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Det jeg haper du

skal sitte igjen med

* Hva psykologisk trygghet er — og ikke er

* Hvorfor psykologisk trygghet er viktig for samarbeid
* Hvordan vi kan bygge trygghet i arbeidsmiljget

* Lyst til (og en plan?) for & jobbe med dette videre

* Noen nyttige verktgy og rdd med pa veien
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Kjeert barn — mange navn

Team Gruppe Ledergruppe Nettverk Kohort ++

. 4

Felles: Forsgker a fa til samarbeid

Utgangspunktet




8/28/2023

Hva utfordrer samarbeid der du jobber?

Oppvarming

t0 O g to Hva synes du er aller viktigst for G fa til godt
samarbeid pad jobb?

Hvorfor psykologisk trygghet er
viktig for samarbeid
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Hvorfor gjgres det
feil i teamarbeid?

F kt Trygge team gjorde
rv flest feil
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CREATING
PSYCHOLOGICAL
SAFETY IN THE

WORKPLACE FOR

LEARNING, INNOVATION,
AND GROWTH

Amy C. Edmondson
Novartis Professor of Leadership &
Management at Harvard Business
Scl huol

@ ‘ HARVARD In association with . doc U pé sikt

ssssssssssssss

Trygge team rapporterte om
sine feil, snakket om de,
leerte, og gjorde farre feil
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“Psychological safety is the belief that the work
environment is safe for interpersonal risk taking.”

(Edmondson, 1999)
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Vi trenger
feilbarlighet
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o .
N ar Vi ER IKKE REDD FOR A ER KOMFORTABLE KAN SE UENIGHET

STILLE SPGRSMAL MED A DELE IDEER SOM NOE POSITIVT
opplever

psykologisk
trygghet...

i

TILLATES AT NOEN T@R A GI MER AV SEG T@R A SPGRRE ANDRE
GJPR EN FEIL, UTEN AT SELV | M@TE MED OM HJELP
DET HOLDES MOT DE ANDRE
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The best teams aren't just
made up of the top people.

It's in the way thﬁyieylbehave and interact.

y
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Publiserte studier pa psykologisk trygghet
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Viktigheten av
psykologlsk trygghet

Vi taler usikkerhet bedre

* Vi leerer mer og raskere

* Vi deler mer informasjon
* Vi er mer engasjerte i jobben
* Vier mer kreative

° +i+

St@grre maloppnaelse

Bedre arbeidsmilj@

Kilde: Edmondson & Lei, 2014; Frazier m.fl., 2017

Effektivt at alle skal si sitt til enhver tid?

* Kan det ikke bli for mye av det gode?

Men hold an...

Skal alle feil aksepteres?

* Handler dette bare om 3 kose seg pa jobb?

11
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Psykologisk
trygghet —

hva er det
ikke?

MALET | SEG SELV

ALT SKAL VARE
GREIT - FEIL SA MYE
DU ORKER

DU KAN SI HVA DU
VIL HELE TIDEN

i

NOE KOSELIG

OPPSKRIFTEN PA
DET PERFEKTE
TEAM

NOE SOM KOMMER
AV SEG SELV

Accountability for Meeting Demanding Goals

LOow

Comfort zone

Employess really enjoy working with
ons-anather but don't feal pariculany
challenged. Mar do theay wirk very hand
Same family businessasz and amall
consultancias fall into 1hes quadrant.

HIGH

Apathy zone

Employegs tand 1o ba apathetic and
gpend thetr time jockaying for position.
Typical organizations in this quadrant ars
large, top-heavy bureaucacies, whers
people fulfill their functions but the pre-
ferred modus operandi 5 1o curry favor
rather than o share ldeas.

Psychological Safety

Low

HIGH

I i

Here the foous is on callaboration

and learning in 1the sarvice of high-
parformence ouigomes, The hospitels
describad in this article fall into this
fuadsant.

Anxiety zone

Such firms are breeding grounds for
anxiety. People faar to offer tentative
wleas, ry new things, or ask calleagues
for hedp, even though they know gras
work requires all three. Some invest-
ment benka and high-powened consul-
tancies fall into this quadant.

Edmondson, 2008

12



8/28/2023

1.

Hvis du mot formodning skulle gdtt inn i et
mgterom/kontorlandskap e.l. og bevisst bryte ned
andres trygghet — hvordan ville du gjort det?

Refleksjon
2.

Tenk pa en kollega som bidrar positivt til din egen
opplevelse av trygghet — hva er det hen gjar?

Hvordan bygge
psykologisk trygghet?

13
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Google
Sitt
svar

rework.withgoogle.com

How to foster Psychological Safety on your teams

Demonstrate engagement

= Be present and focus on the conversation (e.g., close your laptop during meetings)
s Ask questions with the intention of learning from your teammates

« Offerinput, be interactive, and show you're listening

« Respond verbally to show engagement ("That makes sense. Tell us more.”)

« Beaware of your body language; make sure to lean towards or face the person speaking
»  Make eye contact to show connection and active listening

Recap what's been said to confirm mulual understanding/alignment (e.g., “What | heard you say is.."); then
ledge areas of t, and be open to questions within the group
« Validate comments verbally ("l understand.” “I see what you're saying.”)
* Avoid placing blame (*Why did you do this?") and focus on solutions (*How can we work toward making sure this
goes more smoathly next time?", “What can we do together to make a game plan for next time?”)
e Think about your facial exp - are they I negalive (a scowl or grimace)?
Nod your head to ing during

Be inclusive in interpersonal settings

Share information about your personal work style and prefe to do the same

« Be available and approachable to teammates (e.g., make time for ad hoc 1:1 conversations, feedback sessions,
career coaching)

» Clearly communicate the purpose of ad hoc meetings scheduled outside normal 1:1s/team meetings

s Express gratitude for contributions fram the team

e Step inif team members talk negatively about another team member

.

.

Have open body posture (e.g., face all team members, don't turn your back to part of the group)
Build rapport (e.g., talk with your teammates about their lives outside of work)

Be inclusive in decision-making
Solicit input, opinions, and feedback from your teammates
Don'tinterrupt or allow interruptions (e.g., step in when someone is interrupted and ensure his/her idea is heard)

.
.

« Explain the reasoning behind your decisions (live or via email, walk team through how you arrived at a decision)
« Acknowledge input from others (e.g., highlight when team members were contributors to a success or decision)

[Show confidence and conviction without appearing inflexible

Manage team discussions (e.g., don't allow side conversations in team meetings, make sure conflict isn't personal)

Use a voice that is clear and audible in a team setting

Invite the team to challenge your perspective and push back

Support and represent the team (e.g., share team’s work with senior

ip, give credit to

Model vulnerability; share your personal perspective on work and failures with your teammates
Encourage teammates to take risks, and demonstrate risk-taking in your own work

Forskningen
Sitt
svar

Frazier, M. L., Fainshmidt, S., Klinger,

R. L., Pezeshkan, A., & Vracheva, V.
(2017). Psychological safety: A
meta-analytic review and
extension. Personnel

Psychology, 70(1), 113-165.

TABLE 2
Meta-Analysis of Group-Level Psychological Safety

Variable k N T 0 ClL, Cl; %-Ac
Antecedents
Learning orientation 6 354 32 40 .15 .65 212
Fositive leader relations 16 1.583 34 39 2B .50 21.0
Transformational leadership 4 543 32 38 24 51 38.8
Trust in leader 2 297 38 44 34 54 96.2
Work design characteristics 26 1,880 21 3y 2> A4 294
Autonomy 2 172 27T 35 21 49 100.0
Interdependence 6 339 28 40 21 59 43.2
Role clarity 7 413 41 51 37 65 44.6
Supportive work context 18 1,449 41 51 40 .61 239
Peer support 5 586 49 57 48 .66 55.6
Organizational support 4 253 34 44 13 .76 18.6
QOutcomes
Engagement 4 264 32 4 17 70 286
Task performance 33 2.802 24 29 20 .38 221
Information sharing 9 644 41 S0 3z 60 207
Creativity 8 841 24 29 14 A4 25.5
Learning behaviors 21 1.686 42 52 4 60 349
Satisfaction 4 299 49 69 42 97 18.5

Note. k = number of correlations. N = cumulative sample size. T= estimated mean corre
lation. = estimated corrected correlation. ClI; and Cl; denote lower and upper limits of
95% confidence interval. %-Acc = percentage of variance accounted for by sampling erro

14
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sitt svar

(pa et mer Tilrettelegging av arbeidet

forstaelig vis)

Frazier, M. L., Fainshmidt, S., Klinger,
R. L., Pezeshkan, A., & Vracheva, V.
(2017). Psychological safety: A
meta-analytic review and

extension. Personnel

Psychology, 70(1), 113-165.

Forskningen Stgttende omgivelser

SUPPORT
Wk
strong .’"ﬁ
i healthy work
CONTROL : :
dangerous
work
lowy
|~

o DEMANDS  high

* Karasek, 1979
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Forskningen
Sitt svar

(pa et mer
forstaelig vis)

Frazier, M. L., Fainshmidt, S., Klinger,
R. L., Pezeshkan, A., & Vracheva, V.
(2017). Psychological safety: A
meta-analytic review and

extension. Personnel

Psychology, 70(1), 113-165.

Stgttende omgivelser

Tilrettelegging av arbeidet
Leder-medarbeider relasjon

Leerende innstilling

Forskningen
Sitt svar
(noen av de)

Anno 2022

Kilder:

Coutifaris & Grant, 2022; Frazier &
Tupper, 2018; Johnson m.fl., 2020;
Rogers & Ashforth, 2017; Thompson &
Klotz, 2022

Tilbakemeldingskultur

Respekt pa tvers av niva
Lederes (prososiale) motivasjon

Lederes nysgjerrighet i medarbeidere
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Hva kan ledere gjgre for a bygge trygghet?

g v i ¥ ®

BYGGE RELASJONER AVKLARE VISE RESPEKT OG BE OM OG F@LGE OPP SE DEN ENKELTE
FORVENTNINGER OG INTERESSE TILBAKEMELDINGER
RAMMER

Psykologisk

Lederskap trygghet

—)
—

17
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Psykologisk
trygghet
er noe

vi alle
bidrar til
hver dag

SAFE TODAY, TOMORROW. AND TOGETHER:

A DYNAMIC PERSPECTIVE ON TEAM PSYCHOLOGICAL SAFETY

Bérd Fyhn

Dissertation Submitted to the

Department of Strategy and Management

NHH Norwegian School of Economics

for the Degre of Philosophiae Doctor (PhD)

December 2022

Avhandlingen kan lastes ned her:
https://gruppetenkerne.com/2023/06/19/safe-today-
tomorrow-and-together-a-dynamic-perspective-on-
team-psychological-safety/
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Psykologisk
Psykologisk trygghet kan

trygghet er oppleves sveert
ferskvare ulikt innad i
samme team

Team som bygger psykologisk trygghet over tid...

“4"  Bygger relasjoner * Kjenner alle hverandre?

=, Skaper felles forstaelse * Vet alle hva som forventes av de?
«/  Stgtter hverandre * Ser vi hverandre?

“z%  Oppnar resultater sammen * Lgfter vi fram vare seire?

19
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En robust trygghet alle
kjenner pa
+ noen nyttige verktey

Vi kjenner hverandre

Psykologisk
trygghet i
praksis

20
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Hvilket realityshow kunne du briljert i?

Hvis du kunne vakne opp i morgen med
en ny egenskap, hva ville det vaert?

For d SEn ke Hva er den st@rste tabben du har gjort pa

skuldrene jobb?

Hvis dagen hadde vaert en time lengre,
hva ville du brukt den til?

Hva gjor deg skikkelig glad?

21
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[..]s personlige bruksanvisning

Nokkelkompetanse

Mine stgrste styrker og bidrag i Mine svakheter i Det jeg setter storst pris pa nar Det som kan ga meg pa nervene

samarbeidssituasjoner: samarbeidssituasjoner: jeg samarbeider med andre: nar jeg samarbeider med andre:

Det folk kan finne pa a misforsta Dette trenger jeg fra gruppen for & Hva gjgr meg motivert for arbeidet Dette har jeg lyst til & utvikle meg
NHH nar de samarbeider med meg: vaere pa mitt beste: i dette teamet? pé og mottar gjerne feedback og

stotte for 4 bli bedre til:

Vi kjenner hverandre

Psykologisk

trygghet I Vi vet hvorfor vi er her
praksis

22
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Innhold i en teamkontrakt

Hva skal teamet gjgre?

Hvordan jobbe sammen?

Hvordan gar det underveis?

Eierskap

Forpliktelse

23
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Teamkontrakt eksempel

Hvilke mal har vi som team?

Hvordan vil vi fglge opp teamkontrakten?

Hva krever malene av hvert enkelt teammedlem?

Hva gnsker vi skal kjennetegne vart team?

Vare spilleregler:

Sjekk ut

www.nhh.no/startsmart

Psykologisk
trygghet i
praksis

Vi kjenner hverandre

Vi vet hvorfor vi er her

24
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[HOW ABOUT THAT? Ingrid Landmark Tandrevold uttrykker sin glede i samtale med sine franske rival Quentin Fillon
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Forskningen
Sitt svar
(noen av de)

Anno 2022

Kilder:

Coutifaris & Grant, 2022; Frazier &
Tupper, 2018; Johnson m.fl., 2020;
Rogers & Ashforth, 2017; Thompson &
Klotz, 2022

{ Tilbakemeldingskultur
Respekt pa tvers av niva

Lederes (prososiale) motivasjon

Lederes nysgjerrighet i medarbeidere
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Tilbakemeldinger...

vise respekt

er a vise ansvar
er d vise mot

...er konstruktive

The Feedback Quality Instrument

Item rating scale: Across the feedback session, how consistently did the educator do this?
0=notdone 1= done sometimes 2 = done consistently

tem 14: Check pla
The educator meckec if lhe \ea'ne' mdnstmd their learning goals and action plan, accompanied by the
rationale, by asking them to summarise it in their own words.

Set the scene

ltem 15: Plan o rev
Tho edestordiscussed il e eamer possible opportunites for the leamer (o review their progress

e 1: Clar
The educator exp\alned ol e puposeofesback s o he\p the leamer improve iheir performance.

Foster learner agency

Kriows what to expe

ltem 2: Discuss se
The educater discussed expectations for the feedback session, taking the leamer’s perspective into account.
(This may cover the session outline; time available; value of interactive dialogue and collaboration).

The educator. di

in which both p were shared and thoughtully respanded to
(This may include agreeing, seeking more information, checking information, asking questions, building on an
idea or contesting an idea with the rauunale]

tem 3: Seok leamer's prioriies
The educator explored what the leamer most wanted to raise in the feedback session.

ltem 4: £
The educator conveyed the view that mistakes or omissions are expected while developing skills and are
opportunities to continue refining skils,

ltem 17: Advo:
The educator Dmmaled lhe hmeﬁ?s of SEI'-assEss mem in discussion with the learner.

(Seffcassessment provides opporturities for a leamer to descrbe key features of the target performance,

analyse their own performance in comparison to the target performance and raise learning needs; tis involves

praclising valuiable \eammg skl such as reflectian, evaluative udge'ﬂenl and se\f—regu\ahd learting).

Analyse performance

Ttem 18: Encourage I i
The educator encouraged the learner 1o disuss ifcutes and ask questons legald ng the performance so the

NG 5L Gamar S Gssassils
The educator encwraged the leamer to identify key similarities and differences between the leamer's
performance and the target pemmam

educator could help the leamer to develop solutions.
ltem 19: Suppor 0 ‘wor g

The educator encouraged the leamer to consider the issues and possible solutions during the feedback
discussion

Foster psychological safety

ftem 6: Cla mance

The educator darified with the leamer key Toetutes ofth target perfomanca are explened the rssoring.
Htem 7: £

Tho eduestor carfod wit the lesmor simaries and diforences between th loamors and the

ltem 20: ¥
The educator explored the \eamers perspective and reasoning, and demonstrated attentive istening

target performance.

(Consider focusing an the ! one' | e. around the leamer's current posiiion on the leaming curve)

Ttem 8:
Tho ecucalor's commentsbocusod on a v, key points for improving performance
{This may focus an improving the current task of broade learning stralegies).

Ttem 21: App
The educator expressed appre:latmn for the leamer's contributions.

(This may include the leamer's input into the discussion; learner's contribution to healthcare practice: leamer's

attributes, skills or fulure potential).

tem 9: Flcafor
The educalor's comments (information or opinion), accompanied by the reasoning, were clearly explained

tem 10: Speciic i
The educator linked their comments o a neutral description of what the learner did (action, decision, behaviour)
and the consequences.

liem 22 Respec I
The educator showed respect for tre leamer’ autonomy.

(This may include encouraging the leamer to lake a lum to lead the conversation; stale their opinion or
proference; make a choice; of conlest the educalor's comments for the purpose f learning).

ltlem 23: mp:
The educsiorexpresseﬂ oompass-m for difficulties experienced during training, raised by the learner.

tern 11
The educator's comments were focused on the leamer’s actions, not personal characteristics.

llem 24: Attend o leam;
The educator vespnnned appmpmalely 1o emotions expressed by the learer.

Plan improvements

tem 12; Scloct leaming 7
The educator helped “‘e \eamer to select a few, key aspects U' lhe performance lﬁ improve.
{Consider leamer's request; key mistake of omission; or ‘next steps)

Ttem 25 Siow §
The enucamrmnveyed me view lhatevelyor'e has limitatns, including themselves.

(This may include acknowledging educator's limitations e.g. routine unceriainty during clinical practice; beyond

their speciality, educator’s evaluation, opinion or advice contestable, made mistakes themselves while learning;

or general limitations e.g. ‘always more to leam’ or 'a common mistake).

Mem 13: [

/elop the action pia

Note: items are numbered sa they can be easily referred to, not fa indicate a ‘correct order”.

The educator helped the leamer to develop specific and practical plans fo improve their
(The plans may relate to the current task andior breader leaming strategles)

Johnson, C.E., Keating, J.L.,
Leech, M. et al. Development
of the Feedback Quality
Instrument: a guide for health
professional educators in
fostering learner-centred
discussions. BMC Med

Educ 21, 382 (2021).
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Jeg-budskap

Jeg registrerte at du tok opp og ble
Du eier din opplevelse Jeg opplevde at... sittende med telefonen mens jeg la

fram saken pa mgtet vart.

Det gjorde meg frustrert. Jeg fikk
Du eier din forstaelse Det gjgr at jeg... fglelsen av at du ikke bryr deg om hva

jeg har 3 komme med.

Men du eier ikke sannheten Hva tenker du om det? Hvordan opplevde du situasjonen?

[ o ]

28



8/28/2023

Hjemmelekse

Bygger relasjoner

Skaper felles forstaelse

Stgtter hverandre

Oppnar resultater sammen

Som sG mye annet vi snakker om innen team og
ledelse kan dette veere lettere sagt enn gjort. Hva gjor
dette utfordrende i praksis hos dere?

Noen av utfordringene er kanskje ikke like enkelt &
gjgre noe med. Men hvilke tiltak tror dere kunne
bidratt til gkt trygghet i deres arbeidsmiljg?

29
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Oppsummert

Effektive team og
organisasjoner trenger
trygge kolleger — med

deres oppriktighet,
ideer og feilbarlighet

Ledere har en viktig
rolle for a bygge
psykologisk trygghet

A investere i psykologisk
trygghet kan gi
avkastning i form av gkt
apenhet, mer laering og
bedre samarbeid

Men en trygg kultur er
avhengig av at alle
bidrar

Hvordan vi
alle kan bygge
psykologisk
trygghet
rundt oss

Anerkjenn hverandre

Spegr — og lytt

30
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Bard Fyhn
bard.fyhn@nhh.no
https://gruppetenkerne.com
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