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Day 3 - Deliver
 Check-in

 Recap and Conscious Practice

 Delivering and Leading in Change

 What helps / what hinders?

 Conversations for Delivery – the what and the how

 Influencing others – how to present change to others

 Building trust and psychological safety in teams in order to deliver 

results











 Where stepped up / where messed up?
 Biggest current leadership challenge?

 Take steps to build your key relationship and consider the level of 
trust and your use of colour energies.

 Sit down one to one with your manager and use the ‘Managing You’ 
and ‘Motivating You’ section of your Insights profile as a catalyst for 
discussion. Highlight areas of high importance that are currently not 
being met.

 Share feedback on the ‘Shadow I Cast’
 Refer to the ‘Blind Spots’ and ‘Management Style’ sections of your 

Insights profile and ask others close to you if they see this in you.

Conscious Practice Review



“However fast the rate of 
change right now, this will be 
the slowest in your lifetime”











Exercise – individually 

• Write down your ‘3am list’
• All your current issues and challenges

• Categorise them as:
• Control – I can directly do something 

about this
• Influence – I can use my influence to 

affect this
• Given – I can do nothing about this 



Exercise – in pairs 

• Share your list – and your categorisations
• Help your partner to move toward the 

centre of the circle and understand what 
they can control and influence

















1. Denial Phase – Give information

Shock

Threat

Little 
reaction

Mismatch

Denial

Slower

Processing

Enablers
• Give visible support
• Provide information 

clearly, honestly, 
compassionately and 
consistently

• Provide facts, with 
gentle repetition

• Assist with support 
networks

• Link to business 
drivers

Derailers
• Hit people over the 

head with the truth
• Push for 

acknowledgement 
(this intensifies 
denial)

• Mixed messages



Anxiety

Confusion

Testing

Anger

Blame

Bargain

Apathy

Sadness

Resistance

2. Reacting phase – Give Support

Enablers
• Listen
• Acknowledge the 

feelings of those in 
resistance, 
acknowledge the losses

• Provide time (as the 
situation allows)

• Provide facts, be 
consistent, be honest

• Be empathetic
• Identify areas of stability

 

Derailers
• Argue
• Ignore
• Provide reasons why 

they should not feel 
the way they feel

• Tell them this is good 
for them

• Push exploration that 
results in denial

• Dump own reactions 
on team



3. Investigating phase  - Give encouragement

Energy

Interest

Explore

Testing

Recycling

Future-

orientation

Enthusiasm

Enablers
• Create opportunities 

to explore new 
possibilities

• Make gains tangible
• Reward exploration
• Use participative 

decision making to 
restore a sense of 
control

• Outline pros and 
cons of new 
possibilities

Derailers
• Push choices
• Rush choices
• Punish mistakes
• Overestimate or 

misrepresent future 
options



4.Implementing Phase – Give reinforcement

Routines

Learn

Risk

Creativity

Control

Comfort

Complacent

Enablers
• Clarify desired 

outcomes
• Reward effective 

performance
• Support risk taking 

and innovation
• Encourage 

communication
• Get out of the way

Derailers
• Micro-manage
• Change the ground 

rules
• Control choices
• Punish mistakes
• Limit participation
• Rush on to the next 

change without 
sustaining the 
present





























Prepare 
Myself

Make BIG 
Requests

Set up to 
Succeed

Hold to 
Account / 

Give 
recognition

Wrap up 
and Review



Prepare 
Myself

Make BIG 
Requests

Set up to 
Succeed

Hold to 
Account / 

Give 
recognition

Wrap up 
and Review



Prepare 
Myself

Make BIG 
Requests

Set up to 
Succeed

Hold to 
Account / 

Give 
recognition

Wrap up 
and Review

 What do I do 
currently when 
preparing for a BIG 
conversation? 

 What do I need to 
do more / less of?



Prepare 
Myself

Make BIG 
Requests

Set up to 
Succeed

Hold to 
Account / 

Give 
recognition

Wrap up 
and Review

 What do you need 
to consider when 
making BIG requests 
of people?



Prepare 
Myself

Make BIG 
Requests

Set up to 
Succeed

Hold to 
Account / 

Give 
recognition

Wrap up 
and Review

 What elements are 
important to 
ensure people have 
the best chance of 
success?



Prepare 
Myself

Make 
BIG 

Requests

Set up to 
Succeed

Hold to 
Account  
Give 

recognition

Wrap up 
and 

Review

 How do you like to 
be recognised?

 Does this impact 
how you give 
recognition and 
praise?



Prepare 
Myself

Make 
BIG 

Requests

Set up to 
Succeed

Hold to 
Account 

Give 
recognition

Wrap up 
and 

Review

 Why are these 
conversations 
sometimes seen 
as ‘difficult’?



Prepare 
Myself

Make BIG 
Requests

Set up to 
Succeed

Hold to 
Account / 

Give 
recognition

Wrap up 
and 

Review

 Do I spend enough 
time reviewing 
regardless of the 
outcome?

 What are the 
benefits?



Starting with 
‘Why’ 





What is Psychological Safety 
and why does it matter?



“Psychological safety is the held belief that one 
will not suffer any negative consequences through 
taking interpersonal risks.”

 – Amy Edmonson, ‘The Fearless Organisation’



Psychological 
Safety



Psychological Safety: The Business Impact
Category Impact Research

Impact on Health and 
Wellbeing

Those that don’t have it have 2.5 times 
the levels of stress compared to those 
who do have it

Journal of 
Occupational 
Health Psychology 

Absenteeism 41% reduction in absenteeism Journal of 
Occupational 
Health Psychology 

Innovation and Creativity 3.5 times more likely to engage in 
proactive behaviours such as suggesting 
new ideas or solutions. 

10 times more likely to be innovative

‘The Fearless 
Organisation’ – 
Amy Edmonson

Organisational Culture 12% more likely to retain top talent. 
22% increase in employee satisfaction
19% increase in overall performance

McKinsey and Co.

Increased Productivity 1.7 times more likely to be high 
performing teams

Google





What the research says…..



Psychological Safety: 
The Personal Impact

• When people don’t have psychological safety on a 
team, they cover up their weaknesses, play politics, hide 
uncertainties, and hide their true selves at work.

• This means they are less likely to:

• Speak up with an idea in a 
meeting

• Challenge the status quo
• Make a change or admit to a 

mistake
• Freely express who they are 



Things to Watch Out For
• A deference to hierarchy

• A culture of not speaking up with ideas 
and challenges to the existing way of 
doing things.

• A lack of accountability around poor 
behaviours

• A culture of hiding mistakes / problems

Question:

Have you noticed any of these in your team? 



Live Poll: 

Let’s look at the levels of psychological safety in your teams..



Get yourself some post-it notes and a pen…

Question 1: If you wanted to create a psychologically 
unsafe work environment for your team, what would 
you do?

Write down the behaviours on a post-it note and stick 
them on one wall

Question 2: If you have experienced or witnessed 
that behaviour on your team move it to another part 
of the wall

Team Behaviours

Activity



• Identify one of the behaviours that you have either 
done yourself, had done to you or witnessed 
happen to another.

• What do you think would have been the impact on 
the levels of psychological safety for them?

Team Behaviours (continued)

Activity



“Only 26% of managers are creating a 
psychologically safe environment”

McKinsey Global Survey 2021

“85% of respondents reported at least one 
occasion when they felt unable to raise a 
concern with their bosses, even though 
they believed the issue was important”–

Amy Edmonson, ‘The Fearless 
Organisation’

The Problem





Activity

Power Gradients on Your Team

Psychological Safety is about relationship with power.

What power gradients have you noticed on your team that might affect the
levels of psychological safety?:

• Seniority
• Age
• Experience
• Friendships
• Any Others?

What can you do to empower those with less power?



Establish Shared Norms: Team Contract 

Our Top Team Values right now are: ________ , _________ , _________

Towards Behaviours   Away From Behaviours

This period we will be specifically focusing on…..

Activity



Having a ‘Fear Conversation’ (in pairs)

1. Which of the fears do you have when you think about 
challenging poor behaviour?

2. How does this fear affect how you behave?

3. What is the cost to you / the team of hanging onto this 
fear?

4. How can we alleviate this fear for you?

Activity



Learning Ritual: Sprint Retrospective
Activity



Learning Ritual: After Action Review 
Activity



Learning Ritual: A Futurespective 
Activity



Learning Ritual: A Deeper Dive 
Activity



Activity

Addressing Under-Performance and 
Problematic Behaviour



Activity

Addressing Problematic Behaviour



Holding People to Account: Radical Candor

I don’t want to 
upset you. I 
say nothing.

I care about 
you, so I tell 
you the truth.

I don’t care 
about you. I 

say nothing as 
it is hassle that 
I don’t need.

I don’t care 
about you, but 
I’ll give you my 
opinion (and 
tell others it 

too…).

Challenge 
directly

Care personallyQuestions:

• What behaviours are you 
displaying with your team?

• What is the impact on you, them, 
the relationship, the team and 
the organisation?

• Which, do I need to increase?:
oShowing I personally care
oGiving more direct challenge

• Culturally, what behaviours have 
you observed?

Activity

 



Activity

Addressing Problematic Behaviour



And Last But Not Least



Get into small groups (3s)

What will we see you doing to improve the 
levels of psychological safety on your 
team?

Personal Commitments



Conscious Practice
 Continue to raise your awareness:
 Busy vs Purposeful
 Your leadership style
 Playing to win not just to avoid losing
 You at your best
 Building your key relationships
 Shadow you cast

 Take steps to build your key relationship and consider the level of 
trust and your use of colour energies.

 Consider how you lead your team in change and what you can do to 
help and not hinder

 Have a ‘Conversation for Delivery’ and ensure you cover all points
 Explore the levels of Psychological Safety in your team and what you 

can do to increase it


	Day 3 - Deliver
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Slide Number 6
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15
	Slide Number 16
	Slide Number 17
	Slide Number 18
	Slide Number 19
	Slide Number 20
	Slide Number 21
	Slide Number 22
	�1. Denial Phase – Give information
	�2. Reacting phase – Give Support�
	�3. Investigating phase  - Give encouragement
	�4.Implementing Phase – Give reinforcement
	Slide Number 27
	Slide Number 28
	Slide Number 29
	Slide Number 30
	Slide Number 31
	Slide Number 32
	Slide Number 33
	Slide Number 34
	Slide Number 35
	Slide Number 36
	Slide Number 37
	Slide Number 38
	Slide Number 39
	Slide Number 40
	Slide Number 41
	Slide Number 42
	Slide Number 43
	Slide Number 44
	Slide Number 45
	Slide Number 46
	Slide Number 47
	Slide Number 48
	Slide Number 49
	Slide Number 50
	Slide Number 51
	Slide Number 52
	Slide Number 53
	Slide Number 54
	Slide Number 55
	Slide Number 56
	Slide Number 57
	Slide Number 58
	Slide Number 59
	Slide Number 60
	Slide Number 61
	Slide Number 62
	Slide Number 63
	Slide Number 64
	Slide Number 65
	Slide Number 66
	Slide Number 67
	Slide Number 68
	Slide Number 69
	Slide Number 70
	Slide Number 71
	Slide Number 72
	Slide Number 73
	Slide Number 74
	Slide Number 75
	Slide Number 76

