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Impact of Values on a Quality Safety Program

by Dr. Jerry Cammarata, WSO-CSE

Abstract

Whether we realize or not, values are part of our everyday existence.
There is much talk today about values - family vatues, community
values, individual values, While value is perhaps an overused word, the
fact is that our everyday actions are guided by vaiue judgments. The
problem is that these values are implicit in our actions: what we need
to do in order to understand them is to bring them out in the open for
fulf viewing,

The paper attempts to do this, and to use our implied values as a way
of understanding quality safety programs. I argue that values undergird
our organizations just as they do the larger society; particularly, the
values found in democracy - equality, liberty, human dignity, autonomy,
tolerance, consensus - have profound importance for quality safery
programs in the organization.

Just as the time came for democratic values in societies. the time has
come to bring these values to bear on safety programs: in the past, the
"paradigm” for safery focused on work-centered programs. Today, we
need a paradigm® for the employee-centered program whereby
employees are aliowed to actualize their potential through free discus-
sion and exchange of ideas and gearing this toward reaching consensus
in safety program procedures. In short, the latest bastion of autoeratic
decision-making is the organization, and this paper argues that our
democratic values have much to say in breaking down these walls.

Introduction

This past January, the United States of America abserved a rather ig-
nominicus anniversary. On January 28, 1986, the Space Shuttle Chal-
ienger erupted into fames jusr_l 73 seconds after lift-off from an icy
Cape Canaveral launching pad.® As the country - indeed the entire
world - watched in horror, American aspirations for the space shuttle
program were snuffed out as quickly as the lives of the seven-member
crew including the high school science teacher Christine McAuliffe,
who would have become the first iay person ever 10 expiore space had
the mission been a success.

Of course, in the decade since this tragic accident, the space shuttie
program has recovered remarkably well” Space shuttle missions, once
they resumed several years later, have become a regular occurrence and
a vital part of the world's space exploration efforts. We owe the
wonderful images of the edges of the universe that the Hubbie space
telescope is sending back 1o us to two successful space shuttle missions
(the first to put it up in orbit and the second 10 fix the telescope’s
reflective mirrors, a dramatic feat where crew members spent hours on
end hanging in the nothingness of empty space}. In addition, the space
shuttle has recently had a space station rendezvous with Russian cos-
monauts and has repaired a malfunctioning Japanese satellite, Indeed,
4 decade after Challenger, the risks of space shuttle missions seem a
thing of the past as mission after mission goes of without a hitch and
carries with them the apparent aspirations of many of the world's in-
dividuals.

Dr. Jerry Cammarata is a healthcare management consulit-
ant specializing in Risk Management, OSHA compliance
and innovative medical facility services. He consults to
over 120 hospitals and nursing homes in the metropolitan
area on heatlhcare administration, staff development and
education. He is an adjunct facuity member of the Clty
University of New York in Safety Technoiogy, Hearing Con-
servation, Fire Protection, Consumer Frotection, and Or-
ganization & Management; and enjoys faculty provileges at
the Wagner College (New York) in the area of Communica-
tions. His professional qualifications include BA and MA
from Hofstra University, and Ph.D. from California Coast
University, and @ Nursing Home Administration Certificate.
He is a licensed Speech/Language Fathologist, Audiologist,
Hearing  Conservationist, Board Cenified Audiopros-
thologist, as well as a Certified Medical Technician.

Yet, the anniversary of the Chalienger's faiiure has. at least moementiri-
ly, given us pause oo refiect on the risks we take when we stretch 1o
reatize our most valued dreams. For. at its core, the s1ory of the Space
Shuttie Challenger is one where the values we hold dear were not com-
pletely in sync with the safety management procedures that are meant
1o help us realize our goais. In the wake of the Challenger debacle. the
cause was determined to be a faulty "0" ring which held the shuitle's
rocket propellers to the manifold. In fact, the "o rings had been a
major concern before the shuttle took off, and many sciennists who
worked on the mission at the time attempted to warn managers thai the
weagher was simply too cold to guarantee a safe flight of the space shut.
tle.” Over the objections of many, the Space Shurtle Challenger lifted
off on that cold January moming (after repeated de-icings) when it
should never have. In their haste to realize the goal of placing an ordi-
nary American teacher in orbit, NASA disregarded what was perhiaps
standard safety management procedure.

I bring up the Space Shuttle Challenger not because I think ir i some-
thing most Americans want to remember, Rather. ] mention it here be.
cause I think it has something to teach us about the way that the values
we cherish and work place quality safety programs interact, In the case
of the Chaltenger, it secems clear that two values which - it must be
pointed out - are not necessarily opposed somehow clashed in the open:
on the one hand, NASA's value to have a successful shuttie launch and
on the other the value of assuring that the work place of its empiovees -
in this case, the space shuttle crew - is as safe as possible. How many
times have we seen similar situations happen, though perhaps not 10
such extremes as the case of the Space Shuttle Challenger? Immediate-
ly a case such as Three Mile Island nuclear power plant comes to mind.
Expediency is chosen over sound safety, and the results are nearly dis-
astrous for the lives of many citizens both mside and ousside the con-
fines of the nuclear power plant.

The point here is that the things we value most not only impact upon a
quality safety program of a given organization, but they also undergird
it. In other words, the values we hold dear are ptior to a safety
program initiated at an organization because they are already instilled
in us, and as we should hope, in the organization as well. It is true that
in 1996 values are a hot topic in the United States, as represented by
the gopulatity of books such as William Bennett’s The Book of Vir.
tues.”  Family values, community values - all types of values are
promoted for the cure of every social ill of socicty, so it seems today.
Perhaps the word Jvalues” has indeed become overused in the modern
political discourse.” However, what we must realize is that value Jjudg-
ments form the basis of every action we take in this world, and what is
more, these value judgments for the most pant go unnoticed in the back-
ground to our conscious decision making process. Values, whether we
like it or not, happen "behind our backs” in every facet of daily exist-
ence.

The same is the case when we consider the work place in general, and
more particularly a quality safety program that is initiated in the work
place. Although values are impiicit in our daily actions but nonetheless
guide them in a significant way, } should like to bring out some of the
values implied in the construction of a quality safety program that has,
at least in my opinion, world-wide international implications. As we
prepare for the twenty first century, it is clear that the work place for
workers all around the world should match technological advancement
with top quality safety procedures. Furthermore, values instantiated in
the work place must also reflect the values of the society at targe. But
the question immediately arises: why should this be the case? What
calls for the highest safety program in the modem day work piace? To
this question, one must respond: our value for human dignity.

In this essay, | want to lay out the foundations for a view of quality
safety programs that is based on the pricrity of certain values that we,
as individuals, Americans, and wotld citizens, hold - and rightfully
should hold - dear. More specifically, I want to argue three things:
that there are standard values which transcend who we are as in-
dividuals and where we come from which should be stressed not only in
schools and communities but also in the work place and should be pos-
sessed by safety managers; that there, in fact, correspond to these stand-
ard values certain personality "types® among individuals which coincide
with the ongeing transportation of these values: and finally, that we
must advocate international, nationaf, or even corporate standards of
values to act as guides in assuring a quality safety program will be
developed and impiemented,
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The need for such values and the state of safety today

What is it about today's work place that calls for such a stand on the
issuc of values? Before delving into the assertions put forth above, |
think we best attempt to answer the question at hand first.  For the
fact is that a majority of the American work force, and an increasing
number of the world's work force, has moved to a different type of
situation where management must respond in different ways. Safety's
emphasis in the past on work-centered management was logical given
the manufacturing-orientation of the average work piace. Changes in
the society have made it increasingly impottant to redefine safety orien-
tation because we have moved 1o a service econamy era.  Alan Garner
and Frank Riessman understood this clearly over twenty years ago.

With this fundamental change in the way that the American economy
functions, there has been an equally fundamental change in the type of
management that an organization conducts. Specifically, increased at-
tention has been given to what might be called the "employee-—centered”
aspect of safety over the work-centered safety needs. Since a service in-
dustry has little machine interaction, safety problems encountered
within it are more likely 10 be seen as "people” problems (notwithstand-
ing the increased presence of carpal tunnel syndrome in the computer
age). Whenever people are involved it becomes clear that it is a matter
of improving human relations - a clear tool of the employee-centered
approach.” Even if an organization is mainly concerned with produc-
tion of hard goods rather than services, trends have shown that
employee-centered approaches are needed because the high tech revolu-
tion has repiaced semi-skilled workers with robots on the one hand, but
has also required the extremely high level of training of the workers
who remain on the other.

In a recent book, published on the state of tthAmcn'can work force
today, Staniey Aronowitz and Vincent DeFazio' argue that over the
last decade or so there has been a progressive destruction of high-
quality, well-paid, permanent jobs. The authors cite three reasons for
this first - in response 1o pervasive, long-term economtic stagnation and
new scientific based technologies, there has been a massive restructir-
ing of the parterns of ownership and investment in the global economy.
The global market has indeed made political boundaries aimost ir-
relevant.  Second, technological advances have destroyed jobs and
reduced living standards by enabling corporations to go "transnational”,
i-¢., deterritorialize production. The authors refer to this phenomenon
as "informatics™ the transmission of information through electronic and
computerized means. And third, even the higher standard jobs were
moving according to the globalization of capitai because places ifke
India and the Far East had a rich supply of programmers, systems
analysts, engineers, etc., that received much tower wages than the same
professianals here. While this perhaps is the sad state of affairs in the
labor market today,” the fact is that a higher percentage of jobs that do
remain will require more complex job knowledge; of course this entails
new and retrained employees receiving a heavy dose of more training
and education. This should lead to a more professional status for these
workers, and it is reasonable to conclude that safety practitioners will
need to be more persuasive in their communications with others.

That education and training are values, in and of themselges. is not in
dispute here. I firmly believe, as I have argued elsewhere,” that educa-
tien is the most important factor to keep a work force productive and
safe. However, the point here is that emplovee-centered programs
point to even a larger question of values than education, programs tha
emphasize human refations fraining probably wiii be needed since
emplovees will be better educated, and vice-versa. The reason is that
expeciations nse when education and training rise. Whereas a less-edu-
cated worker might accepr a safety suggestion or pcrfoxlan a certain pro-
cedure because an authoritarian figure says to do so.*" the more edu-
cated emplovees will expect to be treated as mature adults. In other
words, perhaps there will be more supervision needed. bu 1rfmr:: will
aiso be more people taking responsibility for their own safery.

Further evidence has shown that empioyees, who become financially
secure in their job. look 1o other forms of incentive for safety rather
then in the monetary direction. ~ One could make the case that this
situation i indeed a direct representation of Mastow's hierarchy of
needs, whereby the individual searches for other forms of.motivation
than basic security when lower types of needs are met. Ia other
words, as the need for food. clothing, a shelter are taken care of, the in-
diw‘duﬂ looks for friendshrp, esteem. and self-actualization from their
peers. Employee-centered safety programs. therefore. have to take
into account a very different attitude on the part of the employee be-
cause the basic situation - and the values of the work place - have been
altered in this high skilled work environment.
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Hence, the shift from the work-centered safety program to the
employee-centered safety program underiies the fundamentai shift in
our work world today. In the work-centered safety program. the em-
phasis was on what many cconomists call the “cost-benefit analvsis™.
This model comes from the rational factor model in economics where
every decision made by an individual is supposedly made in a jucid or-
dering of benefits or the decision weighed against the cost of the
decision. In the field of safety management, William Lo ce's Of Ac-
ceptable Risk: Science and the Determination of Safety®” is perhaps
the most persuasive book on the matter. Lowrence argued twenty years
ago that benefits, costs and risks could be measured and in fact had Lo
be measured in order to come up with “acceptable™ risks in safety
management. Lowrence stated thau

"Risk is 2 measure of the probability and severity of adverse ef-
fects. Efficacy is a corresponding measure of the probability
and intensity of beneficial effects . . . Safety is the degree 10
which risks are judged acceptable. Benefit is the degree to
which efficacies are judged desirabie . . . The above notions
are logically symmetrical: safety is to risk as benefil is to ef-
ficacy. Risk and efficacy are matters of measurable clrgpincal
fact; safety and benefit are matters of value judgement. "

Perhaps we should leave to one side Lowrence’s methodological
analysis of how one gets to empirical (i.e., measurable) fact from value
(Le., nonmeasurable) judgments. Lowrence seems perfectly comfort-
able with the assertion that values can, in the end. be quantified and
hence placed within the realm of risk and efficacy. This is nothing new,
to be sure: economics, as stated above, has been treating tiu/- active life
of the individual - homo economicus in economic parlance'’ - in terms
of measurable identifications. Al I will say here is that the social scien-
ces have sought to come to grips with this very issue ever since the ad-
vent of the modemn scientific method of inductive empiricism began
three hundred years ago. In the early twentieth century. the great Ger-
man soctoiogist Max Weber decidedly argued - persuasively I might add
- thaiéhc bridge between facts and values was quite simply insurmount-
able.”™ To say that value judgments could be derived from empirical
observations, or vice versa. was simply out of the question 1o a great
mind like Weber,

My inclination here is 10 say that fools rush in where angels fear to
tread, If the greatest philosophers of the age - the problem of empiri-
cal facts versus value judgments has been the topic to the likes of David
Hume, Immanuel Kant, Heinret Rickert, Nietzsche, Marx and his dis-
ciple George Lukacs, Weber, and today the German sociologist Jurgen
Habermas - could not seitle the issue decisively in thousand of pages of
writing, then I do not believe Lowrence can get on a &rip on the rela-
tion between empirical facts and value judgments in just a few papes.
However, the fact is that the cost-benefit model has long been used in
safety management whereby acceptable risks 10 worker safety were cal-
cuiated, measured, and weighed against the possibility of eitlier improv.
ing profit or raising costs, My argument here is that the work-centered
safety program of the past went hand-in-hand with the cost-benefir
analysis in safety management.

About thirty five years ago, the scientific historian Thomas Kuhn wrote
an influential book entitled The Structure of fgicmiﬁc Revotutions that
sent shockwaves through the social sciences. Kuhn's argument was
that there are two kinds of science that stays within a given paradigm, a
given set of beliefs that the scientific community cherishes; normal
science, in other words, is safe.

Revolutionary scierice, on the other hand, challenges the gven set of
beliefs concerning science. When the explanatory power of normal
science fails, revolutionary science takes its place and becomes the
dominant paradigm. The Copernican Revolution, which took a
heliocentric view of the universe and replaced ,Hac Ptolemaic’s
geocentric view, is an example of revoiutionary science.”

The point here is that cost-benefit analysis and the work-centered
safety program have been the dominant paradigm in safety manage-
ment for years. They are our equivalent to Kuhn's “normai science”.
The employee—centered understanding of safery programs is the new
paradigm emerging, and with it must come a "revolutionary” way of
looking at how to best structure work safety programs.

This leads me back to the question of values. And we ask again: how
do values fit into the work place as I have advocated? We need not
look far, for as 1 have also indicated values are something that happens
“behind our backs" so to speak. The way, in which we interact in
everyday society. is an expression of values that we hold dear, and yet
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these values are s0 ingrained that we know not that they are at work.
The vajues 1 speak of are those implied in a democratic society:
freedom, equality, human dignity, civility, etc,

We have gone a long way in universalizing democratic values across the
world in the two hundred pius years since the Declaration of Indepen-
dence appeared here in this country and the Deciaration of the Rights
of Man appeared in France across the Atlantic thirteen years later.
How ironic it is that for the most part democratic values have not made
their way into the very economic system that has proven 10 sustain
democracy - capitalism. We know that businesses are rather autocratic
in the sense that decision making is made at the top. But does this
have 10 be the case? Is there a way to bring democratic values to an or-
ganization in a proper and professional way such that they both impact
upon the organization positively and undergird the very belief system of
the organization? My response is not only yes, but that the time is ex-
actly right given the move to employee—centered safety programs. The
basic values of democracy we hold dear are the “revolutionary” science
to the paradigm of the employee centered safety program.

The Values Implicit in Modernity and Democracy

In the tradition of the West, democracy has conventionally been
defined in political terms - that is, in terms of the relation of the in-
dividual 1o government. When all, or almost all, adult citizens par-
ticipate in the process of selecting representatives who are charged with
the responsibility for legislating, including the levying of taxes,
democracy is said to prevail. [t does not follow necessarily that every
voler has exactly the same weight as every other in determining
governmental policy. As modern conservatives, over the course of the
last several decades - such as Barry Goldwater, William Bennett, and
Supreme Court Justice Antonin Scalia, insist on emphasizing, the
United States is a constitutional repubiic in which each state, irrespec-
tive of the number of its inhabitants, shares cqually in sending repre-
sentative to the upper legislative change of the federal government:
and. further, each state, within certain limits, can determine for itself
the conditions under which the members of the legislature are chosen.
In terms of formal structure, American democracy is limited by the
separation of powers within the federal government, by the reserved
powers of the states, and by the basic rights retained by the individual
under constitutional guarantees.

However, the point here is that a representative democracy is limited by
the separation of powers within the federal government, by the
reserved powers Of the states, and by the basic rights retained by the in-
dividual under constitutional guarantees.

However. the point here is that a representative democracy, for the first
uime in human history, gave the power of governance 1o the majority
broadly stated, rather than 10 the few of the one - 151: latter rwo being
oligarchy on the one hand and tyranny on the other. Furthermore, it
15 no coincidence that the values of democracy made their historical ap-
pearance at a time when the individual qua individual made his/her his-
totical appearance. In other words, the modern period - and here |
have in mind from the middle of the seventeenth century - issued in
what we know as popular government because the values of the time
catled for individuals to be the carctakers of government thcm,vflves in-
stead of a class who was given this responsibility by birth right.~

We could go back in intellectual history and trace the onward march
toward democratic values and the rise of liberal philosophy with great
case to fiad our roots for what we cherish today as the popuiar form of
govergment. The "contact theortsts” of seventeenth and cighteenth cen-
turies™™ made popular the idea that society was based o a compact be-
tween the individuals themselves - not the rulers - whereby those in-
dividuais gave up certain libcm’aor a "state of nature” to gain the “in-
alienable” rghts of civil society.™ The underpinnings for this view lay
in the fact that every man was endowed with "reason” and therefore
could be trusted 1o understand fully his (since only men at this time
were in¢luded) role and place within civil society. The origins of
democratic values were found in this fact.

Perhaps the two biggest proponents of this view, that the individual was
nor capable of governing himself through representative government,
were Immanuel Kant in the late eighteenth century and John Stuarnt
Mill in the mineteenth century. Kant's ideas refiected what we know as
the Enlightenment: the success of modern science which accounted for
the spirit of optimism that was characteristic of the political and
philesophical thought of the age. The discoveries of Copernicus,
Kepler, Galileo and Newton appeared to inaugurate a new age of scien-
tific promise, individual's capacity for reason. The laws of rational in-
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quiry were 1o seem to be the replacement of the dictates of prejudice,
custom, authority: Kam was on the cutting edge of this change n
values. The individuai played a targe role in hus moral philosophy - the
individual as the autonomous rational being who lives or should live in
accord with the categorical imperative. Without individual autonomy.
or freedom, there was 10 be no morality in the true sensc_,j)l' the word
for Kant. In his influential essay What 1s Enlightenment?™ Kant chal-
tenged the modern world to shake off its "immatunty” and "have the
courage 1o know”, because we were all endowed with reason. we have
the ability to understand the nature of the world, ourselves, and the
political realities that surrounded us.

With this underpinning to the spirit of democratic values, John Stuan
Mill came atong in the nineteenth century and added his own twist 10
I , equality, and human degnity. In 1859 Mill published On Liber-
ty™" which artempted to examine the necessary conditions of human
happiness. Yet, the spirit of progressivism pervaded the work. and M.;L}
theorized that humankind was an evolving rather than a fixed being'~
If this was the case. then all caiculations concerning political order and -
human happiness had to take into account the prospect for human im-.
provement. Mill advocated programs which promoted the advance of
civilization and social excellence. In Mill we find the standard liberal
theme that forms of government were only legitimate as {ar as the
society around them had progressed. and as society progressed the time
would come for values to progress as well. For iastance, he believed
that despotism was legitimate for those societies which had not veu
evolved beyond the jevel of barbarism in the West of his time however.
the citizenry had become capable of being improved by freedom and
equal discussion. The only way this could come about for Mill was
through a social education of the citizenry: in Mill, one hundred and
thirty years ago, in other words, we find one of our most foreeful values
as the people of the late rwentieth century - the notion that human dig-
nity, equality, freedom and civility were contingent upon continuing self-
improvement through education. The reason, as Miki statcsmis
"grounded on the permanent interest of man as a progressive being.”

Personality, Values and Quality Safety Programs

Tuis brief review of the origins of our democratic values is neither
meant to be extensive nor meant to take us too far afield of the task at
hand. To reiterate. we are concerned with bringing out into the open
the mmpact of values on safety management, more particularly those
everyday values of democracy we hold dear. My point is emphasizing
democratic values in modem political and philosophical thought is
rwofold: on one hand, to show that many of the thinkers of the past
realized that the stage had been set for the move to these values
through a progression of ideas. My point i$ that we have arnived at the
same crossroads in the field of safety management, and that the values,
implied in the larger move to democracy throughout moderm human his-
tory, €an be brought to bear on the work place as the employee-
centered mode] takes shape.

I said at the outset that | wished to argue three things: 1) that there
are values that we can call universal; 2) that there are certain "per-
sonality” types which sustain these values; and 3} that standards must
be put in place in safety management procedures to reinforce the first
two. [ have put the first piece to the puzzle in its place: we need to
learn from the democratic valuecs we already cherish - human dignity,
autonomy, freedom, equality - for quality safety management. 1 shouid
like 10 move to personality types now 1o see if we can find a particuiar
individual who is more apt to hold these values.

There is a debate in philosophical thought dating back to Plato that is
concerned with reaching consensus in society versus understanding the
conflicts of society, For instance, it can be said that Plato was con-
cerned with conflict between the ruling groug and other groups in
society and thersby mediating between them®” On the other hand,
Aristotie argued that there was a consensus among men who were ra-
tionaioand virtuous and a need Lo suppress conflict by any means neces-
sary. We could trace this debate throughout the history of
philosophy up to relative present: in the Middle Ages, Augustine on the
side of Plato and Aquinas on the side of Arisiotle; in the eatly middic
modern period, Machiavelli describes human nature in conflictual
lerms and Hobbes in consensual terms;”" in the seventeenth and
eighteenth centuries, Logﬁc in the consensual tradition and Rouseau in
the conflictual tradition;”™ in the nineteenth century, Augusic Comte ﬂ‘},
the consensual tradition and Karl Marx in the conflictual tradition;
and in the twenticth century, Talcott Parsons ﬂ the consensual tradi-
tion and John Rawls in the conflictual tradition.

The point here is that I believe it is possible to go back and trace this
debate to find the undercurrents in the conflictual and consensual tradi-
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tions: if we do thig, I also believe that we will come up with theories of
personality which reinforce both of these traditions. In other words, we
might look to psychology to find some of the clues as to what type of in-
dividual better undergirds the conflictual theary of society and what
type of individual better undergirds the consensual theory of society.

At the outset, it should be pointed out that the individual invoived with
safety management, in the ideas | have put forth here anyway, should
be a consensus-builder. The values of liberty, equality, human dignity
and autonomy that take their hold in a democratic setting imply that in-
divi¢uals must come to some common understanding or agreement
about the issues at hand; if not, then there must at least be the civility
to agree to disagree.  The only way civility can take root is if actions
geared toward consensus are promoted - not only in society a whole but
also within the work place setting, Therefore, types of personality
which are geared toward comsensus might prove desirable for those
who are in charge of carrying out safety management.

As we all know, there are gants in the field of personality theory from
which we might takcjsour bearing. Sigmund Freud served as the first
great psychoanalyst. However, Freud's theory of personality em-
phasized the eternal battles that the individual waged within him/her-
self between the id, the superego, and the ego. In short, Freud's theory
of personality was a conflictual one; furthermore, Freud postulated that
all individuals were susceptible to this ongoing conflict, whethier they
were aware of it or not (since the m.lfb of the psychoanalyst was to ex-
tract out the exigencies of this conflict™™)

In the years after Freud’s death, there arose a movement which
counteracted Freud's domination of psychology. It became known as ex-
istential psychology and found its greatest voices in the philosophers
Jean-Paul Sartre, Albert Camus, Martin Hcigc;,ggcr, Franz Kafka, and
Nietzsche and Kierkegaard in the last century.”’ It was Sartre who per-
haps best summed up existentialism:

Existentialism simply means that man first is, and only sub-
sequently this or that. In a word, man must create h is own es- .
sence: it is in throwing himself into the world, sufggring there,
struggling there, that he gradually defines himself.”

Existential psychology propagates the idea that man is the product of
his choices; the individual is not subjected to the psyche and its con-
flicts as in Freudian 4grms, but rather is the master of the determina-
tion of these choices.™ There is nio subconscious conspiracy in existen-
tial psychology. In fact just the opposite situation oceurs: the individual
is not only in harmony with him/herself in the decisions that he/she
makes, but the individual also seeks to reach consensus with others as
they seck 10 realize their potential as well.

We can see how the existential view of personality fits well within the
democratic values of our society - autonomy, freedom, equality, and
most importantly, the attempt to reach consensus between individuals,
Al its core, this idea holds that the indiviggal is motivated by a sense of
wanting to actualize hisfher potential At the same time this
autonomy is being realized, the individual looks to other individuals in
the same manner, Consensus is then reached because an agresment on
how to attain their goals. Free discussion of ideas and hearing out all
opinions are the main ingredients of this view of personality.

In 1962. Robert Prcstjtf:s theorized three general types of personality
types in organizations.” - He stated that there were such types in the or-
ganization as the "upward mobiles”, the indifferent”, and the “am-
bivalenis®. In the scheme we arc fleshing out here, it would seem that
the upward mobiles are the personality types that best coincide with the
existential psychology I feel best describes the work safety situation of
today’s work place. In other words, those who are motivated to realize
their full potential but do so while acting in a consensual fashion are
perhaps the best situated in the safety programs of the twenty first cen-

tury.
Conclusion: Setting Standards to Achieve These Ends

I have argued here that we all have values implied in every action we
take. If we stop to realize these values, we will see that the basic charac-
teristics of democracy - equality, tiberty, autonomy, human dignity,
reaching consensus - are what guides out daily lives, both in the work
setting and out. [ have argued also that there has come a time in the
safety management era, with its emphasis on empioyee-centered
programs. 10 let these values take hold decisively. Reaching consensus
among employees in a work setting is contingent upon each being ai-
lowed to realize their potential; this can oniy come through education,
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training and a fee discussion of ideas in the work place. Decision
making, as it is done in our democratic society, is technically in the
hands of the peopie: I argue that the standards we put in place 1n safety
management must reflect the values of socicty as a whote.

We have reached the point in our economic history that the vaiues of
society must be extended to the businesses that drive the economy.
Capitalism has been the sister of democracy since the later’s inception’
but capitalism does not operate according 1o the principles and values
of democracy. Now is the time to extend these values into the work
place because the work force is "mature” enough to handle ir, as Im-
manuel Kant would say. Having more decision-making power at the
employee level in terms of safety programs not only refiects the larger
trend toward employeecentered safety programs. but it aiso reflects
our values as a whole.
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