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The purpose of the benchmarking survey is to:

•
Gauge the perceived level of psychological safety from
leaders participating in decision-making
•
To identify the impact of psychological safety on the quality
of decision-making

•
To identify the key drivers of psychological safety in the
boardroom
•
To identify the key drivers hindering a psychologically safe
environment in the boardroom

Founder – Carolyn Grant
Profile – Marketer, Researcher, Author, Founder, Advisor, Board
Member, Entrepreneur, Perpetual Student of Neuroscience and
Human Behaviour, Organisational Neuroscience.
Carolyn Grant, at 6peas we build “frameworks, benchmarks, tools and training”
founded in neuroscience and translated into business intelligence to assist
organisations with their critical decision-making and people issues.

Our tools are used to harness the collective intelligence to build better
relationships with people and improve decision making. Thus reducing personal
and organisational exposure to risk and driving organisational performance.
Carolyn's previous research has explored "The Value in Emotional Engagement
in Customer Interactions" and the "Psychological Safety of Boards and the
Impact on the quality of Decision Making."
Passionate about identifying emerging best practices and helping organisations
master them, Carolyn has designed a Best Practice Communications
Framework, a Startup and Investment Readiness Scoreboard, Psychological
Safety and Performance benchmarking tool and a Legacy Leadership
Framework.
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COMMON UNDERSTANDING

Psychological Safety
When people feel that they are accepted
as part of a team,
feel safe to ask questions and seek help,
are comfortable
providing and sharing knowledge and feel
safe to challenge
the status quo and problem solve – you
have what is termed
“psychological safety”

Without fear of
embarrassment,
humiliation or being
punished in some way..

The ‘psychological safety’ of individual decision makers on a
team, is critical in generating high-quality team dynamics.
The quality of board/executive-level team decision making is
highly correlated team psychological safety.
Psychological safety is highly correlated to businesses with
a sustainable competitive advantage, strong profits and
leading innovation.
Boards that are able to function effectively as a team have
800% greater impact on firm profitability than any one wellqualified board director – in other words, the whole is
greater than the sum of its parts.1
1 Source: Charas, 2014, ‘The Key to a Better Board: Team Dynamics”, Harvard Business Review

Why should
this matter?
People
Purpose
Profits
Innovation
Sustainable
Competitive
advantage
Risk Mitigation
Reputation
Legacy
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FINDINGS – HIGHLIGHTS

HIGHLIGHTS

Four out of 10 feel psychologically safe
within their decision-making teams.

Three out of 10 feel high levels of trust
for their fellow decision-makers.

While industry
knowledge and
expertise are
important,
mindsets,
propensities and
dispositions
matter as much if
you want to
develop a
strategically active
board.

46% of directors say that at least one colleague on
their board/leadership team should be replaced.
1

45% say that it is hard to voice a dissenting opinion

2

56% believe that it is a lack of people skills and
facilitation skills that contributes to “silence”.
3

14% believe that their skills and strengths are being
valued and optimised in their leadership team.
4

7

27% believe that there is accountability for
performance and behaviours within leadership teams.
40% believe there is no accountability.
6
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Thuraisingham, 2019 “Identity, Power and Influence in the
Boardroom” p 48

PSYCHOLOGICAL SAFETY

STRATEGIC DECISION MAKING
+ PSYCHOLOGICAL SAFETY
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TRUST

TRUST
Front-line team levels of trust
trust

Leadership team levels of trust
trust

V

TRUST
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INSIGHTS

INSIGHTS

01

Psychological Safety is highly correlated to the quality of decision-making. It is a predicter of your success and your exposure to risk. Many board members are exposed because
they do no understand their regulatory/legal obligations in relation to psycho-social hazards.

02

The quality of decision-making has room for improvement what would a 20% increase in the quality and effectiveness of decision-making mean for you? Let’s ask some of the
Dreamworld board and their victim’s families.

03

Boardroom psychological safety and the level of trust is having an impact on the performance of organisations. Middle and frontline employees do not trust the decisions being
made in the boardrooms.

04

Psychological safety is strongly associated with role clarity and peer support. If you have a good understanding of what’s expected of you and feel encouraged by your
colleagues, you may feel more confident speaking up, as well as be more supportive when others do so.

05

There is still a very large gap between how leaders perceive themselves and how they are perceived ie responsiveness, trustworthiness, informed, decisive.

06

Our current systems and processes are not enough to support ethical and non-biased decision making. Our lack of people and communication skills are not allowing for
alternative views, intelligent debate and critical decision-making
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INSIGHTS

07

Psychological Safety is highly correlated to the quality of decision-making. It is a predicter of your success and your exposure to risk.

08

The quality of decision-making has room for improvement what would a 20% increase in the quality and effectiveness of decision-making mean for you? Let’s ask some of the
Dreamworld board and their victim’s families.
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Psychological safety is the lead indicator of performance and risk. Engagement is a lag indicator. Leaders need to be brave and think differently and face challenges head-on –
avoiding "people" issues is only creating bigger problems.

10

Psychological safety needs to be addressed in the boardrooms with our leaders and the behaviours that create psychological safety modelled throughout the organisation as a
priority. Leaders need to upskill themselves in communication, psychological safety, conversational intelligence, emotional intelligence and facilitation.

11

Diversity on boards remains low. Importantly, having someone of a diverse background does not grant them immediate rights to be included and valued for their input. Leaders
need to be accepting and inclusive to gain the benefits of diversity. Creating psychological safety for everyone around the boardroom table is critical to highly effective decisionmaking.

12

Organisations wishing to be agile and responsive to their environment need to first ensure an environment of psychological safety. Only when individuals at all levels can speak
up and contribute can evidence be gathered to allow for critical decision-making. Being responsive means also being available and responsive to feedback. Only when we create
17
an environment where feedback and evidence are appreciated will a "speak up" culture be embraced.
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PRIORITIES

PRIORITISE
01

Fairness and equity in decision making by reducing bias, providing equal access to information, removing ego from the boardroom and ensuring the right processes and
procedures to support fairness and not personal drivers.

02

To have the right behaviours and values modelled in the boardroom and ensure accountability for the wrong behaviours. This includes ensuring that there is an accountability
framework for behaviour and values.

03

To be provided with clarity around the strategic business goals and initiatives. Be clear about the organisations purpose but importantly the strategies and goals that will allow
you to fulfil that purpose. Articulate the values the metrics that will help you monitor, measure and improve performance.

04

To be acknowledged, valued and appreciated for the work performed – identify individual skillsets and strengths and optimise those around the boardroom. Harness the
collective intelligence of the room.

05

To have the right support mechanisms to get the job done with little input – ensure processes are empowering people to get their job done. Review decision-making
hierarchies, responsiveness to customers and employees. Eliminate stupid rules.

06

To have clear communication which is honest and transparent. Upskill people on how to create safe places for feedback and difficult conversations.

07

Create stronger connections and build better relationships more by focusing on building trust and being trustworthy. Focus on the commonalities and then work at getting to
understand, empathise and learn from colleagues.
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