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International Mining for Development Centre Action Research Report 

Facilitating learning and development during IM4DC short courses   

During November – December 2012, the Accelerated Learning Laboratory @UWA worked closely with 
IM4DC to design and deliver a 4-week intensive training course in Organisational Health and Safety for a 
group of 18 participants. The participants came from 10 developing countries that are of strategic 
priority to IM4DC.  

This action research project had two aims:  

1. To conduct a rigorous analysis of the daily engagement data collected from each participant during 
the program, as well as observational data, in order to inform the future design and delivery of 
effective training programs at IM4DC. The primary measures of engagement in learning during 
workshops included:   
• High levels of voice (speaking out / asking questions) 
• Low levels of silence (withholding ideas, questions, or opinions) 
• High levels of perceived training effectiveness (e.g., perceiving the session as useful)  

2. To collect additional interview data post participants’ return, for the purpose of understanding how 
to better enhance the transfer of training back to the work place, including the implementation of 
return-to-work plans.      

Results from these multiple forms of data collections suggested that participants were highly engaged in 
the program from the outset. Participants’ voice, or their active speaking-up during classes, started and 
continued at a high level throughout the course. Meantime, levels of silence (defined as withholding 
ideas, views or questions) decreased as the course progressed. The participants’ perception of training 
effectiveness was rated as high for the majority of sessions, with the lowest rated sessions being those 
that appeared to have less opportunity for interaction. An important predictor of perceived training 
effectiveness was participants’ emotional responses to the sessions. Some types of personality, as well 
as English competence, predicted voice, lack of silence, and training effectiveness.   

Follow up interviews were conducted in order to assess the perceived impact of the OSH course on 
those who participated in it. Results from interviews with a sample of participants showed that they felt 
their involvement in the OSH course was of great value and led to a change from a reactive mindset to a 
proactive mindset. The major barrier to the implementation of learnt skills and knowledge that was 
identified was financial resources. One recommendation from participants to enhance transfer is to 
extend the time in courses engaged in hands-on learning and with people from industry.   

Key recommendations are provided in the Executive Summary. 
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1 EXECUTIVE SUMMARY 

During Nov – Dec 2012, the Accelerated Learning Laboratory @UWA worked 

closely with IM4DC to design and deliver a 4-week intensive training course 

in Organisational Health and Safety for a group of 18 participants. The 

participants came from 10 developing countries that are of strategic priority 

to IM4DC. The current action research project had two aims: 

1. To conduct a rigorous analysis of the daily engagement data 

collected from each participant during the program, as well as 

observational data, in order to inform the future design and delivery 

of effective training programs at IM4DC. The primary measures of 

engagement in learning during workshops included:  

 high levels of voice (speaking out / asking questions); 

 low levels of silence (withholding ideas, questions, or 

opinions);  and 

 high levels of perceived training effectiveness (e.g., 

perceiving the session as useful). 
 

2. To collect additional interview data post participants’ return, for the 

purpose of understanding how to better enhance the transfer of 

training back to the work place, including the implementation of 

return to work plans.     

Results from these multiple forms of data collections suggested that 

participants were highly engaged in the program right from the outset. 

Participants’ voice, or their active speaking-up during classes, started and 

continued at a high level throughout the course. Meantime, levels of silence 

(defined as withholding ideas, views or questions) decreased as the course 

progressed. Participants’ perceptions of training effectiveness was rated as 

high for the majority of sessions, with the lowest rated sessions being those 

that appeared to have less opportunity for interaction. An important 

predictor of perceived training effectiveness was participants’ emotional 

responses to the sessions. Some types of personality, as well as English 

competence, predicted voice, lack of silence, and training effectiveness.  

Follow up interviews were conducted in order to assess the perceived 

impact of the OSH course by those who participated in it. Results from 

interviews with a sample of participants showed that participants felt that 

their involvement in the OSH course was of great value and led to a change 

in a reactive mindset to a proactive mindset. The major barrier to the 

implementation of learnt skills and knowledge that was identified was 

financial resources. One recommendation from participants to enhance 
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transfer is to extend the time in courses engaged in hands-on learning and 

with people from industry.  

Key recommendations arising from our report are summarised below: 

 IM4DC’s enrolment procedures tend to result in the selection           

of individuals who have initial high levels of both learning 

motivation and transfer motivation.  We recommend that both 

learning and transfer motivation continue to represent important 

selection criteria for IM4DC courses and recommend that they are 

explicitly evaluated during the selection procedures (6.1.1). 

 We recommend enhanced attention to English-speaking 

competency in selecting participants, and/or increased English 

training prior to participation in the course.  This might require 

longer lead-times between course advertising and participant 

selection (6.1.2). 

 Proactive steps might be taken to encourage more women to apply 

to the course (6.1.3). 

 We recommend that elements which are features of the ALL@UWA 

learning approach be actively considered when designing new short 

IM4DC courses (6.2.1). 

 We recommend that wherever possible, active learning principles 

should be actively considered and incorporated in the design of 

IM4DC courses (6.2.2). 

 It is recommended that where possible the involvement of industry 

in training courses should be encouraged, such as by inviting 

speakers and arranging industry visits (6.2.3). 

 We recommend that IM4DC courses include exercises and activities 

that continually ask individuals to apply their learning to their work  

places; that they include training in goal setting and personal 

development; and that they create opportunities for networking in 

and beyond the program (6.3.1). 

 We recommend closer facilitation of the Return to Work Plan 

Sessions (6.3.2). 

 We recommend more proactive consideration of the barriers that 

the participants might face after returning to their countries and 

organisations (6.3.3). 

 We recommend deeper consideration be given to how to sustain 

social networks after the course has ended (6.3.4). 

 We recommend investigating the feasibility of an earlier coaching 

session for participants when they return to work (6.3.5). 



Facilitating Accelerated Development 

3 

 

The Accelerated Learning Laboratory 

 

2 PROJECT BACKGROUND  

2.1 Overview of OSH Course and Project Team 

In the final quarter of 2012, the Accelerated Learning Laboratory @ UWA 

(ALL@UWA) worked closely with International Mining for Development 

Centre (IM4DC) to develop, deliver, and evaluate an Occupational Safety 

and Health (OSH) training and development program. There were 18 

participants in the training course from 10 different priority countries, 

namely: Algeria, The Gambia, Ghana, Indonesia, Kenya, Mongolia, Nigeria, 

Peru, Uruguay, and Zambia. Out of the 18 participants, the majority were 

male (N=16) and only two were females (N=2)   

The project team at the ALL@UWA who were involved in the OSH course 

and data analysis included: Winthrop Professor Sharon Parker, who was 

heavily involved in the design of data collection tools, overseeing this Action 

Research project, and the pedagogical design of the course; Assistant 

Professor Karina Jorritsma, who led the design and delivery of the course; Dr 

Lena Wang, Research Manager at the ALL@UWA; Research Assistant 

Professor Daniela Andrei, who supervised the data analysis and reporting 

since the end of the course; and Melissa Pearce and Andrew Chapman, who 

assisted in the program development, delivery, and evaluation as part of a 

placement requirement of their combined PhD/Master’s program in 

Industrial/Organisational Psychology.  

2.2 Design of the OSH training and development program 

In order to ensure the overall effectiveness of the course, consistent with 

the strategic goals of the ALL@UWA, the program was designed to 

accelerate participants’ learning during the course as well as to maximise 

the transfer of learning when participants returned to their work.  

Accelerating Learning 

As indicated in Figure 1, ALL@UWA programs include four evidence-based 

features to promote learning.  

1. Creating a learning mindset. When individuals are ‘ready to learn’, 

they respond more positively to training and development 

programs. Most of the OSH participants were highly ready to learn, 

having been through a comprehensive selection process to 

participate in the course. In addition, we gave participants feedback 

(based on their participation in a survey) about their “learning 

orientation” (i.e., their willingness to actively engage in learning 

activities; openness to learning from mistakes; comfort in stepping 
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out of their comfort zone, etc.), and discussed strategies for 

enhancing learning orientation. 

2. Supportive learning environment.  If individuals are to maximise 

their learning, they need to feel they are in a safe, supportive 

environment in which it is safe to experiment with new behaviours, 

ask questions, seek help if needed, and share ideas with others. 

ALL@UWA facilitators took steps to create a supportive learning 

environment by running various experiential exercises in which OSH 

participants could get to know each other better, and in which 

facilitators could demonstrate an open, collaborative, and 

supportive approach to learning.  

3. Challenging and diverse learning experiences. Research shows that 

learning occurs when individuals need to expand their mental 

models to cope with novel experiences. Consequently the OSH 

program was designed to stretch participants by combining 

‘classroom teaching’ with challenging exercises (e.g., presentations 

with video feedback), high fidelity simulations, and visits to the sites 

of some of our industry partners.  

4.  Intensive individualised feedback. Personalised feedback (based on 

surveys administered throughout the course) was used several 

times during the OSH program to promote participants’ self-

awareness and reflection. Evidence supports the importance of 

continual reflection for effective training and development, 

especially in programs intended to develop individuals’ skills and 

capabilities (rather than just their knowledge).  

 

Figure 1. ALL@UWA Approach to Accelerating Learning Applied to the OHS Training  

and Development Program Conducted in November 2012  

 

Promoting transfer of training back to the workplace 

Research shows that a major limitation of many training and development 

programs is that they fail to result in any change back in the workplace. This 

is known as the “transfer problem” (Ford, 1997).  Clearly effective transfer 
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of learning back to work is essential if IM4DC programs are to translate into 

the desired outcomes for the development of the targeted countries.  

In accordance with ALL@UWA principles, transfer of training was actively 

supported throughout the program in the following ways: 

1. Active reflection and codification of knowledge. The use of video 

recordings, guided reflection through learning activities, and the 

provision of detailed course notes are an example of codification of 

knowledge. Active reflection was also supported by experienced 

program tutors who provided daily support to help participants 

reflect learning from the previous day. Participants were 

encouraged to write daily reflections on Moodle based on three 

Daily Learning Reflection Questions: “What were the most 

significant things I learned today?”, “Why were these things 

important to me?” and “What am I going to do with this learning 

(what is actionable)?”   

2. Proactive approach. The program promoted an active approach to 

development, emphasising the importance of participants’ owning 

and assuming responsibility for their own development. Vitally 

important for the program, especially given the culturally diverse 

participants, was the active engagement by participants with the 

course content, with each other (in terms of developing a strong 

network), and with the instructors through activities and 

discussions. This can be seen as an example of active learning in 

which participants in training are seen as more than just passive 

receivers of information (Bonwell & Eison, 1991).  

3. Work context. Participants were continually encouraged to reflect 

on their learning and its application to their job throughout the 

program (e.g., by discussing course principles in relation to their 

work back home). In addition, participants’ work context was taken 

into account by identifying and planning for work facilitators and 

barriers in the participants’ return to work plans. Ideally, for 

maximum training transfer, supporting changes would need to be 

made to participants’ work context (e.g., participants’ supervisors 

would be given training in how to support participants’ learning), 

but such steps are clearly beyond the scope of course delivery. 

4. Supported on-the-job application. Support was given for 

overcoming the barriers after the program ended through the online 

learning community created.  As discussed later, to further support 

on-the-job application, additional steps should also be taken.  

 



Facilitating Accelerated Development 

6 

 

The Accelerated Learning Laboratory 

 

 
Figure 2. ALL@UWA Approach to Promoting Transfer of Training to the Work Place  

as Applied to the OHS Training & Development Course, November, 2012. 

 

Content and topics covered 
An overview of the program of the OSH training course, broken down by 

days and goals, is offered in Appendix 8.1.  

3 AIMS OF ACTION RESEARCH 

3.1 Research aims 

Given that the IM4DC organises and delivers several mining-related courses 

every year, and given these courses are of key interest to a number of 

stakeholders, it is critical to understand what facilitates participants’ positive 

learning experiences and learning outcomes as a result of participation in 

these courses. More effective learning and transfer will strengthen 

participants’ capability to bring about sustainability in mining-related sectors.  

This research involved an in-depth and rigorous analysis of the data 

collected during and after the OSH training and development program 

(Occupational Health and Safety, 2012) developed for IM4DC. The purpose 

of this action research was to identify: 

(a) factors that might facilitate the acceleration of participants’ learning 

from training and development courses; and 

(b) factors that might facilitate the transfer of learning from training 

and development courses to the workplace. 

The information from this project can be used to inform the design of future 

courses and the selection of course participants who can benefit most from 

training experiences.   
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3.2 Research methods and measures 

Data was collected from the participants during the course in order to: 

(1) Provide diagnostic information to participants to support their 

development (for example, as noted above, we gave participants 

feedback on their learning style in order to encourage self-

reflection); 

(2) Understand participants engagement with the training topics and 

the facilitators in order to allow for continuous improvement in 

course design and delivery; 

(3) Aid in the evaluation of the effectiveness of the training and 

development program, as well as to inform the future design and 

delivery of effective training and development programs at IM4DC. 

Data collected during the course included: 

 Pre-course self-report data. Various personality and learning 

attributes were assessed, including: 

o Motivation for learning, which assesses to what extent the 

trainee is motivated to learn 

o Motivation for transfer, which assesses to what extent the 

trainee is motivated to apply learning back to work 

o Learning orientation, which assesses how much the trainee 

enjoys learning, improving and exploration, and is not afraid 

of making mistakes   

o Performance orientation, including proving orientation (e.g. 

focusing on ability and keen to prove oneself in 

achievement situations) and avoiding orientation (e.g. 

feeling worried about showing ability and avoiding 

situations where one might perform poorly) 

o Psychological capital including resilience (being able to 

bounce back from challenges and deal with difficulties), and 

optimism (the tendency to expect positive outcomes). 

 

 Daily self-report of engagement in the workshops, including: 

o Participants’ voice during classes. Voice refers to 

participants speaking out during classes and activities, such 

as putting forward ideas, asking questions, sharing views. 

Active voice indicates high level of cognitive and behavioural 

engagement in learning contexts. 

o Participants’ silence during classes. Silence refers to 

individuals keeping silent even though they had an idea/ 

contribution to make. A (lack of) silence can be seen as a 
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form of active learning by participants (Bonwell & Eison, 

1991). 

o Participants’ perceived learning effectiveness, including the 

participants’ level of interest in the topic, how useful the 

topic was judged to be, and the participants’ desire to 

transfer the ideas back to the work place.  

 

 Daily self-report of personal attributes 

o Participants’ psychological needs satisfaction, including the 

participants feeling of autonomous and being in control 

(autonomy), competent and capable (competence), and 

related and connected to others (relatedness). 

o Participants’ daily personality, including personality states of 

conscientiousness (e.g., hardworking, attentive, persistent) , 

openness (e.g. inquisitive, open to new experiences), and 

extraversion (e.g. talkative, sociable).   

o Participants’ daily moods, including positive affects (e.g. 

enthusiastic, inspired), and negative affects (e.g. anxious, 

irritable).  

 

 Daily observational data including: 

o Observers’ (tutors) ratings of participants’ voice. Some 

sessions were rated / coded by multiple observers to assess 

inter-rater agreement. Our analysis shows that for the 

sessions coded by multiple observers the inter-rater 

agreement was acceptable (k=0.42) 

 

 Observers’ ratings of English competence of the participants. These 

ratings were made at the end of the course. 

Note that participants completed all daily measures online through supplied 

iPads twice a day (morning and afternoon sessions).  

To assess the integrity of the measures used, reliability analyses and an 

exploratory factor analysis were conducted. The measures used in the 

course were found to be reliable and internally consistent (Cronbach’s alpha 

ranging from .56-.93, median .82).  

In addition to the data collected during the program, post-course interviews 

were conducted to examine participants’ perception of learning 

effectiveness and transfer of the training once they returned to their home 

countries. A semi-structured interview schedule was developed to assess 

the usefulness of the training received in the OSH program. The interview 

schedule covered topics such as:  



Facilitating Accelerated Development 

9 

 

The Accelerated Learning Laboratory 

 

- Feelings and attitudes towards the program. 

- The ways in which different parts of the program have/haven’t 

changed their behaviour at work. 

- Social network development, communication and usefulness. 

- Identification of situational variables which acted as a barrier or 

which fostered transfer of training.  

- The usefulness and effectiveness of Moodle and return to work 

plans.  

- Perceived organisational outcomes.    

Everyone who took part in the OHS course was invited to take part in an 

interview over the telephone. Due to low English competency, those in 

South America were offered the interviews in Spanish. After repeated 

invitations and reminders, eight of the participants scheduled interviews 

with our team. These interviews lasted between 25 and 64 minutes, with an 

average interview length of 35 minutes. All eight interviews were analysed 

according to the main themes of the answers for each question. In this way 

analyses highlighted both common and novel themes across the interviews.   

Table 1 shows the overall timing of data collected. 

 Beginning 
of Course 

During 
Course 

6 Months 
Post 

Course 
 

Personality Survey  X   

Daily Learning Engagement  XXXXXXXXX  

Daily Observations of Voice  XXXXXXXXX  

Transfer Interviews   X 
Table 1. Timing of research data collection in relation to the course. 

We present the findings in two parts: first focusing on promoting learning 

and engagement during the course, and then focusing on promoting 

transfer 

4 FINDINGS PART 1: PARTICIPANTS’ LEARNING 

& ENGAGEMENT  

Pre-course motivation and attitudes towards learning 

The participants’ results on the pre-course survey measures indicated they 

were a highly motivated group that was orientated towards learning. Figure 

3 displays the levels of the participants’ motivations to learn and their 

motivation transferring the information from the training course back to 

their workplace. Findings are shown for three measures: participants’ 
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perceived confidence that they can learn and transfer their knowledge (‘can 

do’ motivation); participants’ perceived necessity of learning and 

transferring knowledge (‘reason to’ motivation); and participants’ level of 

intended effort towards learning and transferring the knowledge (‘energised 

to’ motivation).  

 

Figure 3. Participants’ scores for Learning and Transfer Motivation, broken down in  

“Can do”, “Reason to” and “Energised to” measures.  

 

Figure 4 shows the mean levels of participants learning orientation and their 

avoiding orientation. Also, we show how these scores compare with 

benchmarks of scores obtained by other cohorts of participants in trainings 

organised by ALL@UWA. Overall, we can observe that participants in the 

OSH training course differed slightly from other cohorts we had in our 

trainings in the sense that they had a lower learning orientation and a bit 

higher avoiding orientation. But these differences are very small.  

Moreover, participants’ levels of learning orientation were rated as higher 

than their avoiding orientation, which indicates participants were more 

orientated towards learning new things and mastering them rather than 

avoiding them due to the threat of potential failure.  

 

Figure 4. Participants’ scores for Learning and Avoid orientations compared to a  
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benchmark of other trainees in the ALL@UWA programs.  

Daily engagement in learning 

As would be expected, voice was positively associated with perceived 

training effectiveness (r=.32**), and silence was negatively associated with 

perceived training effectiveness (r=-.33**). This is an indicator that 

participants feel the training is being more effective when they are able to 

exercise their voice and are actively engaged in the activities, whereas when 

they withhold their ideas or thoughts (silence), the training is perceived as 

being less effective.  

Voice 

We measured both participants’ daily self-reported voice and tutors’ 

observations of voice. There was a similar pattern for both measures, and 

they were significantly correlated (r = .31). Figure 5 displays the number of 

observed voice behaviours by day relative to the participants’ self-rated 

perceived voice over the duration of the course. The scale on the left shows 

the values for self-rated voice while the scale on the right shows the total 

frequencies of voice behaviours as coded by the external observers for each 

day.  

 

Figure 5. Participants’ perceived voice and externally-rated voice by training 

sessions. Self-rated voice is represented by the cohort’s means on a scale from 1 (not at all) to 

5 (a great deal). Observed voice is displayed as total frequencies of voice behaviours observed 

each training day for the whole participants group. ` 

 

On average, levels of self-rated voice were above scale mean across the 

course. Also, frequencies for observed voice were quite high but we can 

observe much more variability depending on the specific sessions. A 

possible explanation for the high levels of voice was the deliberate design of 

0
10
20
30
40
50
60
70
80

0
0.5

1
1.5

2
2.5

3
3.5

4

Self-rated voice Observed Voice



Facilitating Accelerated Development 

12 

 

The Accelerated Learning Laboratory 

 

current course to promote active learning and engagement from the 

participants. Neither perceived nor observed voice behaviours were found 

to significantly increase over time. This may be due to participants in the 

course being comfortable expressing themselves from the start of the 

program. 

Nevertheless, although average voice was above mean, there was variation 

in voice within and across people. Predictors of daily voice (as reported by 

participants) were: 

 English Competence – The participants’ externally-rated levels of 

English competence was one of the strongest positive predictors of 

their levels of perceived voice behaviours. This suggests that 

ensuring a minimum level of English is an important selection 

criterion for training courses. 

 Gender – Males rated themselves as having higher levels of voice 

than females. It might be that being in the minority (N=2) 

suppresses voice, suggesting facilitators might need to call on 

women more frequently. However, there were only two females in 

the group, so this result should be interpreted with caution.  

 Learning Style – Having an Avoiding Orientation (a desire to avoid 

situations where competence might be judged) was associated with 

lower daily voice. In other words, having a strong avoiding 

orientation can inhibit voice during training. Such a finding is 

consistent with broader research that shows an avoiding orientation 

can inhibit learning because these individuals are anxious about 

going outside of their comfort zone and fear they will be seen as 

incompetent. Low scores on avoiding orientation is a potential 

selection criterion for future IM4DC courses.  

 Personality – Participants’ extraversion, conscientious, and 

openness to experience were all significant positive predictors of 

perceived voice behaviours. One strategy is to select participants 

high in these personalities. Another, and perhaps preferable 

strategy for ensuring diversity, is to provide additional support to 

those participants who are lower in these personality attributes to 

encourage their voice.  

 Daily Affect (Mood) – Positive affect (such as feeling enthusiastic) 

was a positive predictor of voice. 

 Interconnectedness – Participants’ perceived relatedness, or their 

feelings of interconnection with others in the course, was predicted 

daily voice behaviours.  
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Silence 

Figure 6 shows participants’ self-rated silence, defined as when an individual 

perceives they hold back even though they had an idea, suggestion, or 

question.   

 

Figure 6. Participants self-rated silence by session, measured on a scale from 1 (not 

at all) to 5 (a great deal).  

 

Silence is conceptually distinct from voice (Van Dyne et al., 2003). Just 

because a person lacks voice (doesn’t speak out), this doesn’t mean they are 

holding back their view (silence) as the person might not have anything to 

say. Empirically, silence and voice are not correlated. 

As can be seen from Figure 6, there was a trend towards lower silence in the 

later sessions of the course than the earlier sessions. This finding suggests 

that, as the course progressed, individuals were withholding their ideas and 

views less frequently.  

The mean level of silence is also quite low; a further positive finding. The 

lowest value that could be given self-rated silence is 1, the highest value is 5. 

The average silence reported over the course was 1.61.  

The most common reasons given for remaining silent were: 

 “I was not confident about my ideas or questions” (used 40% of the 

time a reason was given); and 

 “I did not want to hurt someone else’s status or reputation” (used 

33% of the time a reason was given).  
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The former reason highlights the importance of creating a safe environment 

in which individuals feel they can put forward ideas, even if those ideas are 

not perfectly formed. The latter reason is a positive one in so far as 

participants were trying to protect others in the group, or perhaps to 

protect the facilitators, through their silence. Some cultures perceive 

disagreeing with another person as offensive and this might have been the 

case of our participants as most of them came from high collectivistic 

cultures. Collectivistic cultures highly emphasize family and work group 

goals over individual needs or desires, so they are more concerned with 

maintaining group harmony. It might be that it is important to establish 

clear rules and norms early in the course to encourage discussion and to 

view constructive debate as positive.  

Predictors of silence were as follows: 

 English competence – Interestingly, participants’ externally-rated 

English competence was also a positive predictor of silence, 

indicating that the more competent an individual was with English, 

the more they remained silent. Combined with the reasons that 

were provided for the silence, it is possible that trainees that were 

more proficient in English felt they needed to protect (the image of) 

their colleagues who were less proficient in English.  

 Age – Participants’ age was a positive predictor of silence 

behaviours, indicating that the older a participant was the more 

likely they were to remain silent. 

 Psychological Capital – Participants’ optimism and resilience were 

negative predictors of silence, indicating that the more optimistic 

and resilient an individual was, the less likely they were to remain 

silent. 

 Transfer Motivation – Transfer motivation was found to be a 

negative predictor of silence behaviours. The more individuals were 

keen to transfer their learning, the less likely they were to be silent.  

 Learning Orientation – Participants’ learning orientation (their 

willingness to learn and try new things) was associated with lower 

silence. 

 Daily Personality – Participants’ conscientiousness was a negative 

predictor of silence; the more conscientious the participant, the less 

silent. 

 Daily Affect – Negative affect was associated with more silence. The 

more an individual experienced feelings like anxiety or depression, 

the more they were silent.  
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Perceived training effectiveness 

The levels of participants’ rated training effectiveness was measured by the 

combined scores on their interest, perceived utility of the training, and 

desire to transfer the knowledge. Figure 7 shows the findings. As can be 

seen, overall levels of training effectiveness were very high for most sessions 

(maximum score possible = 15).  

 

Figure 7. Perceived training effectiveness for each half-day session of the OSH  

training program.  

 

Two sessions were rated as less effective by participants than most other 

sessions. These two sessions were also rated lower for voice. One session 

focused on Regulation, including how industry and government work 

together to inform policy, and the other session was on Environmental 

Management, including corporate social responsibility and the Global 

Responding Initiative. Besides both being on in the afternoon, these sessions 

were both very information-heavy, with the facilitator in each session 

introducing and discussing many concepts that were new to the 

participants.  

In terms of facilitator’s style, the two sessions had different facilitators, with 

the facilitator in the Environmental Management session showing a more 

directive, classical lecture approach with less emphasis on practice.  

This was not the case for the Regulation session, where the facilitator was 

reported to be very engaging. What might explain the ratings for this session 

is that it was the longest and busiest day of the program. The day started 

earlier than other days and sessions during the day were all very dense. 

Considering these features it becomes apparent that the design of an 
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effective training needs to carefully balance the days throughout the 

training, with new information being more difficult to be introduced in the 

afternoon session, after a busy morning. This is also consistent with what we 

found out from the participants after the training, when their feedback 

suggested no introductions of concepts and new material during afternoons. 

They saw the afternoon sessions as better used for the consolidation of the 

information received in the morning and practical exercises. 

All other sessions were rated as similarly effective. For example, the 

Introduction to Safety and Safety Culture sessions were rated very 

positively. These days provided the participants with ideas beyond what 

they had normally considered as safety related. They extended ideas of 

safety to include concepts such as culture, leadership, and communication. 

Training effectiveness was predicted by a range of factors that are likely to 

be useful for informing the development of future courses.  

 Daily affect – The strongest predictor of perceived training 

effectiveness was participants’ positive affect (emotions) for the 

session. Conversely, negative emotions for the session predicted 

lower levels of training effectiveness. These findings highlight the 

importance for future programs of promoting a positive atmosphere 

during training programs.  

 Perceived competence in the topic – The other major predictor of 

perceived training effectiveness was participants’ levels of perceived 

competence in regard to the topic (e.g., “I felt very capable”). The 

more they perceived themselves as capable and accomplished in the 

sessions, the more effective they viewed the training.  

 English competence – Those who were more competent in English 

reported higher perceived training effectiveness. 

 Learning motivation – Those with higher learning motivation were 

more likely to perceive the session as effective. This makes sense as 

more motivated individuals will tend to focus more and put in 

greater effort, therefore will tend to benefit most from training. 

Summary of findings 

The key findings are as follows: 

 Perceived training effectiveness is positively associated with voice 

and negatively associated with silence. 

 Average voice behaviours were high from the beginning of the short 

course and did not increase over time.  

 Voice behaviours were predicted most strongly by participants’ daily 

personality and English competency. 
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 Silence behaviours trended toward being lower at the end of the 

course than the beginning of the course, which is a sign that the 

group felt safer to put forward their views as time went on. 

 Silence behaviours were predicted most strongly by participants’ 

perceived autonomy, their experience of negative affect on the day, 

and by their learning orientation. 

 Training effectiveness was lowest for less practical, more 

information-heavy sessions, especially when these occurred after a 

long day. 

 Training effectiveness was predicted by lower levels of negative 

affect, higher levels of positive affect, and higher levels of perceived 

competence in the topic. 

 English competency is a significant predictor for voice, and 

somewhat counter intuitively for silence (although, if we go back at 

the reasons they reported, the concern for not hurting others might 

explain this finding , as well as for perceived training effectiveness.  



Facilitating Accelerated Development 

18 

 

The Accelerated Learning Laboratory 

 

5 FINDINGS PART 2:  MAXIMISING TRANSFER OF 

LEARNING TO THE WORK PLACE  

The aim of collecting follow-up data was to identify the impact of the 

training/development course, as perceived by the participants, on longer-

term learning and mining sustainability-related outcomes. The semi-

structured interview drew on Kirkpatrick’s Training Evaluation Model (see 

Kirkpatrick, 1996) (Figure 8) in order to evaluate the effectiveness of the 

training. This model suggests that the success of training programs should 

be assessed at four different levels.   

 The first level, ‘reaction’, is a measure of how participants feel about 

different aspect of the training program. For example, the topics 

covered, the way they were covered and even the schedule. At its 

most basic, the reaction level is a reflection of the participants’ 

overall feelings of satisfaction with the training. Kirkpatrick (1996) 

suggested that measuring a participant’s reaction is important as it 

indicated motivation and interest, as dissatisfaction may lead to 

withholding of effort to learn. 

 Level two addresses learning, which is often assessed by 

administering a test and therefore measuring the level or amount of 

knowledge acquired. Other gains may be physical improvement or 

learning of new skills or even changes in attitudes (Kirkpatrick, 

1996).  

 The third level is ‘behaviour’. Behaviour refers to the measuring of 

change in on-the-job behaviour from before to after the training 

program, otherwise known as transfer of training (Kirkpatrick, 

1996). This is particularly important, as a company may invest in 

training and participants may learn the information, but unless the 

training is transferred to the job there is no return on investment.  

 The final level is ‘results’. This level refers to the tangible outcome 

following from the training. For example, results may be assessed by 

the presence of increased sales or profits, gains in productivity or 

efficiency or decreases in turnover following training. 
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Figure 8: Model of Kirkpatrick’s training evaluation model. The model measures training 

evaluation on four levels; reaction, learning, behaviour and results. 

 

The results of the data analysis of the interviews will be discussed in four 

parts: the reaction level, the learning level, the level of transfer of training 

and the overall organisational impact.  

Reactions 

Questions addressing the reaction level aimed to examine how those 

involved felt about their training. When asked about their feelings around 

the training they received in Australia, all respondents answered with 

positive feelings, including that the training was “important”, “motivating”, 

“beneficial and enjoyable”. All respondents agreed that the training was 

relevant to their job. 

When questioned as to how to improve the program, six of the eight 

respondents suggested that making the program more practical, and 

spending more time with industry, would further enhance the value of the 

program. 

Learning level 

The second and third part of the interview addressed the learning level that 

interviewees believed they had attained and how much they feel they have 

been able to transfer that learning back home. The responses were 

Level 2 

Level 4 

Level 3 

Level 1 
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extremely positive. Interviewees reported general knowledge enrichment in 

broad areas of OSH. Interviewees reported a change from being reactive in 

safety contexts to being preventative and proactive. Improvements in 

confidence for dealing with safety issues and general increases in safety 

awareness, particularly with hazard identification, were noted.   

 

 

 

 

 

Social networks developed during the course were said to be very valuable. 

Nevertheless, participants identified challenges in using the networks to 

their full benefit. Social network websites were identified as being used to 

help connect, but these were also inhibited by facts such as time, cultural 

differences, and communication differences.  

 

 

 

 

Participants rated the usefulness of each session now that they are back 

home (see Figure 9 below). Overall most sessions were rated very positively, 

and the lowest ratings of 7.8/10 are still very high. It is also worth noting the 

fact that the sessions with these scores were those on Organisational 

Change and Safety culture, leadership and resilience engineering. Both 

sessions were scored high on perceived training effectiveness (see Figure 7) . 

It might be that during the training the participants perceived these sessions 

interesting and useful, but when back to their work, found out that aspects 

related to organisational change and re-engineering of resilience and 

leadership are more difficult to apply as these are things that require a 

systematic approach and support from the entire organisation.   

Interestingly, the session on Personal Development and Goal Setting was 

noted as the content which is most utilised now that the participants are 

back at home and received an average rating of 9.1 out of 10. This highlights 

the value of equipping participants not only with ‘content knowledge’ about 

the topic (in this case, OHS) but also supporting them to develop personally 

and professionally.   

“I now identify hazards and am proactive” 

“Time differences, communication differences and cultural 
differences [have made it difficult to connect]. Some 

countries are still a bit closed off. They [social networks] 
have been very helpful, though, and we have been able to 
ask some other people about how they address issues.” 

 

“I feel more confident with safety related issues as I now 
have more information” 
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Safety Leadership and Culture (rates 8.7/10) followed by Hazard Controls 

taught by Emergency Response Group Training (ERGT) day one (8.6/10) 

were rated as being the next most useful topics.  

 

Notes: CLQ = core leadership qualities; AA= accident analysis; HRA & BBS = 

hazard risk assessment and behaviour based safety; PD&GS = personal 

development and goal setting; ERGT1 = ERGT day 1 (hazard controls); 

ERGT2 = ERGT day 2 (analysis, safe to work permits, manual handline and 

competencies); RE = resilience engineering; POH = psychological 

occupational health; EloofOH S= environmental implications of OHS; SC, L, 

& RE = safety culture, leadership and resilience engineering; SL&C = safety 

leadership and culture, OC = organisational change ; CH= chemical hazard.  

Figure 9. Average topic rating of applied usefulness, 6 months after the training. 

Transfer of training 

When asked about the progress of their Return to Work Plans (RWP), there 

were a range of answers from “being in the early stages” to “excellent 

progress”. Identified factors that enhanced progress included: the 

knowledge gained in the program, the actual RTW plan, and a supportive 

organisational culture (Appendix 8.6). The main obstacles that were 

reported were funding, communication, travel difficulties and waiting on 

others to fulfil their obligations.  
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“The culture, supportive environment and manager support have helped 
me [with my return to work plan]” 

“(I) presented [a proposal] to the boss to create safety plans, 
but the business is in different locations and can't be the same 

for every location…Having a little bit of trouble with 
administrative issue, and communications.” 
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When asked about which variables were helping the most to be successful in 

implementing the learning obtained in training (Appendix 8.6), most 

reported multiple opportunities to implement their learning. A supportive 

work environment was identified as especially important.  

 

 

A lack of financial resources was a key inhibitor to implementing learning. 

Other nominated factors included a lack of encouragement and the 

existence of the ‘old mindset’ with a lack of safety culture.   

Data analysis revealed that the engagement with Moodle was rated at an 

average of 4.5 out of 10.  Although participants made it clear that they were 

keen to keep in contact with others through Moodle, as well as to use 

Moodle to access resources, slow internet speeds and a perceived lack of 

involvement from social networks were identified as the major barriers to 

Moodle use. One participant noted that they thought improving the 

usefulness of Moodle may be “outside the scope of IM4DC” to improve the 

telecommunications systems in the other countries.  What this does 

highlight, however, is the challenge of internet-based networking forums for 

developing countries.   

 

Overall organisational impact 

The final part of the interview asked about any changes in the participants’ 

ability to do their job and any organisational changes that have resulted. 

People reported being able to do their job more effectively because they 

were more safety conscious, more efficient, and had more knowledge. In 

terms of organisational outcomes, improved safety systems, new ideas, 

improved safety culture and the recognition of improved safety knowledge 

were identified as benefits.  

 

 

One participant explained that, as those who went through the occupational 

health and safety training return to their work place, they are able to pass 

the knowledge on to others and continue the cycle of learning.  

“The culture has helped and the continuing education. They 
[superiors] have also given me time to express what I have learnt to 

the workforce. “  

 

"Not much you can do to improve the system here." 

 

“I have incorporated many of the things I have learnt into my everyday routine 
and now get invited to communicate safety issues at other universities. “ 
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 The key findings from interviews with participants after return to work are 

as follows: 

 The OHS program was reported as motivating, beneficial and 

enjoyable by those who completed it seven months after a return to 

work. 

 The main suggestions for enhancing the course further included 

more hands-on, practical activities and spending more time with 

industry.  

 Interviewees reported a change from being reactive to safety issues 

to becoming more proactive and having more confidence. 

 While social networks were identified as being helpful, their full use 

was inhibited by a lack of time as well as cultural and 

communication differences.  

 Personal development & goal setting, safety culture, and discussions 

on policy and hazard identification were identified as the most 

utilised topics since returning home. 

 The main obstacles to greater progress on Return to Work plans 

included a lack of funding, travel difficulties and reliance on others.  

 The variables that were most helpful to the transfer of training back 

to the workplace were a supportive culture and the newly acquired 

knowledge.  

 Slow internet and a lack of updating from others from the program 

were identified as the major barriers to greater Moodle use.  

 Overall, major changes in participants’ safety mindset were reported, 

with resulting organisational benefits being improved safety systems 

and a better safety culture.  

 

 

 

 

 

  

“Trainers can become trainers of trainers, as we go we will have the ability 
to inspire others to excel.” 
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6 RECOMMENDATIONS 

Based on our data and the results discussed so far, we identify three sets of 

recommendations. The first section comprises our recommendations for the 

selection of trainees. The second section offers recommendations for the 

design and delivery of training and development programs, focusing on 

those features that were shown by our data to be effective but also on 

features that could be further developed. The third section synthesizes 

recommendations for facilitating transfer of learning when trainees return 

back to their workplaces. 

6.1 Selection of trainees: Who is likely to benefit most from 

training and development courses such as OHS? 

Our data shows that IM4DC’s enrolment procedures – at least in the case of 

the OHS course – tend to result in the selection of individuals who have 

initial high levels of both learning motivation and transfer motivation, and 

who are also very learning-oriented. These features contribute to 

participants’ overall engagement in the learning process and training 

effectiveness. We recommend that these features should continue to 

represent important selection criteria and recommend that they are 

explicitly evaluated during the selection procedures (Recommendation 

6.1.1).  

For example, learning motivation and transfer motivation could be assessed 

by asking participants’ to respond in writing to various open-ended 

questions (e.g., what are your learning goals for the training? What skills do 

you hope to gain to apply to your work place?). There are also survey-based 

instruments that could be used to help select participants.  

Increased attention should be given to the prospective participants’ levels of 

English proficiency. Our study shows that trainees more proficient in English 

are benefiting the most out of the program. We recommend enhanced 

attention to English-speaking competency in selecting participants, and/or 

increased English training prior to participation in the course 

(Recommendation 6.1.2). This might require longer-lead times between 

course advertising and participant selection. 

Although this was not a focus of our research, we also note the relatively 

low number of women in the course (N = 2 out of 18). Proactive steps might 

be taken to encourage more women to apply to the course 

(Recommendation 6.1.3.). 
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6.2. Design and delivery of programs: How to design and 

implement programs that engage participants and accelerate 

their learning? 

Our data suggests that the design of the OSH training program was effective 

in promoting learning engagement. The program successfully engaged 

trainees in activities, reduced silence over time, and generated positive 

evaluations from participants both during the program and several months 

after return to work.  

Some of the features that we suggest are related to these results and that 

we recommend for inclusion in all IM4DC future training programs are:  

 A longitudinal course that allows participants to engage fully in a topic 

and to accumulate their learning over time.  

 A face to face cohort-based course in which participants have the 

opportunity to build a network, share ideas, and discuss their learning. 

 A focus right from the outset of the course on facilitating a 

psychologically safe environment for the participants by using ice-

breakers, experiential exercises, and skilled facilitators to promote 

interaction and the development of a positive class culture. 

 Actively engaging participants by allowing and facilitating voice 

opportunities early in the program, including establishing norms that 

constructive debate is welcomed.  

 The sessions on personal development and goal setting were considered 

to be central for the majority of the participants and were identified as 

some of the most useful sessions several months after return to work.  

These sessions were considered to provide unique opportunities for 

participants to understand themselves and their role as change leaders. 

These sessions created opportunities for active reflection and facilitated 

feelings of competency, autonomy and relatedness that in turn 

contributed to overall positive training outcomes. 

 The program offered intense and individualised feedback throughout 

the sessions, by effectively combining facilitators’ feedback, peer 

feedback, and feedback from self-report surveys. Feedback from 

participants to other participants was also encouraged, both 

anonymously and face to face throughout the entire program. This level 

of feedback encouraged feelings of competency and autonomy that 

translated into learning engagement and perceived effectiveness of the 

program. 

 The OSH program combined individual, small group and large group 

activities. Many tasks were delegated to small groups that worked 

independently and then delivered the results to the larger group. This 

provided opportunities for trainees to exercise their extraversion and 

conscientiousness. The fact that small groups were changed throughout 
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the program also exercised the openness to new experiences, all 

elements being really important for trainee’s engagement and voice 

behaviours. 

 Activities during the OSH training program were designed to take the 

participants out of their comfort zone. Different techniques were used, 

ranging from classical lecture to complex simulations to field sessions. 

Even small group exercises effectively promoted this by constantly 

changing the composition of groups. This allowed trainees to exercise 

openness to new experience and also extraversion and communication 

skills. 

 Throughout the program specific tools were offered to trainees and they 

were trained in using them (e.g. The Common Challenges Task, SWOT 

Analysis, personal development plan, Return to Work Plan, problem 

solving techniques, communication techniques). All these tools and the 

emphasis on skill development likely contributed to participants’ 

feelings of competence and autonomy and the transfer of learning back 

to the work place. 

In sum, we recommend that the above elements, which are features of the 

ALL@UWA learning approach, be actively considered when designing new 

short IM4DC courses (Recommendation 6.2.1.).  

To further enhance learning and engagement, additional improvements that 

were suggested and could be incorporated in future programs are: 

 More hands-on learning would likely help stimulate interest and 

increase transfer of training. This recommendation is also supported by 

broader research which suggests that non-Western societies benefit 

more from ‘active learning’. Examples of hands-on learning include 

undertaking a root cause analysis, JHA, behavioural observations. In 

sum, we recommend that whenever possible, active learning principles 

should be actively considered and incorporated in the design of IM4DC 

courses (Recommendation 6.2.2.) 

 Participants reacted very positively to sessions spent with industry and 

reported more time spent with industry would be beneficial. As such it 

is recommended that where possible the involvement of industry in 

training courses should be encouraged, such as by inviting industry 

speakers and arranging industry visits (Recommendation 6.2.3.).  
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6.3 Transfer of learning: How can transfer of learning be 

supported during the training and after the training is 

completed). 

Our study suggests that all the participants that were interviewed 

succeeded to transfer the learning at least to some degree. 

Some of the features of the training that facilitated transfer, and that we 

recommend for inclusion in all IM4DC future training programs, are: 

 Transfer of learning into the work place was a permanent concern 

throughout the OSH program. We combined dedicated sessions (e.g., 

Return to Work Plans) with exercises and practical sessions that would 

consolidate the learning and that would facilitate transfer.  

 The OSH course focused the participants on goal setting and personal 

development as predecessors of change. This promoted a proactive 

ownership of development and change and created opportunities for 

the participants to experience autonomy and competence. 

 During the OSH training program we worked on interpersonal skills and 

encouraged participants to work on expanding their social network. 

Opportunities for further networking and collaboration were offered 

also after the program ended through the use of “Moodle” as an online 

community of practice tool.  

 In sum, we recommend that IM4DC courses include exercises and 

activities that continually ask individuals to apply their learning to 

their work place; that they include training in goal setting and 

personal development; and that they create opportunities for 

networking in and beyond the program (Recommendation 6.3.1.). 

 

Some of the improvements that were suggested and could be incorporated 

in future programs are: 

 We recommend closer facilitation of the Return to Work Plan sessions 

(Recommendation 6.3.2.). Although the participants appreciated having 

time dedicated to work on their Return to Work Plans, some expressed 

a need for more support and guidance during these sessions. 

Introducing a facilitator / coach for these sessions might enhance the 

quality of plans developed by participants, and improve the likelihood of 

plans being pursued.  

 We recommend more proactive consideration of the barriers that the 

participants might face after returning to their countries and 

organisations (Recommendation 6.3.3.). These barriers, and also 

possible facilitators that they could use, could be specifically addressed 

during the sessions. Openly discussing them would provide 

opportunities for participants sharing their knowledge and experiences 

on facing these barriers, and would also strengthen the ties within the 
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community of practice, as participants would know who they can rely on 

for specific difficulties.  

 It is clear that there are challenges to relying on internet-based 

networking opportunities for participants who come from developing 

countries where internet access is unreliable. There are no simple 

alternatives. Possibilities such as peer coaching might be explored. A 

follow-up get-together, or course, of the same participants would be a 

strong motivation for participants to maintain their networks at the end 

of the program, although clearly this might be financially challenging. 

We recommend deeper consideration be given to how to sustain social 

networks after the course has ended (Recommendation 6.3.4).  

 Possible follow-up coaching (probably via telephone) for each 

participant, within 2-4 weeks return, might help to embed learning and 

check on early progress on the Return to Work plan. Evidence shows 

that if participants’ do not take active steps to implement their plan in 

the first few weeks after returning home, they are unlikely to. Having a 

coach enhances accountability, and also enables individuals the chance 

to get advice on issues that they are stuck on. We recommend 

investigating the feasibility of an early coaching session for 

participants when they return to work (Recommendation 6.3.5). 
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8 APPENDIX  

8.1 An overview of the OSH training program. 

Date Day     

19th Day 1 Welcome and 
Introductory 
Activities 

Goals 

Introduction to WA 

Key elements 

·     Familiarisation with Perth 

·     Public transport 

·     Program support officers 

  

20th Day 2 
Part 1 

Welcome and 
Introductory 
Activities 

Goals 

Introduction to UWA 

Key elements 

·     Familiarisation with library and campus 

·     Introduction to people affiliated with course delivery 

·     Lunch with IM4DC staff, ALL lecturers and tutors (Steve's 12 - 1pm) 

  Day 2 
Part 2 

Welcome and 
Introductory 
Activities 

Goals 

Introduction to ALL and the program 

Key elements 

·     OHS course overview 

·     Learning format, expectations  

·     ALL learning model, diary study and PALS 

21st Day 3 Overview of 
Industry; 
Development of 
Core Leadership 
Capabilities 

Goals 

Overview of industry in WA (Richard Wilson CME 10am) 

Develop communication skills and strategies to support learning during the short course 

Key elements 

·     Problem solving  

·     Communicating messages 

·     Providing feedback 

·     Delegate industry presentations (video-taped) 

22nd Day 4 OHS Systems Goals  

Understand principles of occupational health and safety in Australian context 

Key elements 

   ·      Rationale for safety mgt and shifting from strictly reactive to more proactive 
approaches 

·     Defining workplace safety 

·     Safety roles and responsibilities in resource companies (incl. harmonisation) 

·     Systemic approaches to OHS 

23rd Day 5 Accident Analysis 
and Incident 
Reporting 

Goals  

Understand causal factors of accidents and how accident data can inform risk 
management 

Key elements 

·     Accident models, including human factors and org factors 

·     Root cause analysis 

·     Error taxonomies 

·     Accident/incident/near miss reporting 
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·     Using safety information systems for decision making 

26th Day 6 Hazards and Risks Goals  

Understand and use common methods for assessing hazards in the work environment 

Key elements 

·     Nature and types of hazards 

·     Use formal hazard and risk management tools commonly used in the industry  

·     Inspecting and analysing work areas 

·     Identifying unsafe work 

  
  
  
  
  
  
  
  
  

Behaviour Based 
Safety Training 

Goals 

Understand the principals of behaviour based training 

  

Key elements 

    ·     BBS 

·     CSTP Development (Alf Stadden APPEA 2 - 3pm) 

27th Day 7 Setting Personal 
Development 
Goals 

Goals 

Preparation for group presentations 

Development of personal development goals based on PALS 

Key elements 

    ·     Networking 

·     PALS feedback 

·     Strategies for change/development 

·     Goal setting for learning 

28th Day 8 Developing Return 
to Work Plans/The 
Role of Strategy 
and Planning in 
Safety  

Goals 

Learning group presentations (9.30 - 10.30 - Ian Satchwell attending) 

Review of return to work plans 

The Role of Strategy and Planning in Safety (Jackie Madeley NECA 2pm - 4pm) 

Key elements 

·     Formulation of a work related problems and challenges 

·     Building community of practice by sharing common safety themes 

29th Day 9 Extension - 
Hazards and Risks 

Goals 

Explore different practical approaches to managing health and safety 

Key elements 

·     Common safety training - hazard controls 

30th Day 10 Extension - 
Hazards and Risks 

Goals 

Explore different practical approaches to managing health and safety 

Key elements 

·     Common safety training - JHAs, permits, manual handling, supervisor 
competencies 

3rd Day 11 Regulation Goals 

Understand regulatory environments and relevant frameworks for H & S 

Key elements 

·     Australian and Western Australian legislation 

·     Developing health and safety laws 

·     Coordination between legal systems 

·     Regulatory frameworks 

·     National and state regulators 

·     Industry participation 

Guest speakers 

   ·     UWA - benefits of using ISO and AS (Melinda 8.30 - 10am) 
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·    DMP - process for developing, educating and enforcing h & s policies in 
resources (Mike Rowe 10am - 12pm) 

   ·     CME - Tripartism (Nicole Roocke CME 2-4pm) 

4th Day 12 Extension Goals 

Explore different practical approaches to managing environmental safety 

Case study - successful implementation of environmental policies 

5th Day 13 Work Stress and 
Well-being 

Goals 

Understand work stress, its health implications, and approaches to intervention 

Key elements 

·    Nature and consequences of stressful work conditions 

·    Effects on employee health and well-being 

·    Assessment and alleviation of work stress 

6th Day 14 Environmental 
management 

Goals 

Understand environmental implications of OHS 

Key elements 

·     Process of developing environmental standards 

·     How standards are communicated and enforced 

Guest speakers 

·    DMP - process for developing, educating and enforcing environmental policies 
and standards (Ian Briggs 9am - 12pm) 

   ·     UWA - CSR and the GRI (Yana Grushina 1pm - 4pm) 

7th Day 15 Extension Work environment – Gold open pit mine 

10th Day 16 SafetyCulture and 
Safety Leadership 

Goals 

Understand the nature and development of safety culture 

Resilience Engineering 

Understand the role leaders for managing safety  

11th Day 17 Safety Leadership 
and 
Communication 

Goals 

Communication 

Key elements 

·    Return to work presentations and feedback 

12th Day 18 Organisational 
Change 

Goals 

Organisational Change Simulation 

13th 
  

Day 19 
  

Extension 
  

Work environment - Chemical (8am - 12pm) 

HSE for Youth Program (Marie Brice - Schlumberger 2 - 4pm) 

14th Day 20  Conclusion Goals 

Review learning and set future goals; Return to work plans; Community of Practice 

Key elements 

·     Summarise and synthesise course work 

·     Share experiences 

·     Develop goals for future  

BBQ on river? 
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8.2 Daily measure of participants’ learning orientation. 

 

Diary Study on Learning Effectiveness – IM4DC OSH 

Program 

Name__________________  Date__________________

 Please circle: AM/PM 

Please reflect on what you just experienced during the previous half day, 

and respond to the following questions. 

Q1. Thinking about the just past half day, to what extent did you: 

 Not at 
all 

A 
little 

Occasionally Quite 
a lot 

A 
great 
deal 

Asked questions in class when 
you didn’t understand 

     

Shared your own opinions and 
experiences on a particular topic 

     

Spoke up honestly even if your 
opinion was different 

     

 

Q2. Thinking about the just past half day, to what extent did you: 

 Not at 
all 

A 
little 

Occasionally Quite 
a lot 

A 
great 
deal 

Remained silent even though 
you had something to say 

     

 

If you answered “occasionally”, “quite a lot” or “a great deal”, please also 

tell us why you didn’t put forward your view. Please tick all that apply.   

□ I was not confident about my ideas or questions 

□ My view would not make any difference 

□ I was not very interested 

□ I did not want to damage my reputation 

□ I thought keeping quiet would make me look good 

□ I did not want to hurt someone else’s status or reputation 

□ Other: 
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Q3. Thinking about the just past half day, to what extent did you: 

 Not 
at all 

A 
little 

Occasionally Quite 
a lot 

A 
great 
deal 

Kept quiet instead of asking a 
question you had 

     

 

If you answered “occasionally”, “quite a lot” or “a great deal”, please also 

tell us why you didn’t put forward your view. Please tick all that apply.   

□ I was not confident about my ideas or questions 

□ My view would not make any difference 

□ I was not very interested 

□ I did not want to damage my reputation 

□ I thought keeping quiet would make me look good 

□ I did not want to hurt someone else’s status or reputation 

□ Other: 

____________________________________________________________________ 

 

Q4. Thinking about the just past half day, to what extent did you: 

 Not 
at all 

A 
little 

Occasionally Quite 
a lot 

A 
great 
deal 

Initiated conversations with 
other people 

     

Socialized with people who you 
were not familiar with 

     

 

Q5. Thinking about the just past half day, to what extent did you feel: 

 Very 
slightly or 
not at all 

A little Moderately Quite a 
bit 

Extremely 

Inspired      
Enthusiastic      
Attentive      
Proud      
Upset      
Afraid      
Nervous      
Irritable      

 

Q6. Thinking about the just past half day: 

 Not at 
all 

A little Moderately Quite Extremely 

How talkative were      
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you? 

How assertive were 
you? 

     

How inquisitive 
were you? 

     

How creative were 
you? 

     

How organised 
were you? 

     

How hard-working 
were you? 

     

 

Q7. Thinking about the just past half day and respond to the following 

questions: 

During the previous half day, Strongly 
disagree 

Disagree Neither 
agree nor 
disagree 

Agree Strongly 
agree 

I generally felt free to express my 
ideas and opinions 

     

I felt like I can pretty much be 
myself 

     

I felt very capable      
I felt a sense of accomplishment      
I got along with people I came into 
contact with 

     

People were generally pretty 
friendly towards me 

     

I motivated myself to learn the 
content 

     

I remembered the information 
presented in class 

     

The session was extremely 
interesting 

     

The content was closely related to 
my job needs 

     

I found the session very hard to 
follow 

     

I felt very committed to apply 
what I have learned to my job 
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Scree plot indicating that there were six latent factors underlying the items 

used in the measure. 

 

 

 

 

8.3 Results of factor analysis of learning orientation 

measure. 

 

 

 

 

 

1 - 
Expressive 

2 – 
Conscient. 

3 – 
Negative 

Affect 
4 -

Confident 
5 - 

Motivated 
6 - 

Social 

Initiated             0.891 -0.578 -0.101 0.15 -0.04 -0.05 

Asked            0.78 0.22 -0.061 -0.311 0.248 0.065 

Shared            0.778 -0.069 0.014 -0.121 0.018 0.162 

Spoke up            0.775 -0.235 0.331 0.02 -0.102 0.355 

Talkative             0.637 -0.5 0.03 0.421 0.106 0.069 

Not familiar             0.603 0.32 0.029 0.145 0.054 -0.149 

Inquisitive             0.55 0.03 0.068 -0.178 0.166 0.473 

I remembered 
information             

0.542 0.229 -0.461 -0.08 -0.02 -0.25 

Motivated              0.447 0.102 -0.392 0.479 0.03 -0.177 

Organised              0.235 0.879 0.047 0.153 -0.005 0.104 

Creative               0.066 0.875 0.066 0.04 0.148 -0.102 

Attentive               0.21 0.796 -0.126 -0.196 0.107 0.224 

Hard working          0.249 0.742 -0.183 0.202 -0.12 -0.013 

Enthusiastic               -0.036 0.624 -0.045 0.154 0.53 0.08 

Upset             -0.046 0.593 0.853 -0.016 0.068 -0.137 

Inspired                0.006 0.523 -0.259 -0.015 0.537 -0.019 

Silent 0.113 0.413 0.463 -0.452 0.507 -0.031 

Afraid              0.012 0.369 0.925 -0.001 -0.173 -0.052 

Difficult               -0.007 -0.099 0.87 0 0.033 -0.145 

Irritable              0.064 0.045 0.602 -0.235 -0.13 0.01 

Nervous             0.017 -0.317 0.517 -0.022 -0.371 -0.035 
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Quiet -0.009 -0.332 0.492 -0.487 0.47 0.035 

Capable              0.058 0.213 0.046 0.884 -0.019 0.216 

Expressed             0.129 -0.049 -0.232 0.81 0.033 0.04 

Be myself             0.069 -0.007 -0.154 0.786 -0.023 0.141 

Accomplished             -0.004 -0.043 -0.307 0.712 0.235 0.183 

Related           -0.094 0.107 -0.021 0.512 0.747 -0.05 

Assertive              0.199 0.009 0.075 -0.027 0.656 0.363 

Interested               0.125 0.011 -0.523 0.006 0.519 -0.065 

Proud               0.307 0.089 -0.2 0.104 0.47 0.335 

Applied              0.307 -0.005 -0.55 0.287 0.324 -0.072 

Get along              0.012 0.345 -0.041 0.052 0.003 0.914 

Perceived 
Friendliness             

-0.227 -0.01 -0.068 0.011 -0.006 0.932 

 
Notes: Factor loadings of the daily measure of learning orientation indicates that 
there is some cross loadings between items onto the six latent factors. However, 
there is some support for the hypothesised underlying factor structure. 
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8.4 Correlations between daily measures. 

 Voice Silence Autono

my 

Compe

t. 

Conscie

nt. 

Extrav

ers. 

N_affe

ct 

Openn

ess 

P_affe

ct 

Relat

ednes

s 

Effecti

ve. 

Voice (.778)           

Silence -.037 (.877)          

Autonomy .223
**
 -.464

**
 (.820)         

Competency .286
**
 -.475

**
 .762

**
 (.836)        

Conscientious .396
**
 -.474

**
 .441

**
 .547

**
 (.843)       

Extraversion .558
**
 -.086 .315

**
 .442

**
 .350

**
 (.642)      

Negative affect -.017 .411
**
 -.293

**
 -.301

**
 -.174

**
 -.120

**
 (.718)     

Openness .550
**
 -.202

**
 .264

**
 .426

**
 .643

**
 .614

**
 -.070 (.558)    

Positive affect .447
**
 -.283

**
 .392

**
 .509

**
 .682

**
 .492

**
 -.219

**
 .647

**
 (.896)   

Relatedness .227
**
 -.157

**
 .345

**
 .406

**
 .272

**
 .234

**
 -.121

**
 .263

**
 .314

**
 (.821)  

Effectiveness .323
**
 -.334

**
 .445

**
 .574

**
 .506

**
 .413

**
 -.346

**
 .460

**
 .685

**
 .224

**
 (.797) 

8.5 Prediction of Voice, Silence and Perceived Training 

Effectiveness by participants’ characteristics, daily 

measurements and PALS. Estimates from Two level 

regression analysis.  

 
Predictors 

Dependent Variables 

Voice Silence Training 
efficacy Control variables: 

Time 0.014 -0.032 *** -0.040*** 
Age 0.016 0.062*** 0.022 
Gender -1.373** 0.099 0.154 
English Competency 1.113*** 0.138** 0.336*** 
Daily Personality    
Extraversion 0.374*** -0.012 0.120* 
Conscientiousness 0.350*** -0.135** -0.050 
Openness to experience 0.438** 0.006 0.042 
Daily Affect    
Positive Affect 0.120** 0.000 0.344*** 
Negative Affect 0.073 0.182*** -0.176** 
Daily Self-determination    
Perceived autonomy 0.093 -0.186** -0.102 
Perceived competency -0.158 -0.050 0.547*** 
Relatedness 0.182* 0.021 -0.054 
PALS    
Psychological Capital -0.164** -0.069* -0.103*** 
Motivation    
Learning motivation -0.228** 0.123 0.091** 
Transfer motivation 0.041 -0.155** 0.028 
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Orientation    
Learning orientation -0.138 -0.190** -0.077 
Prove orientation 0.294*** -0.001 -0.022 
Avoid orientation  -0.233*** 0.055 -0.009 

  

8.6 Average rating of how helpful each variable was in 

making progress on the return to work plan. 

 Notes: Each topic was rated out of 10. WCC= work culture or climate, MS 

= manager support CS = colleague support, Otol = opportunity to 

implement training, TS = level of technological support , TR = amount of 

time resources , FR = amount of financial resources , Acc =  the level of 

acceptance for your new ideas in the workplace , E = level of 

encouragement, M = Moodle , Oth = Amount of other online or offline 

resources.   
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