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TEAM RESEARCH METHODS 

• Interviews experienced personnel (N=115) 

• Observations planned (n=18) and 
 unplanned incidents (n=6) 

• 25.4 hours of sampled video data 

• 10,449 video-coded clips 

• 19 hours audio transcriptions 

• 265 teamwork effectiveness surveys 

• National Survey AIIMS/CIMS (n=870) 
responses) 25 agencies 

Planned incidents 

•Training simulations 

Tas, Vic, NSW, ACT, 

Qld 

Unplanned incidents 

•Fires in Victoria and 

Tasmani 



Cam 1 Cam 2 Cam 3 



RESEARCH – OBSERVATIONAL METHODS 



ICC Venue 1 ICC Venue 2 

ICC Venue 3 

CONFIGURING INCIDENT CONTROL CENTRES 



USE OF WORK SPACE AND TECHNOLOGIES 



INTRODUCING NEW TECHNOLOGIES – IMPLICATIONS 

FOR WORK PRACTICE 
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RESEARCH – OBSERVATIONAL METHODS 
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Team building 

18 Team simulations, 240 
participants, 5 states 

RESEARCH – PRE-POST OBSERVATIONS SURVEY 
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PERCEPTIONS OF TEAM LEADERS BY THEIR PEERS 



Incident Controller x location 

 

 



Effective teams  

– more explicit confirming 
statements;  

– checking out assumptions 

 

Detecting gaps and inconsistencies: Team members actively look for and fill gaps in 
the team’s information base to identify and manage inconsistencies or 
contradictions 

HIGHER PERFORMING TEAMS “I HEAR YOU” 



 
Low performing teams 
 
“It’s all good to go” 
 
“ Great” 

 
High performing teams 
 
“It’s all good to go” 
 
“ So you’re fully loaded and you’ll be 
there by ...” 

HIGHER PERFORMING TEAMS “I HEAR YOU” 



•Shared observations 

•Active noticing  

•Climate 

•Seeking assistance  

•Accepting assistance 

•Offering assistance 

•Brokering assistance 
“they’ll do that but you 
need to spell out xxx” 

HIGHER PERFORMING TEAMS “I SEE YOU” 



High performing 
 
“this [teleconference] is going to be 
intense – you need to be ready for 
that” 
 

Low performing 
 
“Are you ready for the 
teleconference?” 
 
“Yeah”  
 
 

HIGHER PERFORMING TEAMS “I GET YOU” 



Incident Controller x location 

 

 

WHAT WERE EFFECTIVE TEAM LEADERS DOING?  
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EFFECTIVE LEADERS – TEAM FEEDBACK 



Boundary 

Riding 

Boundary Spanning 

Internal Coordination 

Boundary Crossing 

External Coordination 

EFFECTIVE LEADERS – TEAM FEEDBACK 



Task/role 

demands 

Strategies for 

managing 

event  

Dynamic focussing 

Past             Present                Future 

EFFECTIVE LEADERSHIP: BOUNDARY RIDING 



EFFECTIVE LEADERSHIP - BOUNDARY SPANNING 



EFFECTIVE LEADERSHIP – CROSSING 

BOUNDARIES BETWEEN AGENCIES 



BUT WHAT OF THE POORER PERFORMING 

TEAM LEADERS? 

Implications for fire and emergency services 

culture…. Some cultural archetypes 



CULTURAL ARCHETYPE – THE BULLDOG:  

AN AUTOCRATIC LEADERSHIP STYLE 



 Inhibition: may feel inhibited in contributing information but 

instead only offer information that is already shared 

 Decision-making climate (hostility): There may be lack of 

cooperation; trust; withholding of information 

 Power-distance: less likely to speak up 

BULLDOG COMMUNICATION CLIMATES 
 
Team Members: 



CULTURAL ARCHETYPE: THE STRONG AND 

SILENT TYPE 



Self-reflections:  
Incident Controller  
 Simulation  
 
(Phase 3 observations) 

CULTURAL ARCHETYPE: THE STRONG AND 

SILENT TYPE 



 “It is important that a leader has credibility with 

those he/she seeks to lead and that they have 

confidence and trust in the leader’s capacity to do 

what is needed to be done.” 

 

 “One way that such confidence could be 

facilitated is by the use of body language.”  

 

  

CULTURAL ARCHETYPE: THE STRONG AND 

SILENT TYPE 



  

 “When I have been in command at an incident  

 

 I would adopt a pose which was designed and 

intended to convey my capacity as a confident 

and capable leader .... 

CULTURAL ARCHETYPE: THE STRONG AND 

SILENT TYPE 



  

“When I have been in command at an incident I  

place one hand across my chest while I use the 

other to stroke my chin. And I stand very still.”  

CULTURAL ARCHETYPE: THE STRONG AND 

SILENT TYPE 



 “I place one hand across 

my chest while I use the 

other to stroke my chin. 

And I stand very still.” 

CULTURAL ARCHETYPE: THE STRONG AND 

SILENT TYPE 



PAUL REVERE; “THE BRITISH ARE COMING” 



ABRAHAM LINCOLN 



MAGGIE THATCHER- THE IRON LADY 



 Failure to challenge/test assumptions: assume they 

share similar goals, leading to false consensus and collective 

ignorance 

 Poor communication/shared experiences: may be 

thinking along similar lines but still be incorrect. Assumptions 

made about sharing meaning (e.g. Risk, threat, likelihood)  

 Power-distance: remote or withdrawn leader 

IMPLICATIONS – THE STRONG AND SILENT 

TYPE 
Team Members: 



SCENARIOS: WHEN THINGS GO BAD 



“FIGURED WORLDS” = “WHAT YOU WANT” 

Visionary leadership combination: 
 
Red Adair meets Luke Skywalker 



The bulldog The strong and silent 

type 

“REALITY BITES” WHAT YOU GET 

Bulldogs barking or aura of calm 
impression management 



Implications from other industries – graded 
warnings 

Lowering the authority gradient 



Graded Warnings in Health Care 

Levels Messages 

1 Probe/ Non-verbal behaviour “I messages” I notice that … 

Are you sure …? 

2 Alert /offer alternatives Would you like me to help with … 

Shall we check …? 

3  Challenge/ask for 

clarification 

Is there a reason you’re going to … 

I think actually…. 

I’m concerned about… 

4 Emergency Action You must listen! We need to …. 

I’m not going to because … 



“AN AWKWARD MOMENT” 



Followers >
Leaders

Leaders >
Followers

peer- peer

ANALYSIS OF GRADED WARNINGS 

18 human factors workshops (fire and non-fire) 
 
- Small group exercises; 25 “awkward moments  



Followers >
Leaders

Leaders >
Followers

peer- peer

ANALYSIS OF COMMUNICATIONS EXERCISE 

18 human factors workshops (fire and non-fire) 
 
- Small group exercises; 25 “awkward moments  

Leaders to followers 
 

 
  ATTEMPTING TO GET FOLLOWERS 
TO ACT 
 
 
 



Followers >
Leaders

Leaders >
Followers

peer- peer

ANALYSIS OF COMMUNICATIONS EXERCISE 

18 human factors workshops (fire and non-fire) 
- Small group exercises; 25 “awkward moments  

Followers to leaders 
 

>> Mostly trying to get the 
leader to STOP  and take 
notice 
 
• In half the cases challenge still not 

explicitly raising concern 
 

 
 



ZONE OF ‘COPING UGLY’ 

Ben Brooks, Bushfire CRC  



4. Interpretation; 
consequence management 2. Task execution- mobilising 

resources 

1. Problem detection (situation 
assessment) assessment; risk  

5. Evaluation/risk 
/assurance 

3. Anticipation planning 
prediction 

IMPLICATIONS FOR COMMUNICATION BETWEEN 

LAYERS? 



PICTURE CAPTION TO GO HERE 
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