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Organisations need
to equip themselves
with the data,
evidence and
knowledge to make
impactful change

Behind the Curve

Struggle to attract talent, suffer brand
damage, high claims and high turnover

A lack of empirical psychological safety and
inclusion measures, so they can't address
change effectively

Ahead of the Curve

Have empirical measurement tools that
capture the dynamic nature of
psychological safety - the foundation of
inclusivity.

Benefit from a deeply engaged, productive
and passionate workforce. This means
higher retention, better talent, leaders in
innovation - people will feel valued as the
complete ‘being’ that they are.






UNDERSTANDING THE CHALLENGES
IMPACTING YOUR INDUSTRY

i 5

WORK HEALTH & SAFETY TURNOVER

CADENCE
Regulatory changes around High turnover is costly. It's Projects running over budget
expectations of employers and challenging to attract and and behind schedule.
industry standards retain talent

Psychological safety can have significant impacts on the

wellbeing of your workforce and are some of the most
expensive and time-consuming workplace injuries.




Benefits

What is
pSYChOIOg icql A 2017 Gallup poll found that 3/10 employees

strongly agree their opinions count at work.

SqfetY? By moving that ratio to 6/10, organisations

could redlise -

Defined e 27% reduction in turnover

“A climate in which people are . . . o
comfortable expressing and be]ng ® 40%) redUCtIOﬂ N SOfety IﬂCIdeﬂtS
themselves. When a work environment
has high psychological safety, good

things happen.” « 12% increase in productivity.




A ‘'normal team’ has
low psychological
safety and instead
prefers superficial

harmony.

But here’s the
kicker...



In considering the dynamics of
effective teams, Google’s
researchers conducted a five-
year study that found that what
really mattered was less about
who is on the team, and more
about how the team worked

together.

The lead researcher said that
‘osychological safety was far
and away the most important
of the five dynamics we found.
It is the factor that underpins all
others.

PSYCHOLOGICAL SAFETY

WHY IT MATTERS

« Psychological safety can make or
break the achievement of team
performance in diverse teams

« There is a direct correlation between
psychological safety, predicted worker
engagement and return on assets.

* In short, process innovation can be a
good way to boost performance, but a
psychologically safe environment
helps the investment pay off.



Why PSI Indicator
Program?

PSlis the new competitive advantage for
organisations. It is a market leading diagnostic that
provides dynamic, real-time insights to foster a
more inclusive and diverse workforce.

These diagnostics and tools identify
gaps and opportunities within the
psychological safety profile of an
organisation to empower managers
and teams to enact pragmatic and
timely change.

Backed by globally renowned
psychological research, the tool
provides an empirical
understanding of psychological
health, team effectiveness,
motivation, wellbeing, engagement,
inclusivity, and productivity in your
teams.

Through extensive research we have
created a tool that accurately
measures a teams’ level of
psychological safety in real time.




WHY PSI

MAKING THE INVISIBLE, VISIBLE

Our Safety Diagnostics and Tools help individuals and teams to unlock the beliefs or
views that are limiting their outcomes. Leadership, capability and culture are key levers
in creating change outcomes.

Invisible

@L} &

Visible

CULTURE CAPABILITY OUTCOMES

Views & Beliefs Behaviours & Process

INDIVIDUAL + TEAM



ABOUT PSI

HOW WE CAN HELP

A holistic view of current your current psychological safety
performance and team culture will inform a tailored, impactful solution.

m N @ 4 -minute online team @ Real-time, frequent pulse
assessment to identify gaps check through the app
TEAM SAFETY TOOL

in experiences and
perceptions

@ Team benchmarked over @ Fortnightly re-set to ensure
time using interactive opportunities are

Psychological Safety
Indicator

dashboards and push continually optimised

Takes a ’pu|se check’ on notifications to show focus

the organisation’s areas (education, actionable

collective psychological activities, coaching, tips)

safety and engagement.



HOW IT WORKS

1. MEASURE

5. ACT

COACHING & TECH- 4
ENABLED SUPPORT !
'
I
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4. COMMIT TO

2. CONNECT CHANGE

WITH RESULTS
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3. REFLECT ON IMPACT



Bringing It
To Life

« PSI can be implemented at a company-
wide level, Executive level, or broken down
into small teams

« Benchmarking can be done from team-
team, team-organisation or team-industry

* Builds an evidence base that helps inform
business and workplace strategy

* Informs training and development budgets
and allocation of spend between technical
and people competencies

[ Psycho'ogical Safety Company Overview Overview Benchmark History Demographics

Category Gender Team Psychological Safety Indicator
Psychological Safety v Al v Al v P .
P TN
. 7 AR
Assessment Period \(..‘. »
2022 July v
0% 100%

38%

0%

Historical Comparison

Category Question

Psychological Safety s | felt listened ta o All ~ Engineering ~

@Not at all @ Rarely @ Some of the time @Most of the time

— 38% 4

Team Impact

Categor! uestion Assessment Period
gory

Psychological Safety v I felt listened to ~ 2022 July ~ Engineering

Happy Rail Project

Human Resources

Impact Mapping




LISTENING

Top 5 tips for listening

Here are five simple tips to make you a better listener

. Bepreaem You might think you can mul Ixi—msk but it
n't send the message that you are listening

B Reflect back what you heard the person saying -
check for understanding

Validate what they have said - it's not about agreeing.

“You make sense you hove concerns about this
project”.

Thank them for bringing It up - “It's great you've
raised this with me so we can get on the same page”.

B Offer a solution that's relevant (i.e. | think we need to
flesh this out more so we get the right outcome; or; Let
me sha ewlthy whatpeh ps you weren't aware of
that addresses your concerns®.

Related articles

BRINGING IT TO LIFE -
COACH in'your Pocket

OFFERING SUGGESTIONS

The biggest barrier to offering suggestions is the fear of offending
the other person. The fear is REAL. It exists because often others DO
feel offended. This is because they “interpret” the suggest as a
“criticism” that their current approach/solution wasn't’ good
enough.

The Team that makes it SAFE to offer suggestions and be
genuinely open and grateful for them, perform far better and
enjoy healthier relationships that foster wellbeing.

3 Top Tips on HOW to effectively Offer Suggestions. Click Here.
3 Top Tips on HOW to effectively receive suggestions. Click Here.



BRINGING IT TO LIFE -
COACH in'your Pocket

OFFERING SUGGESTIONS

So your team has committed to improve the way you “Offer and
Receive Suggestions” and have read through the Top Tips.

LISTENING

Top 5 tips for listening

Reflection Activity 1.

Here are five simple tips to make you a better listener -

Be present - You might think you can muilti-task but it
doesn't send the message that you are listening

P a———— Reflect on an experience when a team member effectively offered

check for understanding

[ Voot ot nay hvesid s ot agreing a suggestion and it was well received, what happened?

“You make sense you have concerns about this
project”.

Thank them for bringing it up - “It's great you've
raised this with me so we can get on the same page".

B3 citnssbinpats miosm s s et What positive difference did it make to the teams effectiveness

flesh this out more so we get the right outcome; or; Let

Lk e AND to building healthy relationships?

that addresses your concerns®.

Related articles

Click here to capture your first reflection activity.
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