization. The article
switches focus to explore what kind of progress has been made to reduce the
experiences of marginalization, specifically by looking at issues of healthcare. Bond
(2014) notes that much has been said about the economic renaissance on the
continent that is supposedly reducing the marginalization of millions of Africans.
However, Bond (2014) argues that these economic factors are not a real cause to
celebrate. A greater cause for celebration could lie with increasingly aggrieved
populations mobilizing together. This would mean greater participation in resolving
socio-economic imbalances which are the root cause of human errors. Gachanga
(2014) examines the effects this has had on reducing levels of marginalisation
among the people of Mandera County a county in the former North Eastern Province
of Kenya.

Considering writers in other African countries, Coker (2014) highlights three factors
as reasons for the continued marginalisation of Nigerian women: historical legacies,
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oppressive cultural norms and a complex, often contradictory, legal system. In
Uganda, (Deo 2014) suggests that fight to advance women's rights will require a
re-conception of the patriarchal order within that society. Deo examined why
Ugandan teachers have historically been mistreated by the Ugandan government.
While other public sectors have seen increases in funding, salaries for teachers
remain below an acceptable level. Despite education being a foundational element
for the millennium development goals, Ugandan children are paying the price of a
neglected educational sector. Eradicating racial marginalisation is one step towards
greater socio-economic inclusion. The Sahwira Research Council felt that the
attention being given to marginalised groups had largely addressed community
imbalances and this also inspired the Zimplats-Mhondoro mining community to
complete the transformation journey through navigating through critique paths.

Reason (1997) argues that high reliability organisations which have less than their
fair share of accidents recognise that human variability is a force to harness in
averting errors. High reliability organisations work hard to focus that variability and
are constantly preoccupied with the possibility of failure. The human variability is
largely influenced by the social setting and is centred on culture. It follows that
managing effectively human error social change is a critical component of the whole
change management.

Human error requires interdependence and humaneness for integral solutions.
Mandel ads e xUbuntus asihe ronceiied of its logical and ultimate
extension, embraces freedom and respect for all humanity.

Al't was during those | ong and |l onely year
own people became a hunger for the freedom of all people, white and black. |

knew as well as | knew anything that the oppressor must be liberated just as
surely as the oppressed. A man who takes
prisoner of hatred; he is locked behind the bars of prejudice and narrow-
mindedness. lamnottrulyfreeif | am taking away someone
as surely as | am not truly free when my freedom is taken from me. The
oppressed and the oppressor alike are rob
out of prison that was my mission to liberate the oppressed and the oppressor

bothé For to be free is not merely to cas
that respects and enhances the freedom of o t h gMasdela, op. cit.:544).

The above statement by Mandela confirms that social practices like loyalty,
submission, collective responsibility, helping others conform, care for others and
clan and tribe pride are critical in defining liberation. These practices can be
extended to the work culture. The work culture can borrow for Mandela where
management can also see themselves as marginalised from operatives. Hence a
collective approach could liberate Zimplats from human error and a zero-harm status
could be achieved. Operatives be a centre of network contributors seeking to help
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each other to conform. The next section shifts to the idea that feminist
methodologies include you, the researcher.

7.35 As a Researcher You as a Person Are Included

Lessem and Schieffer (2010) characterise feminism as a science in which no rigid
boundary separates the subject of knowledge and the natural object of that
knowledge. This affirms that my values and my immediate lived experiences are part
of the research and contribute to useful knowledge. As a son of Mhondoro | vividly
remember the respected sacred places that have been tampered with by the mining
operations. As mentioned in Chapter 2, in my subjective calling, the effects of mining
on the natural environment and lost relatives have inspired me to conduct this
research on human errors in the workplace.

On another note as part of the management team | am aware of the aggressive
approach that management used to apply the discipline and push for required
production. Management operated on old management principles that engender
confrontation and contribute to human error. Thus, operatives would often be
stressed. Management are driven by a corporate culture that is highly western.
However, during accident inquiries, it became apparent that a gulf had been created
between management and operatives precisely due to the way the management
systems were being enforced on operatives. Using foreign concepts of accident
investigation encouraged individualism and those operatives who were deemed bad
apples would be affected. In another development, designed to mend the relations,
management proposed appointing a Godfather for each department who could be
the bridge between management and operatives. Operatives resisted the idea of the
proposed term, Godfathers, used for each department. Instead they requested
management to look for an indigenous name. A further proposal to name the
management representatives being seconded to departments Guardian was
grudgingly accepted. After a while, the operative voices gathered momentum and it
emerged that the name Sekuru or Tete meaning uncle or aunt respectively was the
preferred name as it was traditionally easy to approach an uncle or aunt if there were
problems. Having been selected to be an uncle of one department | started to
understand in depth, the nature of relationships across the department. The
operatives felt not much was being done towards social issues yet they impacted on
human errors at the workplace.

The department could raise a multitude of issues that contributed to cognitive errors
as summarised in figure 7.3. Figure 7.3 demonstrates that the brain is inundated
with social pressures that include: anxiety; harassment; work overload; business
crisis; bullying; mortgages; indebtedness; poor leadership and stress to mention a
few. Sentis (2010) notes that the brain has limited space and hence it sorts all the
information we perceive through a DIPI filter: Dangerous, Important, Pleasurable,
Interesting. Thus, what is perceived not in the category of DIPI is not stored. If the
social challenges dominate the brain a mental health condition begins to dominate
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i a tendency which might work as a distractor at the workplace and can result in
human errors.

Figure 7.3 Mental health challenges (Adapted by Chigwada from what came
out of the research)

Reason (1997) explains this as latent conditions which he says are the inevitable

Aresident patho-genso within the system.

designers, builders, procedure writers, and top level management. Such decisions
may be mistaken, but they need not be. Reason goes on to claim that all such
strategic decisions have the potential for introducing pathogens into the system.
Latent conditions have two kinds of adverse effect: they can translate into error
provoking conditions within the local workplace (for example, time pressure,
understaffing, inadequate equipment, fatigue, and inexperience) and they can
create long lasting holes or weaknesses in the defences (untrustworthy alarms and
indicators, unworkable procedures, design and construction deficiencies, etc). This
view by Reason was experienced at Zimplats the shortage in labour and resources
in the SDWTs was surfacing in the form of accidents and sick notes by other team
members who felt not enough rest was being given.

7.3.6 Is Nature Included?

Lessem and Schieffer (2010) contend that feminism can also be understood as a

science where a subject-object split is not used to legitimize the domination of

nature. For the indigenous people of Mhondoro, land is life, and holds a value which

means more than a mere source of livelihood. The term land is strongly associated

with home that refers both to a traditional territorial claim to the land, but also forms

part of an identity as a community. Very important is that culturally, land relates to
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socio-cultural values that closely linked to the environment. The cultural identity and

livelihood is embedded in the environmental protection of the land in Mhondoro. Any

alterations to the environment that imminently affect the community is therefore
crucialtotheindi genous peoplesd |ivelihood and af
African Ubuntu values underpins the ecosystem of Mhondoro community, as they

are rooted in nature. Thus, the extinction of the green environment impacts

negatively on their grazing areas for the cattle which is their source of economy.

The disruption of the communal life also disturbs the passing on of indigenous
knowledge.

The Zimplats Mhondoro mining community was wary that the activities of the
company are altering the landscape and introducing foreign species such
eucalyptus trees, which are used for their function as a wind breaker but tends to
replace indigenous trees. The Sahwira Research Council (SRC) was impressed to
note that the organisation had identified all significant impacts to the environment
through the Environmental, Social Impact Assessment (ESIA). This process
involved wide consultations with the communities, which were conducted and then
culminated in an evolving environmental and social management plan (ESMP). The
inclusiveness of the communities even in the implementation of the ESMP was
evident.

The SRC noted that liaison update meetings were held with the chiefs and
councillors. Sacred and monumental places on the land were flagged and preserved
for historical information. Most African cultures have norms that apportion human
errors to be associated with failure to observe nature. The teachings of the idioms
were directed to engraving respect for nature from childhood and these were known
as Zvinoyera a Shona word meaning it is sacred. Some of the significant sacred
places included, burial grounds, mountains and discouraging children wondering in
places where their safety was not guaranteed. This revelation was seen as relevant
to managing human error and the SRC echoed that this was good approach to
respect cultural values as they relate to the workplace. They indicated that
operatives seemed to respect that word so much. Hence it serves as a deterrent to
doing anything outside the agreed work norms or procedures laid down resulting in
reduction on human errors.

7.4 GAPS IDENTIFIED

The navigation of the critical terrain using feminism has identified the following gaps
that need to be addressed in the whole process of knowledge creation. The voices
of the marginalised mining operatives also are not comfortable with the learning
styles which are foreign as there are rich African Ubuntu learning styles that have
been ignored yet could be applied to fuse with exogenous knowledge. Human errors
as it related to person errors have not been well understood as the background
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social setting has not been drawn upon of the scope in formulating knowledge for
application. Exogenous knowledge was not being fused with traditional philosophy
for example Ubuntu, or kyosei. Feminism has not received much attention in the
workplace and hence there was a gulf between management and employees in most
cases.

7.5 HUMAN ERROR

In his further work, Norman (2013:189), defines human error as any deviance from
ARappropriat eo |om hppropriatel is.in qldote® because in many
circumstances, the appropriate behaviour is not known or is only determined after
the act. He went on to classifying errors into two major forms. Slips occur when the
goal is correct, but the required actions are not done properly: the execution is
flawed. Mistakes occur when the goal or plan is wrong. Slips and mistakes can be
further divided based upon their underlying causes. Memory lapses can lead to
either slips or mistakes, depending upon whether the memory failure was at the
highest level of cognition (mistakes) or at lower (subconscious) levels (slips).
Although deliberate violations of procedures are clearly inappropriate behaviours
that often lead to accidents, these are not considered as errors

A.

Figure 7.4 Where slips and mistakes originate in the action cycle (Source:
Norman, 2013)

Figure 7.4 shows Normandés seven stages of a
for execution: Plan (the action), Specify (an action sequence), Perform (the action
sequence) and three for evaluation: Perceive (the state of the world), interpret (the
perception) and Compare (the outcome with the goal). Figure 7.4 A shows that
action slips come from the bottom four stages of the action cycle and mistakes from
the top three stages. Memory lapses impact the transitions between stages (shown
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by the X6s in Figure 7.4 B). Memory |
lapses at the lower levels lead to slips.

7.5.1 Error and the Seven Stages of Action

Errors can be understood through reference to the seven stages of the action cycle
in (Figure 7.4). Mistakes are errors in setting the goal or plan, and in comparing
results with expectations; the higher levels of cognition. Slips happen in the
execution of a plan, or in the perception or interpretation of the outcome, the lower
stages. Memory lapses can happen at any of the eight transitions between stages,

apses

shown by the Xb6s in Figure 7.4B. A memory

the action cycle from proceeding, and so the desired action is not completed. Figure
7.4A shows that action slips come from the bottom four stages of the action cycle
and mistakes from the top three stages. Memory lapses impact the transitions
between stages (shown by the X&6s in Figure
levels lead to mistakes, and lapses at the lower levels lead to slips. Slips are the
result of subconscious actions getting waylaid en route. Mistakes result from
conscious deliberations. The same processes that make us creative and insightful
by allowing us to see relationships between apparently unrelated things, that let us
leap to correct conclusions on the basis of partial or even faulty evidence, also lead
to mistakes.

Reason (1990) aff i r med Nor mandés position by
problem can be viewed in two ways: the person approach and the system approach.
Each has its model of error causation and each model gives rise to quite different
philosophies of error management. Understanding these differences has important
practical implications for coping with the ever-present risk of mishaps in clinical
practiceo. The assertion by Reason (
(2009) in that human errors require a trans-disciplinary approach to address
systematic errors. However, there is a need to also deal with person approach errors
which require trans-c ul t ur al approach which goes
cognitive errors. The noted British authority on human error taking on the work of
Norman went on to develop a generic error model.

7.6 AFRICAN KNOWLEDGE BUILDING CONCEPTS (AKBC)

The problem bedevilling the Zimplats-Mhondoro mining community and many other
mining companies around t he geénbwas that of
discord and disconnection between the leadership and operatives. In order of us to
get a firm understanding of the issues of solving problems, decision making and
decision application, it is important for us to understand and ask some fundamental
questions: What is a problem? What is decision making? And what is decision
application. However, to define these terms is not an easy task since they are
subjective. The Study Guides and Strategies (1996) defines a problem as what
prevents you from reaching your goal. It is something difficult to deal with, a
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dilemma, quandary or predicament. In business language, a problem is defined as
a perceived gap between the existing state of things and what is desired by people
to be. It is this desire by people which results in the eagerness to solve problems,
be it at home, work, school, church, individual level, organisational level or any other
facet of life. The process of solving problems involves two major features, namely
decision making and decision application.

At organisational level, solving a problem is a multi-faceted task which involves a
number of players. A problem itself might be an outcome of different and diverse
causes, which at times, involves wneedddvi dual
procedures at work. Be that as it may, when a problem arises in life, be it at individual
level, organisational level or even at national level, the responsible people are
tasked with finding a solution or remedy to the problem. Finding a remedy is the
initial stage of decision making which results in decision application. Problem solving
demands creativity on the part of involved stakeholders and in this case the SRC
and operational risk structures at Zimplats. Creativity therefore controls the level of
decision making and application, qualities which must be readily available to people
who are involved in the quest to solve the problem.

Creativity requires one to demonstrate imagination and originality. Synonyms for

creativity are words like artistic, ingenious or resourceful. These words indicate that

someone who is creative at work, home, school or at individual or organisational

level is one who never runs out of ideas to solve a problem. In other words, someone

who is creative is innovative and bold enough to make critical decisions. For Lessem

& Schieffer, (2009), the words problem solving, creativity, innovation and decision

making and application are closely related. The operatives in demonstrating their

creative would shout s | oKugonassenfiekudadab meani ng excel |l ing
as produced artwork showing the worst and best behavioural scenes observed. The

SRC then ran a competition of creativity to unravel the potential human errors

through pictorial art work. This competition they dubbed Z& andawana nha:
meaning what | saw today. The pictures would depict things happening in the

absence of supervisors and hence saved as a tool for addressing non -conformity

to agreed team cultural values.

Creativity is a necessary tool to deal with accidents and human error. This view then
brings us to another dimension of defining creativity by Franken and MacComish
(2003), who defines it as the tendency to generate or recognise ideas, alternatives
and possibilities which are important and imperative to solve problems. These ideas,
alternatives and possibilities must be communicated to others to enlighten everyone
in the relevant community. To recognise or generate new ideas, possibilities and
alternatives requires innovation to solve a problem. Therefore, whilst the definition
of creativity looks at generation of ideas and new ways by which a problem can be
solved, innovation goes a step further to talk about ideas or inventions. To provide
a worthwhile panacea to the predicaments of accidents preventive and pro-active
approaches are much more useful than reactive responses.
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Innovation is usually influenced by the time frame one lives in. It is contextual and
depends upon what 1is going on during a spec
duringthe St one Age period differs markedly fror
colonial and post-colonial periods in Africa. Similarly, within the context of American
economic devel opment , oneds innovativeness
revolutonperods i s totally different from oneds
era. Therefore, the nature and capacity for innovation in solving problems depends

on the different challenges people face and different time frames and context.

Figure 7.5 gives an insight on how people from different ages perceive and approach

innovation and the skills needed to interpret our times when solving problems.

. . . I
Skills needed to interpret our times

A wal k i n
13" Century

orye
20" Century

Romanticism

- 18" Century Dlsgontlng|ty .
Renais"‘sance ey, Chaos, Crisis, Longing, Lonelin

Anxiety, Disruption, Uncertainty
Deepeni ng Unce

2T Century

Post Modernism

Judges 17: 6

o /

Figure 7.5 Walk in History (Adapted by Chigwada)

Figure 7.5 depict developments during the Renaissance to Reformation period (15%
tol6"Century) where |ife was simple and easy.
was based on the use of simple tools. Challenges related to accidents and human
error was still minimal as compared to the present-day situation. The situation
changed during the 17" and 18" Centuries when Dogmatism/Absolutism and
Reason took the centre stage of governance. Dogmatism/Absolutism meant that
people had to religiously follow what they were taught by the leaders or manager.
Dogmatism was challenged then by Reason. This was a period in which people
started to conduct more introspection about everything they believed and in the
process, they began to challenge existing thinking and knowledge. It was during the
18" Century of Reason when many of the world inventions started to take place,
new machines were invented to take over manual labour and with that there was a
marked increase in the need for safety practice.
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The period of Reason preceded the era of Romanticism (19" Century) when life for
the people in developed areas was easy and they lived lavishly. Romanticism, in the
European and some American countries established societies where people cared
less about life and this spilled over into 20" Century a period when the world
experienced unprecedented horrors of technological development during the first
and Second World War. The discontinuity of Romanticism and the emergence of a
lavish life resulted in serious life problems. Some technological and innovative
developments proved to have monstrous consequences for humanity. Mining
machines were invented with the idea of putting an end to mining problems and with
the intention of maximising production. There were however, many unfortunate
uni ntended consequences. Il njuries and har
lives in large numbers, for instance the Hwange incident mentioned in the earlier
chapter. The 20" Century was comprised of chaos, uncertainty and deepening
uncertainty, longing, loneliness, crisis, anxiety among other things in the west.

During the 215t Century, the current period of Post-Modernism, life in industries and
workplace completely changed for the worse. In many African countries, the workers
in mining and any other industry influenced by the Marxist ideology demanded better
living and working conditions through aggressively political unions and labour
boards. In the modern age of mining and technological development in Zimbabwe,
, there is a diverse range of issues that plague the mining industry. These range
from: cultural disconnection; economic and financial crises; diseases and a
challenging political context to name a few. When production is the primary goal for
us, the need for new knowledge in the service of creativity and innovation cannot be
over emphasised.

African knowledge building concepts are embedded in the culture and history of
people consisting of exchange values that can be transformed into enterprises and
industries as well. Lessem and Schieffer (2010) contend that this indigenous
knowledge perpetuates cultural, social, scientific, philosophical and technological
knowledge that when intentionally applied, can provide the basis for an integrated
and inclusive knowledge framework. Like the Nhunggabara  aborigines  of
Australia (Sveiby and Skuthorpe, 2006), African indigenous knowledge systems
provide a perfect example of how traditional knowledge can provide
sustainability. Nhunggabara spirituality emphasised the interrelatedness of
everything considered knowledge, including nature and this gave them a happy life.
As highlighted in earlier chapters, the Usaputsa Chirongo, Kurima and Kukama
concepts provide a useful base on which to integrate the indigenous local knowledge
with proven western knowledge. Hoppers as cited by Lessem and Schieffer (2010)
stressed that indigenous knowledge was key in rectifying the marginalised status
of indigenous peoples and their knowledge and restoring the possibility of a holistic
knowledge framework. The glocalisation of exogenous knowledge provided not only
good grounding but offerered sustainability.
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The AKBC allows African organisations to build synergies by fostering the conditions
for teamwork based on Ubuntu principles to permeate the whole organization (Mbigi
and Maree 2005: 93). It follows that for to build stronger identities among Africans
community and communality are substantive prerequisites. In a team setting, the
existence of Ubuntu as a shared value system means that team members
collectively strive towards living and implementing the outlined values, which
consequently enhances the chances of reducing human errors Poovan et al. (2006:
48).

7.7 MODELLING AFRICAN KNOWLEDGE BUILDING CONCEPTS

The Sahwira Research Council were constantly creating building blocks in
consultation with representatives of the operational risk structures. Together they
were constructing the AKBC model. The zero-harm roadmap would be continuously
revisited and then be informed both by what the voices were offering and working to
ensure that management agreed with how building the necessary frameworks was
unfolding. The accident trends year after year were mapped against the roadmap
and key interventions were evaluated and the feedback from the voices within the
operatives were tabulated. Focused group discussions were conducted with all
stakeholders to authenticate the experiences and the captured information. The
Deming cycle and Bradley curve became central to the discussion of how to unravel
and integrate the AKBC with the various stages of culture. The various words that
formed both the work and home language in addressing human errors were
captured. The eight tenets of a good safety culture were considered namely:

The eight tenants discussed in chapter 5 for creating a safety culture were
considered:

Risk based approach across the whole value chain
Behaviour based Initiatives

Safety Leadership

Accident and Incident investigation

Management and Employee Interface

Stakeholder Relations

Business Protocol or Philosophy

Successes are celebrated along the way

© NOoO Ok wWNE

Also, outcomes from Humanism, mainly Traditional Ubuntu Concepts, applied to the
Work Environment covered in chapter 6 were considered. The framework for the
AKBC- Usaputsa Chirongo model was then taken to the Steward of this research
and his team and became a lively subject for discussion in many forums. The
framework proved to be robust in all the forums and is presented in Fig 7.6 below.
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Complete the analysis of the data, Compare data to predictions, Summarise
what was learned, Monitoring, measurement, analysis and evaluation
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response “l am because | do the thing in 4 am the Universe because |
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Planning
Objective, Questions & predictions, Plan to carry out the cycle, (who, what,
where, when),Actions to address risks & opportunities,Compliance obligations,
Objectives and plans
Figure 7.6 African Knowledge Building Concepts - Usaputsa Chirongo model

The final sections describe the model in more detail.
Stage 1: Planning

The need for the right people for the job cannot be over emphasised. Appropriate
people who are patriotic, competent for the task and are willing to participate and
make things happen. The model requires recruiting people into self-directed work
teams, and ensuring that the culture of the organisations helps to build a clear
identity which is influenced by what they perceive as important values. Thinking must
be connected to their being. Once teams can access their whole selves within their
own cultural being, they can then become active participants in planning for and
safeguarding their safety. In this way, teams are well placed to set up operational
risk structures across the company. Training those using different learning
approaches both leverages and cultivates their knowledge; both knowledge
emerging through lived experiences and knowledge which captures indigenous
knowledge. All exogenous knowledge must be embedded in the indigenous
phil osophi es (-iAfmcarzUbuniu phdosapldy) taceassire sustainability.
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To minimise mistakes in the planning stage, the self-checking, mutually
accountability collectivism aspect of the group were activated. The individual effort
must also be seen to benefit others and self. If the knowledge is already supported
by proven theory you can then progress clockwise to doing stage 4 which is the
direction proposed by Deming in his PDCA cycle (1994). In developing countries
with multi imbalances to reverse this in imbalance you proceed anti-clockwise. The
SRC articulated the explanation using the analogy of the number 6 & 9 which really
are the same number depending which side you viewing from. Divergent thinking of
marginalised groups is encouraged. Instead of proceeding to Doing stage these they
prefer to watch rather than do, tending to gather information and use imagination to
solve problems. They are best at viewing concrete situations holding several
different viewpoints. Hence, they need to emerge first as opposed to effecting. The
Assimilating learning preference is for a concise, logical approach. Ideas and
concepts are more important than people. For example, the northern countries are
good at planning through systems approach. Thus, a northern systems approach is
deployed to critique planning process.

Stage 2: Act

Interconnect new, past and future knowledge with a view to fuse all this into new
knowledge. Understand the core social need within the context and understand how
a solution of this problematic situation may contribute to the whole. The emerging
indigenous knowledge is specified in different preferred forms and requires
calibration against proven theories before application. Changes to be made due to
new knowledge must be specified and remain relevant to the goal being pursued.
The next step is to manage innovation so that it emerges from local knowledge to
global knowledge. The new indigenous knowledge emerges to infuse with
exogenous knowledge to give it local content and global integrity. This step deals
with mistakes at this stage as the expertise from other world is utilised to mitigate
possible errors. The Accommodating learning style which is 'hands-on’, and relies
on intuition rather than logic is deployed. These people use other people's analysis,
and prefer to take a practical, experiential approach. They are attracted to new
challenges and experiences, and to carrying out plans

Stage 3: Study

The new integral knowledge is subjected to reason through studies, tests against

proven theories to ensure that it can be incorporated into the existing system. The

proven knowledge can now move to the next stage after being customized for use.

Where there is human limitations technology is deployed. Trans-disciplinary is

required to synthesis the existing knowledge. The Trans-disciplinary operational risk

commi tteedbds act as centres of study wuswuall
Assimilating learning preference is deployed which is for a concise, logical approach.

Ideas and concepts are more important than people. These people require good

clear explanation rather than practical opportunity.
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Stage 4: Do

Effect new knowledge through guidance, engagement, enforcement or a
combination depending on the maturity of the participants. The management style
is informed by the situation. Document problems or unexpected observations for
informing the next stage of planning.

The model draws from other worlds incorporates the eastern world through the
Kyosei Model thrust of continual improvement. It also adapted the more northern
contribution of the Deming Cycle but because of the imbalances in developing
countries it progressed in an anti-clockwise direction to address the imbalances
before effecting. Deployed converging as a learning style. People with a Converging
learning style could solve problems and would use their learning to find solutions to
practical issues. They preferred technical tasks, and were less concerned with
people and interpersonal aspects. The Sahwira Research Council were quick to
refert o Reasonds Swiss mod e |-cloakdideiyougnsaretiaat
all the holes in the slices as presented in his model were not aligned with the existing
imbalances. Also, collectivism ensured there was a self-correcting ecosystem which
ensures that mistakes and slips are minimised by creating trans-disciplinary and
multi-level operational risk structures. Hence accidents were prevented and zero
harm was possible through application of Ubuntu which subscribed to collectivism
and solidarity through work teams. Another characteristic of Ubuntu was working
practices that are cooperative. Example group based practices which included
harvesting (Chirimo) and hunting (Kuvhima).

7.8 SUMMARY

The AKBC-Usaputsa Chirongo model sought to solve the following identified
problems of the operatives which contribute to human error:

1 they are the subject of the inquiry when accidents occur and risk losing their
jobs rather than active agents of co-inquiry

1 they are denied epistemic authority

their cognitive styles and modes o

T the human error theories | abel 6un
immediate cause of accidents. All too often the operatives are depicted as
inferior, defiant of management instructions. Such defiance is often cited as
the cause of the accident

1 Operatives always have to adapt to foreign knowledge at the expense of
indigenous knowledge.

1 Through preferred learning styles imbalances related to knowledge creation
were addressed.

=
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7.9 CONCLUSION

Using feminism, Chapter 7 has critiqued existing knowledge fields of humanism, and
human error with the intention of creating knowledge to equip the Zimplats-
Mhondoro mining community with new and relevant knowledge. The hope was that
they would then be empowered to address and mitigate challenges related to the
errors and accidents. The analysis was achieved through application of the tenets
of feminism which critiqued Western theories. This led to a positive outcome
regarding the re-claiming of indigenous knowledge. The Zimplats-Mhondoro
community generated fresh perspectives, based on indigenous knowledge. Through
dialogue, discussion and meaningful participation, they learned to influence and
facilitate the fusion of indigenous knowledge with exogenous knowledge. A review
on the African form of feminism and the various arguments offered by African
scholars helped to ascertain and refine the understanding existing gaps. Gaps were
indeed critiqued with a view to developing a model that would address the gaps. The
emancipatory element of the critigue established a African Knowledge Building
Concepts (AKBC)-Usaputsa Chirongo model, which was informed by their lived
experiences. The Ubuntu philosophy provided the framework on which these
concepts were built and founded. The emphasis given to a collectivist approach both
in learning methodology and training content, leverages the commitment to shared
responsibility and this ensured that errors in formulating the model were minimised.
The AKBC-Usaputsa Chirongo was implemented and tested in the next chapter.
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CHAPTER 8

EFFECTING AFRICAN KNOWLEDGE BUILDING CONCEPTS (AKBC)-
USAPUTSA CHIRONGO THROUGH PARTICIPATORY ACTION RESEARCH

AUmunt u Ngumunt uwhNad anZalunand io Xhosa means for: a
person is a person through other persons.

8.1 INTRODUCTION

This chapter examined the application of the knowledge gained during the
research and outlines how the AKBC-Usaputsa Chirongo Model fits into this
application. While chapter 7 focused on solving problems, decision making and
the development of the AKBC-Usaputsa Chirongo model, this chapter looked at
the practical applicability of the model and how it was implemented at Zimplats.
The implementation of the model sought to reduce the number of incidents
resulting from human error, thus curbing injuries and other avoidable accidents.
Critiques through the lens of feminism were used to clarify and consolidate
solutions to human error challenges. This chapter focused on effecting which is
the fourth part of the (GENE) process: Grounding; Emergence; Navigation and
Effecting.

This chapter also exposed how the work based research to innovation journey
culminated in this fourth stage of the co-creation section. The Participatory Action
Research (PAR) methodology will be explained and the chapter will describe how
voices in the wilderness of Mhondoro manifested as important insights which then
played out in the development of the AKBC-Usaputsa Chirongo Model.

The PAR methodology in the Zimplats-Mhondoro Mining Community
transformation journey addressed several accidents which occurred largely
because of human error. The imbalances identified were part of the research
process and how and why decisions were made to attain a state of balance was
covered. This chapter begins by describing the history of the PAR tenets and
focusing on the practical benefits in the community.

8.2 PARTICIPATORY ACTION RESEARCH (PAR)

Participatory research is firmly grounded in the Southern origins of Africa, Latin
America, Columbia with M.D. Rahman of Bangladesh, being its leading light. PAR
has its origins in the work of Kurt Lewin and John Dewey who developed this
methodology in the 1940s to create a participative and democratic process. The
aim was to facilitate practical knowledge development that integrating action and
reflection; theory and practice designed. Such integration was essential to enable
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the research to bring about practical solutions to burning issues. Lessem and

Schieffer (2010) note that there is an important need for grassroots
representation in the research process, they offer several reasons: to popularise

science; transform the relationship between researcher and those researched;

and pursue autonomy and identity while exe
power.

PAR thus empowers the marginalised groups and in the case of Zimplats, the
operatives. The Zicmjehges wcowverpck and revealedsad
corrective strategy to reverse human errors and work towards zero-harm.
Participatory research can be regarded as a methodology that argues in favour
of the possibility, the significance, and the usefulness of involving research
partners in the knowledge-production process (Bergold, 2007). Every type of
research calls for social conditions that are conducive to the topic and to the
epistemological approach in question. This meant that the Sahwira Research
Council had to engage management to create the appropriate social conditions
for the inquiry and to ensure full participation by operatives at Zimplats. Gotsch
et al., (2012) argue that in concrete research projects, the concepts of democracy
held by the participants, shapes the design and the research process.

The next section discusses the context of this key participatory research in the
Zimplats mining community and outlines the concept of PAR as given by Lessem
and Schieffer (2010).

8.3 ZIMPLATS MHONDORO MINING COMMUNITY AND HUMAN ERROR

The need to have the Zimplats community contribute their own knowledge,
techniques and experience to the transformation process consolidated the
complementary roles of theory and practice. PAR aims to articulate and develop
theory and practice through critical reasoning within both areas. Zimplats-
Mhondoro mining community defined human error as it relates to accidents in the
workplace as their major challenge to becoming a zero-harm operation. Lessem
and Schieffer (2010) argue that the general concept of authentic participation is
rooted in the cultural traditions of the common people and in their real history.
The authors stressed how important it was to re-enliven and animate the core
values that have survived the destructive impact of foreign invasions. The
incorruptible values were embedded in the old social practices and the
experiences of the Zimplats-Mhondoro mining community.

The accidents trends and severity of injuries at Zimplats reminded me of the
following:

i. the Hwange 1972 disaster in Zimbabwe

ii.  Gulf of Mexico Deep-water Horizon oil spill where 11 people were killed,
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BP incurred $46 billion in civil and criminal charges in 2010,

iii.  Bhopal incident which resulted in 3 800 deaths, 102 000 permanent
disabilities in 1984, $470 million settlements

iv. Tianjin explosion where 170 people were killed, hundreds seriously
injured, $6 billion in insurance claims, $9 billion to business because of
the break in supply chain in 2015.

During our discussions with the operatives it dawned on me that the high rate
of injuries and fatalities was a huge and intense challenge within the Zimplats
teams. The initiation point came when operatives launched a campaign
dubbeaddr 6 moKki Mhiclh maans falls of ground (FOG) kill. This
initiative enabled the engagement point for a shared challenge that needed
resolving. Dependency on supervision to enforce procedures was now seen
as a negative syndrome, especially during weekends when management was
not onsite. Operations would experience numerous accidents and incidents,
prompting management to redeploy some of their members during the
weekends.

Through employee indabas; meaning group liaison sessions, it became clear
that the introduction of management systems in 2008 resulted in a significant
drop in accidents. However, in the process a big gulf was created and then
c hr i stietnbesd tohoe as depicteld indiguée 8.1. An in-depth analysis of
employees and management perceptions revealed that there was a wide rift
between management and supervision. The next section outlines the stages
of the AKBC- Usaputsa Chirongo, beginning with Stage 1.

Ubuntu Clay pot @ Ubuntu Clay pot @

Employees & I Supervision &
SHEQ Reps, . Management Employees & Supervision &
1 SHEQ Rej Management
“Itis "’e’r and us” “Itis lhem and us
' Visible Felt
..... iersnip
(\ H )
V f@_l o 1he employee \\u y
o /; still not happy h,
Ubuntu Clay pot @ Ubuntu Clay pot @
Employees & | Supervision & | .
SHEQ Rel . Management Management Employees & Supervision & Management of Management
SHEQR Management technology  ©finnovation
g us” of technology 1 —— \
i \ “It' us” naging 4 § ([
- i | . I i
«—> | >
Kurima &
AKBC Values inside the Chirongo
KL rima Mode! Values inside the Chirongo¥ EIPa Usaputsa
control s piy
2n by values » vhirong
..(‘ 00« O\ odels driven  4glg) »
\ i/Ubuntu) \ w S by values &£ )\ Ubuntu / Hunhu
Ubuntu/Hunhu \q/ (Hunhu/Ubunt
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Figure 8.1 AKBC- Usaputsa Chirongo framework (Adapted by Chigwada
from PAR at Zimplats)

The Sahwira Research Council (SRC) carried out an inquiry and survey to
unravel the cause of the rift. The clay pot, as mentioned previously, is symbolic
of the knowledge receptacle. Operatives felt managers were being
individualistic in their approach what seemed important to them was output at
all costs. Figure 8.1 demonstrates that operatives were dis-engaged and that
there were disparities in terms of perceptions, attitudes and state of mind.
Employees were not in sync with the introduction of the Managing the
systems by the Business Management System (BMS), and hence were prone
to many errors. The SRC noted that the exogenous system was complex for
the employees as it did not resonate with their lived experiences. The SRC
took it up with management who responded by engaging employees to bridge
the gap as explained in figure 8.1.

Figure 8.1(2) gives a pictorial view about how leadership attempted to engage
in an effective manner through visible felt leadership (VFL), also identified as
a key component of the process of Management of people (being added in
the clay pot). Management led visible felt leadership engagements after an
inductive coaching session. The implementation of the VFL approach formed
Phase 2 of the AKBC- Usaputsa Chirongo framework. However, this was not
sustainable and the transformational power was inadequate, as it did not have
the depth of the socioeconomic issues of the operatives. The employees of
Zimplats did not welcome the Visible Felt Leadership approach as it was
perceived as a fault-finding exercise and they referred to it as witch hunting
exercise. MhasdiUss8 tadmai ned an issue
culture.

8.3.1 An Authentic Analysis of Social Reality

There were deliberations by the SRC with employees on how to create the bridge
across the gulf. Through these interactive sessions, the voices of the operatives
were brought to the attention of the stewards. The stewards in their endeavours to
reduce human error gave their assurances through the SRC that the engagements
will be supported with no conditions attached to it. The operatives at every start of
shift would deliberate on the VFLs approach and feedback to SRC. Lessem and
Schieffer (2010) suggest that people cannot be liberated by a consciousness and
knowledge other than their own. So, this idea informed the approach, which invited
in the opinions of the operatives. During the engagements, the operatives raised
concern on how the VFLs were being conducted. They expressed the unwelcome
intensity of increased supervision and they did not like being brought into line by
authoritarian management style. The SRC noted as demonstrated in figure 8.1 (2)
that although numbers of accidents reduced, employees were not happy with the
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approach. At the time, however, management felt that everything was going well
and that the transformation journey was on course.

It was at this point that the SRC engaged the operatives. Discussions centred on
how we could find a counter-balance to the domination of the elites (management).
Stronger voices from operatives were encouraged through surveys. It became clear
that values of the organisation were not shared or lived by operatives as they were
foreign. In response to this the stewards rebranded the organisational values and
infused them with an African Ubuntu outlook (We Respect, Care and Deliver).

Lessem and Schieffer (2010) stress the importance of having people develop their
own indigenous consciousness-raising and knowledge generation, and this requires
the social power to assert. Nussbaum, (2003) highlights in her article on Ubuntu,
that values and processes geared toward seeking consensus and mutual
understanding, and maintaining harmony are very much a part of African culture.
These include leadership and healing skills and simple interpersonal processes,
such as how to greet someone in the morning, how a person leads a group to
improvise together in dance, how chiefs make decisions, or how war healers reduce
vengeance among people who have been at war. The SRC was surprised by the

turn of events as empl oy e e dJbuath ghiosophg and Th e s e

embraced them with both hands and it resonated well with the symbolic meaning of
the traditional clay pot of values. The pluralism or collectivism of the We Respect,
Care and Deliver in the values symbolised the Ubuntu. The values provided healing
and they were refreshing for the operatives. The values resonated with their lived
experiences and memories of the precious clay pot of values known in Shona
language as Chirongo emerged.

The SRC took advantage of this platform to unlock even more indigenous knowledge
to restore to the operatives the control over their own verification systems. The
Council also encouraged the resuscitation of indigenous knowledge as during inter
engagements and management-employee Indaba. More and more, because of
conscious encouragement, African Knowledge Building Concepts began to emerge
during discussions. The operatives began to use storytelling, industrial theatre,
idioms and songs to communicate their concerns.

The crucial African knowledge building concept was the Kurima concept which
seemed to both address and identify the kind of desired leadership style, more
aligned to awareness of the complexity of the challenges. Over time, this was
developed into a model the Kurima i Leadership and safety maturity culture model
as depicted and expounded in figure 8.2
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Leadership and safety maturity culture model

Figure 8.2 Kurima leadership and culture model crafted by Chigwada 2016

Stage 1: Monoculture

Enforcement: Behaviour modelling is through enforcement (system)

New employees

Combination, Compliance is the goal, safety by natural instinct

Close management from the front and from the back

Corresponds with new employees who need training and guidance at the same
time good enforcement

=4 =4 -4 -4 -2

Stage 2: Trans disciplinary

1 Guidance: Behaviour modelling is mostly through guidance (management of
people)

Blended new and experienced employee

Fear, Discipline, Management commitment

Guidance is still required with less enforcement

The management style is mostly Guidance

E ]

Stage 3: Transpersonal

1 Engagement: Behaviour modelling is through engagement (introducing

technology where there is human limitations: lighter ploughs, sharp blade, yokes)

Gender sensitive/Inclusiveness

Care for self

More of a monitoring management style

Oxen are engaged and know what i s require
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