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¢Ƙƛƴƪ ƻŦ ŀ ǘŜŀƳ ȅƻǳ ŀǊŜ ǇŀǊǘ ƻŦΧ



ά¢Ƙƛƴƪ ƻŦ ŀ ǘŜŀƳ ȅƻǳ ŀǊŜ ǇŀǊǘ ƻŦΧέ

Have you ever held back an idea?

ÅYES
ÅSOMETIMES
ÅRARELY



ά¢Ƙƛƴƪ ƻŦ ŀ ǘŜŀƳ ȅƻǳ ŀǊŜ ǇŀǊǘ ƻŦΧέ

Have you ever avoided admitting a mistake?

ÅYES
ÅSOMETIMES
ÅRARELY



ά¢Ƙƛƴƪ ƻŦ ŀ ǘŜŀƳ ȅƻǳ ŀǊŜ ǇŀǊǘ ƻŦΧέ

Have you ever stayed silent in a meeting?

ÅYES
ÅSOMETIMES
ÅRARELY



Psychological Safety Questionnaire τ Inclusive (Work & Personal Settings)
Psychological Safety Questionnaire τ Inclusive (Work & Personal Settings)
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Instructions: For each statement, rate yourself on a 1ɀ5 scale: 1 = Strongly Disagree · 2 = Disagree · 3 = Neutral · 

4 = Agree · 5 = Strongly Agree.            Aim to complete in about 3 minutes.

Section 1:
Q1:
Q2:
Q3:   

Section 2:
Q1:
Q2:
Q3:   

Section 3:
Q1:
Q2:
Q3:   

Section 4:
Q1:
Q2:
Q3:
Q4:
Q5:
Q6:   

4
5
1



Psychological Safety Questionnaire τ Inclusive (Work & Personal Settings)
Psychological Safety Questionnaire τ Inclusive (Work & Personal Settings)
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Section 1 τ Emotional Wellbeing Under Stress

1. Recent events in the region have increased my stress or anxiety.

2. The situation makes it harder to stay present or focused.

3. I experience moments of worry, fear, or tension during the day.

Section 2 τ Sense of Safety & Support

1. People around me communicate openly during stressful times.

2. I feel safe expressing concerns without fear of judgment.

3. I receive support when feeling overwhelmed (workplace, family, or 

friends).

Section 3 τ Coping & Resources

1. I know who I can talk to if I am feeling unsettled.

2. I feel comfortable asking for flexibility or space if stress increases.

3. My main environment encourages emotional wellbeing.

Section 4 τ Interpersonal Dynamics (Work, Family & Social Contexts)

1. When mistakes happen, people around me respond with learning rather 

than blame.

2. My ideas or concerns are listened to with respect at work and in personal 

settings.

3. It is easy to ask basic questions without fear of being put down.

4. People (including me) take accountability for actions without 

defensiveness.

5. Differences of opinion are discussed respectfully and usually resolved fairly

6. People respect my boundaries when I express needs or limits.

Instructions: For each statement, rate yourself on a 1ς5 scale: 1 = Strongly Disagree · 2 = Disagree · 3 = Neutral · 4 = Agree · 5 = Strongly Agree. 

Aim to complete in about 3 minutes.



The measure of Psychological Safety is not 
about comfort.

It is about whether it feels safe to take 
interpersonal risk.
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Why is this important? 

The Reality





What is Psychological Safety? 



άtǎȅŎƘƻƭƻƎƛŎŀƭ ǎŀŦŜǘȅ ƛǎ ƴƻǘ ŀōƻǳǘ ƭƻǿŜǊƛƴƎ ǎǘŀƴŘŀǊŘǎΦ 
Lǘ ƛǎ ŀōƻǳǘ ǊŀƛǎƛƴƎ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ ǘƘƛƴƪƛƴƎΦέ

Amy Edmondson



Definition from Amy Edmondson:
ά! ǎƘŀǊŜŘ ōŜƭƛŜŦ ǘƘŀǘ ǘƘŜ ǘŜŀƳ ƛǎ ǎŀŦŜ ŦƻǊ ƛƴǘŜǊǇŜǊǎƻƴŀƭ Ǌƛǎƪ-ǘŀƪƛƴƎΦέ



5ƻ ȅƻǳ ǘŀƪŜ ŎŀǊŜ Ƙƻǿ ȅƻǳ ǘǊŜŀŘΧΚ 
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vǳŜǎǘƛƻƴ Χ
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What is 
Psychological 

Safety? 
Psychological Safety
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Psychological 

Safety

aŀǎƭƻǿΩǎ 
Hierarchy of 
Needs

Belonging

vǳŜǎǘƛƻƴ Χ

What is 
Psychological 

Safety? 



What is Psychological Safety?

ÅPsychological safety = shared belief that team is safe for interpersonal risk taking

ÅDefinition: being able to show oneself without fear of negative consequences of self-
image or career
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Psychological safety is a belief that one will not be punished or 

humiliated for speaking up with ideas, 

questions, concerns or mistakes.

Amy C. Edmondson

Faculty & Research

Harvard Business School



Low Standards High Standards

Low Psychological Safety

Apathy Zone 
ω [ƻǿ ŀŎŎƻǳƴǘŀōƛƭƛǘȅ 
ω aƛƴƛƳŀƭ ŜŦŦƻǊǘ 
ω 5ƛǎŜƴƎŀƎŜƳŜƴǘ 
ω ά²Ƙȅ ōƻǘƘŜǊΚέ ƳƛƴŘǎŜǘ

Anxiety Zone 
ω CŜŀǊ ƻŦ ƳƛǎǘŀƪŜǎ 
ω .ƭŀƳŜ ŎǳƭǘǳǊŜ 
ω {ƛƭŜƴŎŜ ƛƴ ƳŜŜǘƛƴƎǎ 
ω IƛƎƘ ǇǊŜǎǎǳǊŜΣ ƭƻǿ ǾƻƛŎŜ

High Psychological Safety

Comfort Zone 
ω CǊƛŜƴŘƭȅ ōǳǘ ǳƴŎƘŀƭƭŜƴƎƛƴƎ 
ω !ǾƻƛŘƛƴƎ ŘƛŦŦƛŎǳƭǘ ŎƻƴǾŜǊǎŀǘƛƻƴǎ 
ω [ƻǿ ǎǘǊŜǘŎƘ 
ω άbƛŎŜ ōǳǘ ƴƻǘ ŀƳōƛǘƛƻǳǎέ

Learning Zone  
ω hǇŜƴ ŘƛŀƭƻƎǳŜ 
ω /ƻƴǎǘǊǳŎǘƛǾŜ ŎƘŀƭƭŜƴƎŜ 
ω !ŎŎƻǳƴǘŀōƛƭƛǘȅ ǿƛǘƘ ǘǊǳǎǘ 
ω IƛƎƘ ǇŜǊŦƻǊƳŀƴŎŜ ϧ ƛƴƴƻǾŀǘƛƻƴ

Psychological Safety × Performance Standards Matrix



wŜŦƭŜŎǘƛƻƴ Χ ǿƘŜǊŜ ƛǎ ȅƻǳǊ ƻǊƎŀƴƛȊŀǘƛƻƴ 
now? 







Scenario

During a project update, a team member says:
άLΩƳ ƴƻǘ ǎǳǊŜ ǘƘƛǎ ǘƛƳŜƭƛƴŜ ƛǎ ǊŜŀƭƛǎǘƛŎ ƎƛǾŜƴ ǘƘŜ ǎǳǇǇƭƛŜǊ ŘŜƭŀȅǎΦέ

The leader responds quickly:
ά²ŜΩǾŜ ŀƭǊŜŀŘȅ ŀƎǊŜŜŘ ǘƘŜ ŘŜŀŘƭƛƴŜΦ ²Ŝ ŘƻƴΩǘ ƘŀǾŜ ǘƛƳŜ ǘƻ ǊŜƻǇŜƴ ǘƘŀǘ ŘƛǎŎǳǎǎƛƻƴΦ [ŜǘΩǎ ƳƻǾŜ 
ƻƴΦέ

No one else speaks up for the rest of the meeting.

ÅWhat zone is this?
Å What message did the leader unintentionally send?
Å What will likely happen next time someone spots a risk?
Å What one phrase could the leader have used differently?



Scenario

A mistake in a client presentation is discovered.
In the next team meeting, the manager says:
ά¢Ƙƛǎ ŜǊǊƻǊ ǎƘƻǳƭŘ ƴŜǾŜǊ ƘŀǾŜ ƘŀǇǇŜƴŜŘΦ ²Ƙƻ ǿŀǎ ǊŜǎǇƻƴǎƛōƭŜ ŦƻǊ ǘƘƛǎ ǎƭƛŘŜΚέ
The room goes quiet. Eventually, one team member admits it was theirs.
The manager replies:
ά¢Ƙƛǎ ǊŜŦƭŜŎǘǎ ǇƻƻǊƭȅ ƻƴ ŀƭƭ ƻŦ ǳǎΦ tƭŜŀǎŜ ōŜ ƳƻǊŜ ŎŀǊŜŦǳƭΦέ
After the meeting, people double-check their work obsessively τ but stop asking for peer input.

Å What zone is this?
ÅWhat behaviour is being reinforced here?
Å What will happen to innovation and collaboration?
Å Is accountability present? Is safety?
ÅWhat one phrase could the leader have used differently?



Scenario

A team meeting runs smoothly. Everyone agrees with the proposal presented.
The leader asks:
ά!ƴȅ ŎƻƴŎŜǊƴǎΚέ
¢ƘŜǊŜΩǎ ǎƛƭŜƴŎŜΦ
The leader smiles:
άDǊŜŀǘ τ ǎƻǳƴŘǎ ƭƛƪŜ ǿŜΩǊŜ ŀƭƛƎƴŜŘΦέ
After the meeting, two team members privately discuss flaws in the plan but decide not to raise 
them.

ÅWhat zone is this?
Å Is this safety τ or avoidance?
Å Are standards high or low?
ÅWhat risk does this create?
ÅWhat one phrase could the leader have used differently?



Scenario

A quarterly target is missed.
The leader opens the review session by saying:
ά[ŜǘΩǎ ǿŀƭƪ ǘƘǊƻǳƎƘ ǿƘŀǘ ǿŜ ƭŜŀǊƴŜŘΦ ²ƘŜǊŜ ŘƛŘ ƻǳǊ ŀǎǎǳƳǇǘƛƻƴǎ ƴƻǘ ƘƻƭŘ ǳǇΚέ

A team member admits:
ά²Ŝ ǳƴŘŜǊŜǎǘƛƳŀǘŜŘ ǘƘŜ ƻƴōƻŀǊŘƛƴƎ ǘƛƳŜ ŦƻǊ ƴŜǿ ŎƭƛŜƴǘǎΦέ

The leader responds:
ά¢ƘŀǘΩǎ ǳǎŜŦǳƭ ƛƴǎƛƎƘǘΦ Iƻǿ Řƻ ǿŜ ŀŘƧǳǎǘ ǘƘŜ ƳƻŘŜƭ ƎƻƛƴƎ ŦƻǊǿŀǊŘΚέ

Multiple people contribute ideas for improvement.

Å What zone is this?
ÅWhat behaviour is being reinforced here?
Å What will happen to innovation and collaboration?
Å Is accountability present? Is safety?



Understanding your own Listening Barriers 

Learning Zone

Psychological safety and high standards 

ÅIn the Learning Zone:

ÅPeople speak up
ÅMistakes analysed, not punished
ÅChallenge welcomed
ÅAccountability high

Åbƻǘ ŀ ΨƴƛŎŜΩ ȊƻƴŜ - rather a high-expectation environment

ÅPeople feel safe enough to take interpersonal risks: 
 
ÅTest 
ÅAdmit 
Å Improve

ÅInnovation, engagement, performance thrive



The real leadership challenge is this:
How do we hold high standards τ ǿƛǘƘƻǳǘ ǘǊƛƎƎŜǊƛƴƎ ŦŜŀǊΚέ





¢ƘŜ [ŜŀŘŜǊΩǎ wƻƭŜΥ 
Micro-Behaviours That Matter



/ƻƴǎƛŘŜǊ Χ

What behaviours erode safety in your organisation?



Leadership Reactions That Shut Down Voice

Å  Public criticism or humiliation
Å  Reacting defensively to challenge
Å  Interrupting or talking over people
Å  5ƛǎƳƛǎǎƛƴƎ ƛŘŜŀǎ ǘƻƻ ǉǳƛŎƪƭȅ όά¢Ƙŀǘ ǿƻƴΩǘ ǿƻǊƪέύ
Å  Blaming individuals instead of examining systems
Å  Asking for input τ then ignoring it
   

 These create fear of speaking up.



Inconsistent Standards & Unpredictability

Å Mood-driven leadership
Å Different rules for different people
Å Sudden shifts in expectations without explanation
Å Micromanagement after mistakes

These create anxiety and hypervigilance.



Punishing Mistakes Instead of Learning

Å ά²Ƙƻ ŘƛŘ ǘƘƛǎΚέ ƛƴǎǘŜŀŘ ƻŦ ά²Ƙŀǘ ƘŀǇǇŜƴŜŘΚέ
Å Zero tolerance for errors in learning environments
Å Rewarding only flawless performance
Å Over-focusing on short-term results

These create risk aversion and silence.



Subtle Exclusion Behaviours

Å Not inviting quieter voices into discussions
Å Side conversations in meetings
Å Eye-rolling, sighing, sarcasm
Å wŜǇŜŀǘƛƴƎ ǎƻƳŜƻƴŜΩǎ ƛŘŜŀ ǿƛǘƘƻǳǘ ŎǊŜŘƛǘ
Å Excluding people from informal decision-making

These create withdrawal and disengagement.



Performance-Only Culture

Å Overemphasis on targets without dialogue
Å Constant urgency with no reflection time
Å Treating disagreement as disloyalty
Å ά²Ŝ ŘƻƴΩǘ ƘŀǾŜ ǘƛƳŜ ŦƻǊ ŘƛǎŎǳǎǎƛƻƴέ

These create compliance, not commitment.



The Reality: 
Psychological safety rarely collapses dramatically τ

 It erodes gradually.



/ƻƴǎƛŘŜǊ Χ

What micro-behaviours build safety?



Leader Reactions That Encourage Voice

Å Responding with curiosity instead of defensiveness
ÅThanking people for raising concerns
Å Asking, ά²Ƙŀǘ ŀƳ L ƳƛǎǎƛƴƎΚέ
Å Inviting dissent and alternative views
Å Protecting those who surface difficult issues
Å Acknowledging contributions publicly

 These create permission to speak.



Consistency & Predictability

Å Clear expectations and transparent decision-making
Å 9ȄǇƭŀƛƴƛƴƎ ǘƘŜ άǿƘȅέ ōŜƘƛƴŘ ŎƘŀƴƎŜǎ
Å Applying standards fairly
Å Staying emotionally steady under pressure
Å Following through on commitments

 These create trust and stability.



Learning-Focused Responses to Mistakes

Å !ǎƪƛƴƎΣ ά²Ƙŀǘ Ŏŀƴ ǿŜ ƭŜŀǊƴ ŦǊƻƳ ǘƘƛǎΚέ
Å Conducting blameless post-mortems
Å Separating performance from identity
Å Sharing your own mistakes as a leader
Å Framing errors as data

These create psychological permission to experiment.



Inclusive Micro-Behaviours

Å Actively inviting quieter voices
Å DƛǾƛƴƎ ŎǊŜŘƛǘ ǿƘŜǊŜ ƛǘΩǎ ŘǳŜ
Å Avoiding interruptions
Å Watching body language and tone
Å Rotating airtime in meetings
Å Summarising and validating input

These create belonging and contribution



Inclusive Micro-Behaviours

Å Actively inviting quieter voices
Å DƛǾƛƴƎ ŎǊŜŘƛǘ ǿƘŜǊŜ ƛǘΩǎ ŘǳŜ
Å Avoiding interruptions
Å Watching body language and tone
Å Rotating airtime in meetings
Å Summarising and validating input

These create belonging and contribution



Balancing Standards with Humanity

Å Holding high expectations while offering support
Å Clarifying that accountability and safety coexist
Å Allowing time for reflection, not just execution
Å Encouraging constructive disagreement
Å Rewarding thoughtful risk-taking

These create the Learning Zone (high standards + high safety).



Micro-Behaviours That Quietly Strengthen 
Safety

Small moments that matter:
Å Eye contact when someone speaks
Å Pausing before responding
Å Neutral tone when receiving bad news
Å {ŀȅƛƴƎΣ ά¢Ŝƭƭ ƳŜ ƳƻǊŜΦέ
Å !ŘƳƛǘǘƛƴƎΣ άL ŘƻƴΩǘ ƪƴƻǿΦέ
Å Naming tension in the room

Psychological safety is built in moments τ not mission 
statements.



Psychological safety is not built by policy.
It is built by predictable, respectful behaviour.



Bottom line: Safety is a performance multiplier





Psychological Safety Questionnaire τ Inclusive (Work & Personal Settings)
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49

Instructions: For each statement, rate yourself on a 1ɀ5 scale: 1 = Strongly Disagree · 2 = Disagree · 3 = Neutral · 

4 = Agree · 5 = Strongly Agree.  

Section 1:
Q1:
Q2:
Q3:   

Section 2:
Q1:
Q2:
Q3:   

Section 3:
Q1:
Q2:
Q3:   

Section 4:
Q1:
Q2:
Q3:
Q4:
Q5: 
Q6:  

4
5
1

Scoring & Interpretation
Section Scores: Add your 1ɀ5 ratings within each section to 

get a section total. Higher scores indicate stronger 

psychological safety in that dimension.
________

10

¢h¢![ tǎȅŎƘƻƭƻƎƛŎŀƭ {ŀŦŜǘȅ {ŎƻǊŜΥΧΧό15 ς 75)

________

X

________
Y

________

Z

Overall Score (All Sections Combined)
Add the four section totals for an overall score. Range: 15ɀ75.



How Psychologically 
Safe do you feel?

High (58ς75): Strong psychological safety across 
key settings; maintain and model best practices.

Medium (40ς57): Mixed signals; prioritize 1ς2 
actions to strengthen weaker areas.

Low (15ς39): Low perceived safety; harness 
ȅƻǳǊ ΨŀǎǎŜǊǘƛǾŜƴŜǎǎΩ - consider targeted 
supports and specific behaviour changes.
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Moment of Truth



51

Any Questions?



DAY 1: Key Takeaways 

Key Takeaways 



Committing to Action

Do less oféKeep doingé

Start doingéStop doingé
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