Include people in decision-making

Show you care
In silence lies fear and resistance – it is vital people
have the chance to share how they feel. Learn how to
listen to understand, not be understood. Show that it’s
OK to talk about emotions by sharing yours.

When making decisions, consult your team. Ask for their
input, thoughts, and feedback. This will help them feel
included in the decision-making process, build
psychological safety and lead to better outcomes.

Restrain yourself from reacting and responding before
the other person acknowledges that you understand
their position. Be curious about their perspective and
ask open questions when you need clarification.

Once a decision is made, explain your reasoning and
how their feedback factored into the decision? What
other considerations were made? Even if your employees
don’t agree, they’ll appreciate the honesty and
transparency behind how the decision was made.

Encourage feedback

It is important to understand that as the leader, you
hold a position of power and can directly impact your
employees. You must make it safe for your employees
to challenge you and to give you candid feedback.
Share some examples of your own past bad ideas and
decisions and explain the dangers of future one’s
going unchallenged. Frequently request feedback.
Act as a role model who welcomes challenge, who
seeks alternative viewpoints and encourages and
celebrates staff that speak up.

7 top tips for creating psychological safety

Stop corridor conversations

Stop the blame game

Host an anxiety party

This kind of toxic behaviour slowly destroys
psychological safety. Speak to team
members who speak negatively about
peers, Be clear that it is not acceptable in
your team.

To build and maintain psychological
safety in the workplace, focus on
solutions and be curious rather than
finding someone to blame.

It is important that people have ‘ventilation’
opportunities where they can tell their
stories, compare reactions, express feelings
and decide what needs to happen next in
terms of behavioural change on an
individual or collective basis.

Corridor conversations can become
contagious. Employees will think that
either they’re supposed to talk badly
about others, or that others are probably
talking about them.

Instead of “What happened and why?”
ask “How can we make sure this goes
better next time? Focus on collaborative
language. We statements turn the
responsibility into a group effort, rather
than singling out an individual to blame.

Anxiety parties or if you prefer, catch-ups,
are an excellent way to promote
psychological safety and make teams more
effective.

Embrace failure
Reframe failure as an inevitable bump
along the road towards success, and
an opportunity to learn.
Failure is often the path to new,
exciting opportunities that wouldn’t
have appeared otherwise. When
people close their eyes to failure, it
means they close their eyes to
opportunity.

