
Appendix 3 – Principal Researchers 
 
Dr Robert Long - PhD., (UWS)  BEd., (USA) BTh., (SCD) MEd., (Syd) MOH 
(La Trobe), Dip T., Dip Min., MACE, CFSIA. 
 
Director - Human Dymensions Pty Ltd 
 
Biographical Detail 
 
Dr Long has a distinguished career in teaching, education, community 
services, government and management since 1970 and has been awarded for 
this work. 
 
Dr Long was awarded his PhD in 1996 (without revisions) from the University 
of Western Sydney (Supervisor: Prof. J.C. Walker).  He received his M.Ed 
(with Merit) from Sydney University in 1986 (Supervisor: Dr. W.E. Andersen).  
Dr Long completed his Masters in OH at La Trobe University in 2010 and 
received the University award for the highest weighted average.  Dr Long 
holds several undergraduate degrees and diplomas in education, theology, 
training and social policy.  He also holds a Cert IV in Training and 
Assessment and, has advanced accreditation in DiSC and MBTI. 
 
Dr Long has lectured (since 1994) at the Australian National University, 
University of Canberra, Charles Sturt University and ACU National.  Dr Long 
has lectured in postgraduate research methods at ACU National in the School 
of Social Work and supervised many post-graduate students.  He was 
member of the Canberra University Postgraduate Association (CUPA) 
Council, Higher Degrees and Scholarships Committee and the Vice-
Chancellor’s Working Party of Post Graduate Standards. 
 
Dr Long is a (refereed) member of the Australian College of Education, He is 
a Chartered Fellow (refereed) of the Safety Institute of Australia.  He is an 
Honorary Fellow at Australian Catholic University National. 
 
Dr Long has been elected to numerous bodies in partnerships on research 
methodologies including Chair of the National Youth Affairs Research 
Scheme from 2001-2003.  He has partnered with numerous groups such as 
the Australian Government and Dusseldorp Skills Forum in various projects 
as a member of expert groups in research methods.  He founded the first 
Master’s in Youth Studies in Australia and has been full time staff (lecturer) at 
the University of Canberra (5 years) and ACU National School of Social Work 
(8 years). 
 
Dr Long is also distinguished outside of academic life including: Manager 
Erindale Evacuation Centre, Canberra Bushfires 2003, Emergency 
Coordination Operations Group Beaconsfield 2006 and Risk Management 
Coordinator World Youth Day Canberra Goulburn 2008.   
 
Dr Long is also the founding Principal of the Galilee School which he 
established in 1996 to educate some of the most vulnerable and high risk 
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young people in the ACT.  He was a Director of Youth, Community and Family 
Support services in the ACT Government for 3 years.  He has served on 
numerous Australian inter-governmental task forces, committees, ministerial 
councils and working groups in areas such as: gambling, crime, 
homelessness, indigenous disadvantage, social infrastructure, child 
protection, youth-at-risk, drug addiction, prisons and social justice. 
 
Dr Long is Director of Human Dymensions Pty Ltd which specialises in 
consulting to organisations in Mining, Manufacturing, Building and 
Construction and Heavy Industry on, organisational psychology and human 
development in the workplace.   
 
Dr Long is often engaged by business groups because of his expertise in 
research methodology.  Dr Long’s clients include: BHP Billiton Mitsubishi 
Alliance,  Brambles International, Castlemaine Gold, CSIRO, Department of 
Defence, Attorney General’s Department, Department of Sustainability and 
Water Resources, The Master Builders Association of Australia, 
Baulderstone, Melbourne Water, Theiss, UGL Limited, Australian Rail Track 
Corporation and numerous multi-billion dollar alliances eg. Port Botany 
Alliance, Westgate Freeway Alliance, Eastern Tertiary Alliance. 
 
Dr Long has more than 20 refereed papers in journals and 3 chapters in 
books.  He is a sought after speaker at National and International 
conferences. 
 
Dr Christopher John Barnes   B.Sc.(Hons1, ANU), Ph.D. (ANU) 
 
Dr Chris Barnes received his PHD in Applied Mathematics from the Australian 
National University (ANU) in 1975, following the award of First Class Honours 
in Pure Mathematics in 1971 from the same university. Subsequently, he also 
studied Statistics at graduate level at the ANU. He has worked as a 
mathematical modeller and researcher/manager for various Government 
organisations, including CSIRO, the Commonwealth Department of 
Agriculture, Fisheries and Forestry (DAFF), and the Australian Taxation Office 
(ATO). 
 
He has worked as a consultant for numerous organisations, including the 
International Atomic Energy Agency (IAEA), the Spanish Geoscience Agency, 
Telstra, the Murray Darling Basin Commission (MDBC) and the Australian 
Institute of Sport (AIS). He has carried out fieldwork in every State and 
Territory in Australia, as well as in a diverse range of foreign countries 
(including Spain, Morocco, Ethiopia, Fiji and Papua New Guinea.  
 
Dr Barnes has been a member of, or contributed to, a range of international 
organisations, including: the UN Commission on Ethics (COMEST) sub 
committee on the Ethics of Fresh Water; the International Association of 
Hydrologists (IASH) (committee member for the International Commission on 
Tracers, and the International Committee on Water Quality); as well as a team 
leader for the Agricultural Meteorology Program for the World Meteorological 
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Organisation (WMO). He has also spoken at a large number of international 
forums, and been an invited speaker at several of these. 
 
He has presented numerous scientific papers at international scientific 
meetings, and is the author of over one hundred book chapters, scientific 
papers, technical and consulting reports. He received jointly the International 
Association of Hydro-geologists (Australian chapter) prize for the best paper 
of 1992. He also has experience as the managing director of several private 
companies and trusts, including a consulting company (Complex Systems 
Solutions), and a retail company (WH Harris). 
 
Analytical techniques and methodologies that he has developed for estimation 
of resources have been adopted in a number of areas by the ATO, the 
Australian National Audit Office (ANAO), and DAFF.  
 
Currently he is employed by the AIS as a data miner/analyst discovering and 
developing new knowledge and methodologies to assist in the development of 
elite athletes. 
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Appendix 4.  Competing Values Framework Methodology 
 
Competing Values Framework 
 
One of the key tools used in assessing sub cultural values in the Human 
Dymensions Culture Survey is the Competing Values Framework, a tool 
originally developed by Cameron and Quinn (1999).  The Competing Values 
Framework (CVF) was first developed from research into the major indicators 
of effective organisations.  The research, mostly from sociological sources, 
indicated that there are four main types of cultures in organisations: Clan, 
Adhocratic Rational and Hierarchical cultures.  From this foundation Cameron 
and Quinn developed their model of a Competing Values Framework.  Each 
statement in the survey has an embedded value not detectable to the 
participant  which can indicate value patterns and socio-political disposition on 
in-depth analysis.  The CVF can be plotted against a range of other quadrant 
based diagnostic indicators eg. MBTI, HBDI, DiSC, EI, Kolb etc 
 
The Human Dymensions Competing Values Framework is a modification of 
the Cameron and Quinn model and targets key cultural values assessed in 
the Human Dymensions Organisational Cultural Survey.  The HDCVF 
examines two axes in organisational development.  The first axis (x axis) 
looks at the tension between Internal and External foci, systems which tend to 
be inward looking most often focus on "Maintenance and Integration" and 
systems which tend to be outward looking and are by definition more 
conscious of "Positioning and Differentiation" from outsiders and competitors.  
 
X Axis 
 

Internal Focus        External Focus 
Maintenance and Integration  Positioning and Differentiation 

 
The second axis looks at the organic or mechanistic way safety is managed in 
an organisation.  Systems which are more Organic in nature tend to be more 
"Flexible and Discretionary" in nature whereas systems which are more 
Mechanistic in nature have a stronger emphasis on "Control and Stability".   
 

Y Axis 
Flexible and Discretionary 

Organic 
 
 
 
 
 
 

Mechanistic 
Control and Stability 
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Values Quadrant 
 
The intersection of these two axes results in the creation of four quadrants, 
each representing the tensions which exists in organisational approaches to 
people and systems, namely: approaches which are Democratic, Autocratic, 
Adhocratic and Bureaucratic in nature.  This structure of analysis assesses 
the management and perceptions of systems, policies, procedures, sub-
cultural values and practices in a psychosocial and micro-political way.  
 
These four criteria can also be understood according to traditional sociological 
labels for labels of Clan, Hierarchy, Rational and Open which were originally 
attributed to organisational effectiveness.  In the Human Dymensions analysis 
the focus is on measuring management and systems values in organisations.  
By utilising these quadrants the HDCVF is able to determine the core values 
and drivers within each of the 10 cultural categories of the survey and make 
recommendations as to measures and interventions to address blocks and 
resistances to service delivery, relationships and performance.  These axes 
and quadrants are represented below in CVF Diagram 1. 
 
 
CVF Diagram 1 
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Competing Values - Understanding Key Terms 
 
Clan - Democracy 
 
The idea of clan indicates a family-type organisation, usually characterised by 
a strong emphasis on team work, employee development, partnership, 
participation, loyalty and mutuality.  It is believed that through these 
approaches safety is best achieved.  Some core values in a clan - democracy 
culture are: trust, loyalty, intimacy, friendliness, concern, respect, equality.  
These values are secured by high centralisation where flexibility can operate 
within clear boundaries which are accepted, owned and shared.  The focus of 
such a culture is on maintaining an internal and flexible approach to 
management with room for individual and group discretion within accepted 
boundaries. 
 
Open - Adhocracy 
 
The idea of an open and adhocratic culture should not be interpreted "do as 
you like".  The idea of being "ad hoc" has its focus on the temporary nature of 
things, it is more interested in the immediate, the specialised and dynamic.  
Such a culture is more open to change and flexible, able to move quickly with 
either the unexpected or with new demands.  The major values of the open 
culture are adaptability, creativity, managing uncertainty, movement and 
discretion within accepted boundaries.  Whilst the focus is on flexibility the 
methodology is less centralised and more conscious of external 
considerations eg. positioning against competition.  In this way, the creativity 
and flexibility are perceived as mechanisms to get the edge on the opposition.  
The adhocratic culture is conscious of is own distinctives, in other words what 
makes it different from the rest. 
 
Rational - Bureaucracy 
 
The rational culture has its emphasis on high organisation and formalisation, 
this is not vested in individuals or persons but in processes and policies.  The 
core values of the rational culture are security, certainty, respect, 
containment, stability and control.  The bureaucratic nature of management is 
not seen as a negative but a positive where boundaries help enable 
individuals and groups within the structures to relax, develop relationships, 
enjoy work and feel secure in the knowledge that the processes, policies and 
directions are clear.  A clear and secure culture is viewed in relationship to 
competitors in the market and differentiation is based on performance.  
 
Hierarchy - Autocracy 
 
The idea of hierarchy has its emphasis on people, particularly leadership.  In 
this culture value is placed on order, organisation, smooth running 
procedures, trust, competence, intelligence, efficiency and pace.  There are 
not too many structures in this culture instead there is a trust in strong and 
competent leadership who make effective and responsible decisions which 
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often by-pass the slowness of bureaucratic organisations.  Leaders are often 
charismatic and engender confidence in the workforce, security is felt 
because the leader knows where things are going. 

Competing Values  Organisational Descriptors 
 

 
 
The four quadrants are also labelled indicating high or low formalisation and 
high and low centralisation. This then illustrates the trends and dynamic 
relationship between the organising process and safety outcomes.  These 
criteria assist in the assessment mix of various cultural indicators in the HD 
Culture Survey and matches them to organisational structures.  For example, 
survey results which indicate high levels of autocracy (low formalisation) tend 
to show low levels of flexibility and problem solving capacity often because 
the organisational leadership style potentially limits a problem solving 
approach to safety management.  The outcomes of low problem solving 
capacity is often perceived in low levels of resilience and readiness to 
manage the unexpected. Results which indicate low resilience, low 
organisational learning capacity and error readiness are often characterised  
by an equally strong sub-culture of weak safety systems and poor safety 
priorities.   
 
The results for each cultural category in the HD Cultural Survey can be plotted 
on the Competing Values Framework to show core values according to survey 
cultural type.   This in turn assists analysis and determination of 
recommendations which address core safety sub-cultures and cultural values 
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that underpin attitudes, pathway blocks and dissonant beliefs represented in 
the survey.   
 
In order to further assist the survey analysis each quadrant has been labelled 
below by leadership type, measures of effectiveness and management trends 
which tend to drive the characteristics of each cultural category.  These are 
represented in CVF Diagram 2. 
 
 
CVF Diagram 2 
 

 
 
 
 
 
Mapping results using the CVF Tool 
 
When results are plotted on the CVF quadrant it should be understood in the 
following way.  The dotted line represents a score of 50% and results for each 
statement in each quadrant are plotted against that line.  An indicator within 
the line represents a score less than 50% and closer to the outside of the 
quadrant represents a higher score.  In the diagram below it is clear that all 
scores are high except for the score for autocracy which indicates that this 
cultural value is in some sense of imbalance with other scores. 
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Competing Values Organisational Types – Dominant Types 
 
 
CVF Proportional Balance Low-Resilience 

  
Fairness-in-Everything I’m-In-Charge-from-Below 

  
Dominant-Leadership-from-Above Policy&Procedures-Rule 
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Competing Values Organisational Types – Conflict Pairs 
 
The-Individual-in-Group The-Individual-in-Process 

  
Benevolent Dictatorship Management-Policy 

  
Push-Me-Pull-You Procedural Fairness 
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Competing Values Organisational Types - Deficits 
 
Where-is-the-Collective? Where-is-the-Individual? 

 
 

Where-is-the-Leader? Where-is-the-Policy&Process? 

  
 

 


