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1. INTRODUCTION

In a world of accelerating change, increased complexity, and volatility, society is facing
significant challenges that will need the collective effort of nations, organisations, teams and
individuals to address, and to do this, fresh thinking and innovation is heeded. One of the
shifts being seen is the increase in societal diversity due to labour mobility and a more
technologically connected world. Environments of increased diversity of identity and
intersectionality, present the opportunity for more effective problem solving and greater
performance. However, with greater diversity also comes greater challenge in effectively
navigating the ‘difference’ that exists, and importantly addressing the impacts of systemic
inequality. The workplace is one area where efforts to build cultures of diversity and inclusion

iS receiving increasing attention.

As a coach, leadership development trainer and facilitator, the author sees how

organisations, leaders and employees struggle with these challenges. Being committed to
supporting clients in finding effective and generative ways of working, and playing a role in
driving positive social change, the author wanted to explore the means of creating a space
where ‘difference’ can be safely surfaced and in doing so, maximise effective thinking and

performance.

In their practice, the author has become familiar with two bodies of knowledge dedicated to
deepening our understanding on how to create spaces where individuals can feel safe to
think with quality, and in so doing improve the quality of the outcome. These are Amy
Edmundson’s work on psychological safety, and Nancy Kline’s The Thinking Environment.
Psychological safety is widely understood as present when there is a commonly held belief
in a group that they all feel comfortable speaking their mind, and are able to be themselves.
The Thinking Environment is premised on the observation that the quality of every action is
defined by the quality of the thinking done first, and the biggest influencer on our thinking is

how the people around us treat us while thinking.

In this research the author seeks to explore whether the application of the Thinking
Environment can help build psychological safety and improve quality of thinking in a team
meeting setting, when applied as a live learning experience. The team meeting was chosen
as the ‘place’ for the research as it is one of the most universally points of interaction in the
workplace. Application through a live learning experience was chosen to explore whether

content usually delivered in workshop format could support learning ‘on the job’.

Three teams were identified to participate in a collective case study as a piece of small
scale, work-based action research. All three teams are from different locations, have

1
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different roles and professions and vary in structure in order to provide a richer data set.
Similarities that the teams do share are that they all work in pressured operating
environments where time is a scarce resource; there is a range of diversity that exists within
each team; and they function within organisations that have expressed commitment to

supporting inclusion and diversity in their workplace.

The study comprises three phases — pre-intervention observation and data gathering,
intervention stage with auto-ethnographic and participant reflection, and post-intervention
observation and data gathering. A mix of online surveys and individual interviews are
utilised and, given the deeply personal and subjective nature of the content, a key
consideration throughout the research is to protect the confidentiality of participants and

honour their open sharing.

The intention of the research is to help provide leaders and teams with greater insights into
how they can turn their team meetings into safe spaces where their rich layers of diversity of
identity and intersectionality are welcomed, in order to support quality thinking and
performance. The application of the Thinking Environment as a live learning experience is
also intended to provide the teams with tools they can utilise moving forward, should they so
wish. The author has also identified three personal learning outcomes namely, to introduce
and build their skill in conducting insider research; to expand and deepen their knowledge
and understanding of diversity, identity and intersectionality; and to inform and enrich the

author’s own personal practice.

2. LITERATURE REVIEW

Global context

In their October 2023 World Economic Outlook report, the International Monetary Fund (IMF)
(IMF 2023) stated that despite efforts to recover from the disruption of the Covid-19
pandemic, global economic conditions continue to be volatile. Climate shocks, food security
and geopolitical tensions were also listed as challenges facing our society today. These
factors are not new, in fact, in a report PwC published in 2013 and updated in 2022, five
megatrends shaping our world today were identified: climate change, technological
disruption, demographic shifts, a fracturing world and rising social instability as summarised
in Figure 2.1 below (PwC 2022).
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Climate change While humanity is trying to figure out ways to reduce carbon emissions, greenhouse gas
levels in the atmosphere are worsening, global temperatures are rising, and extreme weather
events are becoming more frequent and more severe.

Technological Transformative technology changes how we function in the world and how we understand
disruption humanity. It enables huge value creation, but harmful consequences are — and will
increasingly be — difficult to mitigate.

Demographic The median age in all countries around the globe is increasing, but at different rates and from

shifts a different starting position. This demographic change is causing some countries’ social
systems to break down and a lack of workers in critical areas, whereas other countries face
skyrocketing un- and under-employment, weakening economies from emigrating citizens, and
strain on social safety nets.

Fracturing world The world is fracturing and becoming multi-nodal as more nation states are competing for
influence, with the rest of the world aligning around them and some states acting as
destabilisers. Countries are increasingly turning their focus inwards, prioritising their national
resilience and localisation.

Social instability Massive pressure — resulting from social and economic polarisation, disruption, demographic
change, and eroding trust — leads to greater social unrest.

Figure 2.1: The Megatrends: Five global shifts reshaping the world we live in
(PwC 2022)

PwC (2022) maintain the megatrends outlined in Figure 2.1 above are present on a global,
national, organisational and individual level. Among the implications of the megatrends, the
influence of a technologically more connected world and demographic shifts are having
significant impacts on the workplace including increased diversity of the workforce (Cox et al.
2014, Stout-Rostron 2019, PwC 2022). Further, the COVID-19 pandemic and the resulting
increase of virtual working has added another layer of complexity in the workplace (Brown
2018, Mangla 2021, Reuil 2022).

The turbulence experienced across the megatrends reflects the acronym VUCA, frequently
used to describe our world today and which Stout-Rostron (2019) explains meaning a
volatile, uncertain, complex and ambiguous environment. While change and uncertainty are
not new for organisations, it is the pace of change, causing unpredictability and complexity,
that organisations are grappling to navigate, and there is an increasing realisation that
innovative thinking, new skills and ways of operating are needed to succeed (Stout-Rostron
2019, Cigeklioglu 2020, Taskan, Junca-Silva and Caetano 2022).

1
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Culture, Diversity and Intersectionality

With increasing societal diversity, the concept of culture, how it influences us, and how we
shape it, becomes even more relevant (Britz 2022). The early interculturalists viewed it as a
construct of shared experience, values and worldviews between one set of people to
differentiate themselves from another (Hofstede1997, Trompenaars and Hampden-Turner
1997, Rosinki 2003). While more recent definitions challenge the idea of culture as a
singular construct, instead suggesting interculturalism, where many elements of culture and
identity play off each other (Chin, Desormeaux and Sawyer 2016). In a paper exploring the
evolution of culture, the author offered a view that “culture appears to be a constantly
changing construct of individual and social learning, within which an individual’s identity is
shaped by their experiences in an interconnected world of globalisation, which in turn
influences their behaviour that, when experienced by others, can further shape the broader
culture.” (Britz 2022 pg7).

Existing at all levels of society, culture, or organisational culture as it is known in the
workplace, is first described by Schein (1984) as dynamic and multi-faceted, created through
a shared set of beliefs, assumptions, and rituals that are visible through the language and
behaviour of an organisation. Many consider organisational culture a key lever for driving
operational performance that can be intentionally shaped and influenced (Cotter-Lockard
2016, Carvalho et al. 2019, Hald, Gillespie and Reader 2020, Zagaria 2021).

With increasing diversity in the workforce, two prevalent themes in organisational culture
dialogue are inclusion and diversity (Wilson 2023). Research has indicated the value of
diverse teams including strengthening strategic capacity, innovative thinking, task
performance and enhanced ability to deal with volatile environments (Jarzabkowski and
Searle, 2004, Brown 2018, Stout-Rostron 2019, Mangla 2021, Reuil 2022). However, with
increased diversity so too is the challenge of building trust, collaboration and effective
communication among teams (Brown 2018, Stout-Rostron 2019, Mangla 2021, Reuil 2022).

There are various ways of explaining diversity, however the approach Stout-Rostron (2019)
uses to describes diversity resonates with the author, where she articulates it as a dynamic
combination of demographic, informational and behavioural differences as outlined in Figure
2.2 below.
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Diversity What they are and the impact they have
types

Demographic ~ This refers to obvious differences such as gender, age and race. Over time
diversity as members of a team get to know each other the differences of race,
gender or age will become less remarkable.

Informational  This relates to the different functional, experiential and educational
diversity backgrounds that members bring to a team. This diversity provides
information and knowledge upon which the team draws and can add to the

strategic capacity of the team by broadening the boundaries for envisioning
strategic opportunities.

Behavioural This involves differant personality styles within a team. The personality
diversity composition of the team will affect the way members work together and
manage conflict.

Common diversity attributes

Readily detectable versus less cbservable
Surface-level versus deep-level

Highly job-related versus less job related
Task-related versus relations-orientated

Role-related versus inherent

Figure 2.2: Types of diversity (Stout-Rostron 2019, pg79-80)

As seen in Figure 2.2 above, in addition to the types of diversity that are at play in any team,
the attributes within those types of diversity will likely vary, creating a complex environment
to navigate (Stout-Rostron 2019). For example, one individual might be highly task-related
and an extravert therefore vocal and readily detectable in their views, while another in the
team might be more relational and introverted. Should these differences remain unexplored
they can become obstacles to effective working, however Stout-Rostron (2019) suggests
that if the right environment is created diversity can be an ‘asset’ rather than a source of

conflict.

Closely connected to the discussion on diversity is the increasing recognition of
intersectionality, and the dialogue evolving its thinking. The term was first introduced by
Kimberlé Crenshaw (1989) in her essay “Demarginalising the Intersection of Race and Sex:
A Black Feminist Critique of Antidiscrimination Doctrine, Feminist Theory and Antiracist
Politics” highlighting the marginalisation of black women in antidiscrimination law and
feminist and antiracist theory and politics. Intersectionality has since expanded to cross
disciplines, and issues, with Carbado et al. (2013) describing how intersectionality evolves

each time it is applied to different disciplines in a changing society. This is echoed by Zhang
|
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et al. (2021) who define intersectionality as a sense-making process for the complexity of
multiple dimensions of identity existing within one person, such as race, gender identity,
national cultural identity, education, and age. In their coaching of clients across the world,
the author sees a similar phenomenon with individuals navigating complex layers of their
own identity intersecting with each other such as their heritage, education, gender,
profession and lived experience, and exploring how the interplay of these different facets

manifest in their lives and relationships (Britz 2024).

While the concept of intersectionality evolves, it is important to remember the genesis of the
intersectionality debate, that is to interrogate and challenge the power dynamics and
systemic inequality that have let many voices of unique difference and lived experience to go
unheard (Carbado et al. 2013, Roche and Passmore 2021). The author believes that to
create environments where all voices can be heard, valued and respected, will not only help
make meaningful social change, but will also nurture the innovative thinking required to
address the global challenges of today. In their paper “Intersectionality as Critical Social
Theory”, Collins et al. (2021) speak of the knowledge creation possible “in the crossroads
spaces of a decolonizing and desegregating world. These meeting places enable those who
enter them to retain the particularity of the insights and experiences that drive them there,
while working through the meaning of what truly is universal with others who arrive from
different paths” (2021 pg691). Brown (2018) shares a similar view, describing the importance
of organisations, in particular leaders, to actively encourage environments where all
perspectives are welcomed and respected, and individuals are able to be their authentic
selves. In her work, including her latest book ‘Dare to Lead’, Brown (2018) explores how
core to being authentic is the creation of trust and sense of safety, which in turn, leads to

team cohesion, innovative thinking and performance.

Psychological safety

In her work Edmundson (2019) differentiates between trust and psychological safety,
however acknowledging they do share a similarity as drivers of organisational success. One
example of psychological safety’s influence on performance was seen in Google’s five-year
study which found psychological safety to be a key contributing characteristic of their high

performing teams (Newman et al. 2017).

In her seminal study ‘Psychological Safety and Learning Behaviour in Work Teams’ (1999),
Edmundson defined psychological safety as a shared belief where one is safe to speak
one’s mind and be authentic in a team environment “characterized by interpersonal trust and

mutual respect in which people are comfortable being themselves” (p354).
-
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Edmundson (1999) developed a series of measures as shown in Figure 2.3 below used to

evaluate psychological safety in teams.

Part 1: Individual safety

In this team, it is easy to discuss difficult issues and problems

| won't receive retaliation or criticism if | admit to an error or mistake

It is easy to ask a member of this team for help

| feel safe offering new ideas, even if they aren't fully-formed plans

Part 2: Team respect

In this team, people are accepted for being different

My teammates welcome my ideas and give them time and attention

Members of this team could easily describe the value of others’

contributions

Part 3: Team learning

In this team, people talk about mistakes and ways to improve and

learn from them

We take time to find ways to improve our team’s work processes

Members of this team raise concerns they have about team plans or

decisions

We try to discover our underlying assumpfions and seek

counterarguments about issues under discussion

Figure 2.3: Edmondson’s measures for psychological safety

(Edmondson 1999)

As can be surmised from Figure 2.3, Edmundson (1999) explains psychological safety as an

individual’s perception of their experience in a team setting. Her research emphasises the

role of the leader and in her book, ‘The Fearless Organisation’ Edmundson (2019) includes a

‘leader’s toolkit’ providing guidance on how leaders can build psychological safety in their

teams shown in Figure 2.4 below (Edmundson 2019, pg159).
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Responding productively

Setting the stage Inviting participation

Leadership Frame the work Demonstrate situational Express appreciation
tasks * Set expectations about humility * Listen
failure, uncertainty, = Acknowledge gaps *= Acknowledge and thank
and interdependence Practice enquiry Destigmatize failure
to clarify the need for  + Ask good questions * Look forward
voice = Model intense listening = Offer help
Emphasize purpose Set up structures and = Discuss, consider and
* |ldentify what’s at processes brainstorm next steps
stake, why it matters, = Create forums for input Sanction clear violations
and for whom = Provide guidelines for
discussion
Accomplishes Shared expectations and  Confidence that voice is Orientation toward
meaning welcome continuous learning

Figure 2.4: The leader’s toolkit for building psychological safety
(Edmondson 2019, pg159)

As seen in Figure 2.4, Edmundson (2019) outlines specific tasks for leaders, each with a
clear intended outcome. However, other than referring to the need for shared practice of
speaking up, in her work she does not appear to detail specific guidance for teams on the
type of behaviours or actions for a team to use to build psychological safety.

The Thinking Environment
Another body of work that also focuses on the process of building spaces of safety and trust
is the Thinking Environment (Kline 2020).

Similar to Brown (2018), and Edmundson (2019), Kline (2020) makes the connection
between creating an environment that recognises and embraces individuals as their
authentic self, and, in doing so, enables them to think with high quality, which in turn
translates into quality action and output. However, for Kline (2020) the focus of the Thinking
Environment is on individual and collective accountability to demonstrate a set of behaviours
or ‘way of being’ together that enables others (Time to Think 2024). These behaviours are

known as the Ten Components of the Thinking Environment shown in Figure 2.5 below.

1
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Attention Listening without inferruption and with interest in where the person will go

next in their thinking

By Hegarding each other as thinking peers, giving equal time to think
Ease

Discarding infernal urgency

Appreciation Noticing what is good and saying it

Encouragement Giving courage to go to the unexplored edge of thinking by ceasing
competition as thinkers

Feallne Welcoming the release of emotion

Information Absorbing all the relevant facts

Difference

Frionifising diversity of group identifies and understanding their

lived experience
Incisive guestions | Freaeing the human mind of unfrue assumptions hved as true
Place

FProducing a physical environment — the room, the listener, your

body — that says, You matter’

Figure 2.5: The Ten Components of a Thinking Environment
(Time to Think 2024)

Through decades of action research Kline (2020) developed and evolved the Ten
Components of the Thinking Environment summarised in Figure 2.5, with fuller definitions in
Appendix A. To support these behaviours, Kline (2020) created a series of ‘building block’
practices, that can be applied to everyday interactions including in the workplace a summary
of which is shown in Figure 2.6 below (Time to Think 2021).

Building blocks of The Thinking Environment

= Rounds — opening and closing the meetings with an Opening and Closing round that is a
positively framed guestion. The group move methodically ‘around the table’ with
everyone having an opportunity to speak without interruption. If meeting virtually this is
done using a pre-designed and shared “virtual table’. Rounds can also be used to open

report-back or debrief.

= Open discussion — a more free-flowing discussion, often following an initial Round.

= Thinking Pairs — when a team is split into pairs to each take a turn sharing their thinking
on a topic uninterrupted.

= Dialogue — when a team is split into pairs for free-flowing dialogue (rather than Thinking
Pairs).

Figure 2.6: Building Blocks of the Thinking Environment

(Time to Think 2021)
|
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Each of the building blocks outlined above is designed to help groups of people create the
space for quality thinking. Similar to Lehmann-Willenbrock, Allen and Van Vugt (2020) who
state in their paper, “The Origins and Evolutionary Significance of Team Meetings in
Organisations”, that meetings are one of the most common and universal practices in the
workplace, Kline (Time to Think 2021), recognises the team meeting as a core element of
organisational life where how individuals treat each other can significantly influence the
guality of their thinking and efficacy of their action. And yet, as Kline (Time to Think 2021)
observes, meetings are places where people often behave in a way that prevents good
thinking from occurring, so she further developed the ‘building blocks’ into a ‘Transforming

Meetings’ process.

In an environment of increasing diversity and intersectionality in the workplace, the author
posits that it is increasingly important for the team meeting to be an environment where
individuals feel safe to think fully and with quality. It is this environment that will help them
collaborate and innovate, driving performance as a team and organisation, but also enabling

them to help address the challenges facing society today.

Given the perceived synergies between Edmundson’s work on psychological safety and the
Thinking Environment, the author wanted to explore how the Thinking Environment, as a
‘way of being’ with clear ‘building blocks’ could help build psychological safety in a team

meeting setting and in doing so, improve the quality of thinking in that space.

3. THE RESEARCH QUESTIONS

The core research question is:
How can the Thinking Environment build psychological safety in team meetings to improve

the quality of individual and collective thinking and action?

The research seeks to explore this topic using five focussing questions, with three questions
comprising the primary focus of the research, and the remaining two as secondary ‘process’

guestions.
Primary research questions:

1. To what extent can the Thinking Environment help build psychological safety in a team
meeting setting?
2. What is the perceived impact of the Thinking Environment on individual thinking and

action?
[
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3. What is the perceived impact of the Thinking Environment on collective thinking and
action?

Secondary ‘process’ questions:

4. How effectively can the Thinking Environment approach be applied as a live learning
experience in a team meeting setting?

5. What is the experience of the team, the individual and the researcher in this process?

4. METHODS
Research Paradigm

With the study focussed on the subjective experience of participants using the Thinking
Environment in their team meetings, it will be influenced by their own intersectionality and
the organisational culture the meeting is taking place within. The ontology is therefore an
Interpretivist! approach of Symbolic interactionism?. Further, participants will be exposed to,
and possibly influenced by their fellow participants, as well as the author as the researcher,

whose viewpoint and behaviour is also subjectively influenced by their own layers of identity.

In addition, as the research seeks to identify potential action that can be taken on an
individual and organisational level, to help address the global challenges facing society

today, the research is informed by the Critical Theory of transformative learning 3.

The author considers this research timely in the current global context, and hopes the
findings will help contribute to the research on psychological safety and diversity in team
settings, including a deeper understanding of the complexity of identity within teams, and
provide the participants with a helpful experience of learning and self-discovery in the

process.

L“Interpretivism argues that truth and knowledge are subjective, as well as culturally and historically
situated, based on people’s experiences and their understanding of them. Researchers can never be
completely separate from their own values and beliefs, so these will inevitably inform the way in which
they collect, interpret and analyse data” (Ryan 2018, p8).

2 Symbolic interactionism has three core principles: 1) People’s behaviour is based on their own
meanings; 2) Meanings are generated from social interactions; 3) People may adapt meanings, based
on their perceptions of situations or their experiences of them (Ryan 2018, p9).

3 Participatory research that creates awareness of current state in order to identify opportunities for

social Change SFIeming 2021:.
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Methodology

Given the author is a trained facilitator of the Thinking Environment this is a work-based
piece of small-scale social research. Further, as the study is to apply the Thinking
Environment as an interactive and immersive experience in team meetings, the findings will
help further the author’s practice in the field of leadership and team development, it is

considered action research as described by Denscombe (2014).

In light of the subjective nature of the topic, and its exploration of a potential causal
relationship between the Thinking Environment and psychological safety in a team meeting
setting, the author has applied a case study approach which aligns with Denscombe’s
guidance (2014) for small-scale research. Considering Crowe et al. (2011), as the study is
not on a particular phenomenon as would be the case in an intrinsic study, but rather
exploring the ‘typical’ case of the team meeting, it is instrumental in nature. In addition,
heeding Crowe et al. (2011), given the wide range of potential factors that could influence
the process, the author has also opted for a collective case study comprising three teams to

provide a richer data set for analysis and comparison.

Finally, in line with the underlying ontology, the study is phenomenological in nature, seeking
to understand the perspective of each individual, and as far as possible, to view the

experience through their eyes.

Taken from the author’s research proposal (Britz 2023a), Figure 4.1 below provides an

overview of how the methodology outlined above will help address the research questions.

1
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Research strategy

Justification

The case study approach, widely used
in small-scale social research seeks to

explore in-depth one, or a few elements
of a particular phenomenon. The aim is

A case study approach will explore the specifics mentioned in the
overarching question:

How can the Thinking Environment build psychological safety in team

meetings fo improve the quality of individual and collective thinking and

to gather insights from study of that ;
o gather insights from study of tha action?

specific element with potential for
broader implication. In particular, case
studies explore relationships and
processes in social settings and the
interplay of elements present in that
situation.

It will examine a specific situation that is a common phenomenon in the
workplace, ie team meetings, with the aim of understanding the effect of
the Thinking Environment on participants in that situation.

It is concerned with exploring how the relationships between
participants shift as a result of the process applied.

Action research is focussed on
addressing issues and finding solutions
in the ‘real world' and is often used in
small-scale social research and to help
further professional development. It is
also committed to incorporating the
findings to become a cycle of research,
often encouraging the participants to be
involved in the design and
implementation of the research rather
than subjects of it

An action research approach will help address the research questions:

How effectively can the Thinking Environment approach be applied as a
live leaming experience in a team meeting setting?

To what extent can the Thinking Environment help build psychological
safety in a team meeting setting?

The research seeks to help organisations make progress in addressing
the challenge of embracing diversity and nurturing high performing
team.

Phenomenology seeks to study the
subjective experience of a participant
and understand a situation through
their eyes.

A Phenomenological approach will help answer the research questions:

What is the perceived impact of the Thinking Environment on individual
thinking and action?

What is the perceived impact of the Thinking Environment on collective
thinking and action?

What is the experience of the team, the individual and the researcher in
this process?

This approach is selected in recognition of the highly subjective nature
of the study and seeks to consciously consider the perspectives of the
participants with their unique intersectional identities and how these will
each be different from each aother and the researcher.

Figure 4.1: The research methodology supporting the research questions (Britz
2023a)

In addition to the considerations shown in Figure 4.1, the author was conscious of the
subjective and personal nature of the research content, and the diversity and
intersectionality at play in the teams including that of indigenous heritage. The author
believed it important to select an ontology and methodology that fully respected and
honoured the content. In researching different methodologies, and considering the
intersectionality of participants, including that of indigenous heritage, the author explored
some of the theory focussed on decolonizing research such as the work of Smith (2022) and
Archibald et al. (2021). A framework for decolonizing research that Archibald et al. (2021)
developed resonated, with its emphasis on honouring the participant’s subjective content
through respect, reverence, reciprocity and responsibility. While the author in no way

presumes to be equipped to conduct indigenous research, the intention is to apply
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methodologies that provide appropriate space, respect and safety for participants.

Methods

While the subjective nature of the topic lends itself to qualitative data collection, a collective
case study will enable a comparison of the research across different groups. In addition, as
the research explores whether the Thinking Environment can help build psychological safety
in a team meeting setting, there is a need to measure pre- and post- intervention to evaluate

results. Therefore a mixed approach of qualitative and quantitative was selected.

The data collection methods comprise an online survey and qualitative interview before, and
after, the research intervention. In addition, participants were invited to provide their
reflections at each stage of the research activity, and the author conducted reflection

throughout the research process.
The research intervention activity itself involved three stages:
First stage: the author observing a typical team meeting of each group.

Second stage: the author facilitates a series of up to four team meetings applying the

Thinking Environment Transforming Meetings process.

The choice of intervention with the author facilitating team meetings applying the Thinking
Environment is informed by the intention for action research. As a facilitator of the Thinking
Environment, as well as other team and leadership development activities, the author is
witness to the increasing time pressure teams are under, and how time ‘out of work’ in
learning and development activities can be challenging, especially for an entire time at the
same time. The Thinking Environment is ordinarily ‘taught’ through experiential training in a
workshop setting. In this format, it is subject to the same risk as many other learning and
development activities, the challenge of applying and embedding the learning back in the
learner’s daily activities. The author wanted to test the possibility of delivering the Thinking
Environment as a live and immersive learning experience within the very operating

environment a team would apply it in themselves.

The Thinking Environment Transforming Meetings process outlined in Figure 4.2 (Time to

Think 2021) below was used in the intervention.
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Elements of the Thinking Environment Transforming Meetings process

» Developing the agenda — considering what the desired outcome of the meeting is, and from
there shaping the agenda items in the form of questions that help frame the discussion and
identifying which building blocks of the Thinking Environment will best support the
achievement of that outcome

* Rounds — opening and closing the meetings with an Opening and Closing round that is a
positively framed guestion. The group move methodically ‘around the table’ with everyone
having an opportunity to speak without interruption. If meeting virtually this is done using a
pre-designed and shared ‘virtual table’. Rounds can also be used to open discussion on a

debrief.
= Open discussion —a more free-flowing discussion, often following an initial Round.

= Thinking Pairs — when a team is split into pairs to each take a turn sharing their thinking on a
topic uninterrupted.

= Dialogue —when a team is split into pairs for free-flowing dialogue (rather than Thinking Pairs).

Figure 4.2: Elements of the Thinking Environment Transforming Meetings process
(adapted from Time to Think Facilitator Training Materials 2021)

In addition to the ‘building blocks’ outlined in Figure 2.6, Figure 4.2 above includes the use of
guestions to shape the agenda. Underpinning the process, the Ten Components of the
Thinking Environment, as shown in Figure 2.5. were provided to participants ahead of the

research and reminded of them at each meeting.

Third stage: the author steps back into observer mode for the fifth meeting where

participants apply the Thinking Environment independently.

The author attends all meetings remotely via Teams to ensure a consistent experience of the

author.

Measures

The pre- and post-intervention surveys used a variation on Edmundson’s 7- point scale test
for psychological Safety (1999), shown in Appendix B. In addition, participants were asked to
evaluate the degree to which they experienced the presence of the Ten Components of the
Thinking Environment in their team meetings, and the quality of their individual and team
thinking in team meetings. Further questions in the pre-intervention survey sought to identify
the influencers of participant’s psychological safety in society, and in their broader
organisation (outside of their immediate team).
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The pre-intervention interview included a description of identity, and intersectionality, inviting
them to share some of the elements of their identity present and important to them. The pre-
and post- intervention interview sought more depth to the survey questions on difference and
the quality of individual and team thinking shown in Appendix C.

Research Participants

Three teams were identified and agreed to participate in the study. Their selection provided

variety in team composition, function, diversity and location as shown in Figure 4.3 below.

The participating teams

Group 1: A highly culturally diverse group of individuals situated across
The Rio Tinto Copper, multiple locations. Most team interaction is conducted virtually
Growth & Development and each is physically working in an environment of cultural
team. difference. There is also a variation in age, gender, education
and work experience.

Group 2: A site-based co-located team within a subsidiary of Rio Tinto
The Richards Bay Minerals and based in South Africa. Team meetings are in person or
Communities & Social remote — for the purposes of this research the team chose to
Performance team meet remotely. All team members are from the same region

however there is diversity in tribalism, gender, age, education
and experience.

Group 3: Situated across two locations with a mix of co-located in

A team from a New Zealand person and all-team virtual meetings. There is a mix of cultural

government agency heritage, indigenous identity, however with a dominant
national culture. There is a range of age, gender and
education.

Figure 4.3: The Participating Teams (Britz 2023b)

As shown in Figure 4.3 above, two teams are from Rio Tinto plc, a multi-national
organisation with over 40 000 people across 40 countries worldwide. Globalisation and
intersectionality in the workplace are strongly present factors, and the organisation has
expressed a commitment to increasing the diversity of its workforce and driving a culture of
greater inclusion where “all voices are heard, all cultures respected” (Rio Tinto 2023). While
the teams are from the same ‘Group’, they are in different geographies, have different

functions and organisational structures.

The third team is from a New Zealand government agency that has also expressed

commitment to growing diversity across the organisation, enabling a culture of inclusion.
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Ethical Considerations and Risk Mitigation
The author identified five main ethical considerations for this study.
1. To protect the psychological safety and well-being of participants through the study

In line with the University of Wales Trinity Saint David (UWTSD) code of ethics (UWTSD 2024)
and the author’s own practice based on the International Coaching Federation’s (ICF) code of
ethics (ICF 2024), ensuring the well-being of all participants is of prime importance. Given the
topic of the study itself, there is even more focus on the commitment to provide a safe space

for participants.

Three main forms of mitigation will be taken: a context setting call held with each team
providing an overview of the research, its intent and what would be expected of them; a
participant information and consent form to indicate their preferred level of participation ahead
of the study; a reminder for participants at the start of every meeting of their autonomy in the

process and their right to step off the study at any point should they not feel comfortable.
2. Confidentiality of the business information

Given the research occurs within the teams’ usual team meetings, business content will be
discussed, some of which might possibly be sensitive. The author will offer to sign an NDA

and the meetings won’t be recorded.

3. Confidentiality of the personal perspectives that will be collected from the

participants

As stipulated by UWTSD in their code of ethics (UWTSD 2024) all personal information will
be gathered, stored and disposed of in line with GDPR principles included in the author’s
research proposal as Appendix D (GDPR 2023). Data keys will be used, separating personal
information from the data, which will be stored securely, and all personal information will be
destroyed upon completion of the research project. While the research will be conducted with
participants in different jurisdictions, no data will be transferred across borders, rather, all data

will be gathered and stored in New Zealand where the author is located.
4. Respecting the cultural practices of participants

Given the research will be conducted with a diverse group of people, it is important to
recognise and honour their individual perspectives, heritage and lived experience such as
honoring te tiriti 0 Waitangi in New Zealand (hrc 2023), and being sensitive to the trauma of
social and racial injustice that has, and continues to be, part of the lived experience for many

South Africans, First Nations Australians and Maori. Approval from the Ethics Committee of
-
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the New Zealand government agency was also obtained (Appendix F) and, as part of that

process, the research proposal was assessed by Maori and Pacifika cultural advisors.

5. Implication of being an insider researcher and the potential impact on the research

process and results

As Costley et al. (2010) explore, there are several implications and potential risks that need to
be considered when conducing insider research. One is that the research is influenced by any
pre-existing relationships between the research and participants. While there has been
previous interaction with some of the participants, the use of the participant consent form, as
well as the reminder at the start of each meeting, is intended to create clear boundaries for

the purposes of the research.

Another consideration is that the author is actively involved in the research activity itself, rather
than pure observation. The author has opted to incorporate this into the research through auto-
ethnographic self-reflection. In addition, participants are invited to share their own reflections
after each meeting. This feeds into the action research approach as it is the combined
experience of the author and participants that will inform any adjustments to the research

activity and ultimately back into the author’s practice.

5. FINDINGS AND DISCUSSION

Participation

While the three team leaders all agreed to the research, in line with ethical practice as
outlined in the section above, it was important, particularly given the nature of the topic, to
ensure that individuals themselves were informed and willing participants and had the choice

to opt out of any element at any time.

Figure 5.1 below provides an overview of the participation of the three groups across the

period of the research.
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Total | Participated | Participated | Participated Participated Observation of | Intervention - Observation of team meeting
in in pre- in pre- in post- in post- team meeting Application of post intervention
team | intervention | intervention | intervention intervention prior to Thinking

quantitative | qualitative quantitative qualitative intervention Environment in

survey interview survey interview team meetings

Group1 10 Complete Due to competing priorities a
number of the meetings were
rescheduled delaying research,
and impacted ability to do
observation of final session.

Group2 7 7 7 7 7 Complete 3 Complete
One meeting was
cancelled due to
ateam
emergency, only
three
interventions
could be
conducted.

Group3 13 11 10 10 9 Complete 4 Complete

Figure 5.1: Participation across research groups (Britz 2023b)

Figure 5.1 above shows a variation in team attendance. The author views this as a living
example of teams operating in a dynamic and changing environment that influence their
individual or collective attendance of meetings booked including, leave, changes to role, or

external operational demands.

As reflected in the numbers for Group one shown in Figure 5.1 above, one individual joined
the team temporarily post the pre-intervention survey, participated in the pre-intervention
interview but had left by the time of the post-intervention data gathering. The author however
considered their views still helpful as they might provide observations as a fresh member of
team. A further influence of Group one’s participation was individuals who were on leave or
unavailable due to work travel over the period of post-intervention data gathering. For Group
three, two individuals opted to not participate in data gathering but agreed to participate in
the meetings. One individual didn’t complete the pre-intervention data gathering before the
research intervention commenced. As such, they didn’t do the post-intervention quantitative
survey but did do the post-intervention qualitative interview. Further, two individuals were on

leave over the time of the post-intervention interviews.

Given the size of the teams and the commitment to protecting participant confidentiality, the
findings and discussion of the research do not explore the differences between the groups.
Rather, analysis was conducted looking across the three teams providing a ‘meta’ view for

consideration.

Findings on the Primary Research Questions

The findings focus first on the primary research questions, that of exploring to what extent
the Thinking Environment can help build psychological safety and improve individual and

collective thinking and action in a team meeting setting.
-
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The qualitative interview data gathered pre-, and post-, the research intervention, as well as
the author’s ethnographic reflections, were reviewed to identify key themes. This is followed

by a summarised view of the quantitative pre-, and post-, results.

Key themes from the qualitative data and ethnographic research

Five key themes emerged across the three groups namely, varying levels of awareness of
‘difference’, the role of the leader, the influence of time and the meeting format, the
transactional nature of interactions, and varying presence of shared ‘voice’ in the meeting

space.
Awareness of ‘difference’

As outlined earlier, with globalisation, workplaces are navigating increasing degrees of
diversity and intersectionality. As this concept of ‘difference’ is present in the work of both
Edmundson (2019), and Kline (2020), the author considered it important to explore with
participants their own layers of identity and intersectionality present for them, their
awareness of ‘difference’ in their teams, and their perceived ability to be themselves in team

meetings.

The identity elements that emerged varied across the teams however the most frequently
mentioned were gender, age, education, culture, heritage, professional experience, and

upbringing.

The author found that those individuals who appeared to have a deeper awareness of the
different elements of their identity and the intersectionality between them were also
individuals who identified with indigenous or non-Western heritage. A number shared having
grappled with the intersectionality of the influence of their heritage, and the environments of

their professions, at times causing a feeling of ‘otherness’. One participant reflected...

“I've always been a minority in whatever field I've been, | guess we will never be
very heavily represented in whatever field that is, and whatever profession that is,
and whether that's the corporate or any other aspect of it. But | think that's why it's
been a big factor for me, the cultural barrier, and | guess, the way we intersect, the

way | am interpreted and the way | communicate with others.”

The strongest recognition of intersectionality referenced were by women with indigenous or

non-Western heritage, navigating and challenging the traditional expectations of women in

1
ALANNAH BRITZ - STUDENT NUMBER: 2029338 24



their culture, as well as racial differences in society. This is reflected in this participant’s

comment ...

“Culture, it's where | come from, how my ancestors lived, it has shaped the way | am
today. How | grew up under those traditions. Growing up in a society, being taught
respect, being taught differently from your brother. The expectations from society
when a woman grows up to a certain age, things like getting married, having a child,
going to school, all of those things, | think they do influence how you look at life, the
decisions you take later on. And then going into race, | believe. We may not, you
know, we can say we are all equal, but | do know | always consider race for
example, in professional settings, or in perceptions around you know, being a black

woman at this age. So it does influence my decisions at some point.”

It was the author’s observation that the majority of white, Western individuals mainly
identified themselves through their age, gender, profession and education with little mention
of culture or heritage influencing their identity. However, some individuals, while identifying
from European heritage, shared how, through their lived experience, had been exposed to a
range of cultures and ways of life and felt this has shaped their worldview. For example, one

participant shared...

“Over the years, I've actively worked at onboarding those perspectives on minority

groups, disenfranchised people, gender diversity, sexual diversity.”

The author noticed what appeared to be a deeper sense of cultural awareness and
sensitivity to the differences existing in the teams and the experiences of others. This
echoes the work of Plaister-Ten (2013) who maintain individuals who experienced a
significant event, or were exposed to cultures developed a ‘global mindset’ that typified

deeper consciousness of the diversity of lived experience.

The post-intervention interviews did however indicate that a shift in the awareness of

diversity and intersectionality in the team meetings as shown in Figure 5.2 below.
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I think we have definitely improved. We're all now cognizant of a little bit more

diversity.”

“I think for me that, you know, the intersectionality. And | think, right at the beginning, |
think for me, really sets that tone and analytics, you select which tone you bring to the
meeting. And | think that's been a real strong point where we talk about everyone

coming from a different culture, not even culture, but different group.”

“We are using the diversity of the team more to deal with issues and questions on
moving things forward. These are very different conversation that starting fo develop in
the team about views, perspectives, background expetience, strengths, weaknesses

out that's coming into the space where we falk about a problem that needs fo be

solved and who's going fo work on the problem being solved.”

Figure 5.2: Participant interview quotes on identity and intersectionality
(Britz 2023b)

The deepening of awareness as indicated in Figure 5.2 above, appeared to occur for both
individuals with indigenous heritage, as well as individuals with European heritage. It was the
author’s observation that the research process enquiring about identity prompted reflection
amongst participants which was then deepened through the Thinking Environment process,
which actively welcomes the Component of Difference.

The role of the leader

As mentioned, Edmundson (2019) emphasises the influence a leader has on the
psychological safety of a team. While the author did not overtly enquire about their leader, in
working with the three teams, the author noticed the influence of the leader manifest in

different ways.

With one of the groups, the leader appeared to be very present in the minds of the team
members. The pre-intervention interviews included reference to a reticence to speak up in
meetings as well as perception of varying degrees in familiarity influencing the leader-team

dynamics. Examples of comments shared are shown in Figure 5.3 below.
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“I don't always feel safe and comfortable on those calls, | sometimes feel

like | have fo, you know, prove of, you Know, prove myself to [leader].”

“My observation of the team is that there's been a few new people that are
cleatly seen to be thinking differently. But then their views are not really the
views that are accepted. It's nearly like, right, you've got a view. That's
good. But you need fto think the way the team thinks, you know what |
mean, it's weird. It's nof, it's not an obvious thing. If's not deliberate. It’s like

great that you think like that, but we need to think the way [leadetr] thinks.”

“Some of the team members don't feel like they're part of that ‘purple

circle’, and therefore, it creates this divide between the people who are

willing to talk and the people who aren't willing fo talk.”

Figure 5.3: Participant interview quotes mentioning their leader - part one
(Britz 2023b)

Figure 5.3 above shows what appears to be a reticence to speak one’s mind, and also, the

perception of a ‘tiering’ of familiarity with the leader within the team.

In the intervention stage of the research the author noted that the leader was only
intermittently present for the meetings and the team’s level of participation and ease of

independent thinking appeared to vary based on the leader’s attendance.

However, in the post-intervention intervention interviews, there does appear to be a small
shift from being very focussed on the leader to that of the wider team as shown in the

comments in Figure 5.4 below.

“l also get the sense that everybody's getting more comfortable pushing
back on [leader] and against one another as well also, | think it's starting fo

feel like a team that's starting fo hang together.”

“I do see a slight shift in terms of people delicately offering up their own

thinking on a situation, | think people are still very conscious of jumping in, |
think there's a big dynamic between if the boss is there, and if the boss isn't.
If the boss is there, | will want to showcase how intelligent | am. Whereas, if

the boss wasn't there, it becomes more of equal level discussion.”

Figure 5.4: Participant interview quotes mentioning their leader - part two

(Britz 2023b)
-
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The comments in Figure 5.4 above indicate a gradual increasing of individuals sharing their

thinking with the team, however, the leader’s presence remained a strong influence.

The influence of the leader was referenced by another of the teams but this time in
connection with their encouragement of open dialogue and creating an environment for

people to feel they can be themselves as shown in Figure 5.5 below.

“We truly have amazing leaders. They are amazing in the sense that
they truly want to hear what we think. And they encourage it, you

know. ™

“It's as a result of the support we're getting from our leaders and the

fact that ... we truly are allowed to be.”

Figure 5.5: Participant interview quotes mentioning their leader — part three
(Britz 2023b)

Reflecting on comments such as those in Figure 5.5, and the author’s observation, the
leader actively encouraged all members of the team to participate in the team meetings, and
the team members themselves appeared comfortable to voice different opinions. In reflecting
on the different styles of leadership observed, one difference the author noticed is that with
the second group, the leaders would allow more time for an individual to share their
perspective, whereas with the first team, the leader would very quickly move into sharing
their own views. This would correlate with Edmundson’s guidance (2019) that a leader

should invite participation through questioning and listening.

Overall, the influence of the leader on a team’s psychological safety as described by
Edmundson (2019) and Brown (2018) was visible through the perceptions of the teams on

their comfort to speak up.

Time and the meeting format

A significant theme that emerged in the research was the influence of ‘time’ and the meeting
format itself. Figure 5.6 below outlines the types of meeting structures across the three

teams all of which varied in cadence, length, and structure.
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- Frequency of meetings Involvement in agenda preparation

Group 1 * Every two weeks (although *  Author worked with same two individuals to
frequently cancelled due to prepare the agenda for each meeting using
competing priorities). the Thinking Environment meeting structure.

* Meeting was in two parts — first
was a 30-minute check-in, second
part was 45 minutes of deeper
project update with smaller group
of individuals.

* Majority of participants joined
virtually, however at times subset
of individuals would join in person

together.
Group 2 * Two hours monthly. * Each meeting a different member of the
* Whole team would join virtually. team was nominated by the leader to lead
the meeting. The author would work with
the individual to shape the agenda using the
Thinking Environment meeting structure.
Group 3 *  90-minute weekly. * Each meeting a different member of the
* Team split across two locations, team was nominated by the leader to lead
with majority in one location, two the meeting. The author would work with
individuals from the second the individual to shape the agenda using the
location. Some individuals would Thinking Environment meeting structure.
join virtually when working from
home.

Figure 5.6: Meeting structure and team involvement across research groups
(Britz 2023a)

It is the author’s view that the application of the Thinking Environment Transforming
Meetings process to the meeting format, and the level of team member involvement in the
preparation, and running, of the meetings as shown in Figure 5.6 above, were two key

influences on the overall research findings.

While all three teams’ meetings followed different cadences, lengths, structures and agenda
formats, in the pre-intervention observation of a ‘normal’ meeting, the author noted that all
three teams found time a constraint. Team members often joined the meeting with a sense
of rush and pressure and there was a tension between the time available and the content to
cover. This was echoed in the pre-intervention interviews with some quotes shown in Figure

5.7 below.
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“Your life is all about meetings ... how do we give time to transifion? Okay, I've just come out of a
granular meeting, but now | need to talk about all my team engagements, that's quite a hard
transition, if you've got 30 seconds between meetings to get your head into the right spot.”

‘I don't think there's the appropriate time given to have a conversation to really explare things like
there's barely enough time to get through the content in terms of just updates.”

“We suifer from lack of time spent on stuff like this. And we also suffer from poor organisation and
when | say poor organisation, | mean, meetings cancelled or changed at the last minute.”

“l can see some people and even myself we maybe don't have time on agendas sometimes to enable
the robust discussion, or stuff has only been landed with us just before the meeting, so we haven't

had time to have our thoughts ready.”

“You can often see that some of the team members are distracted. And they are not fully present in
the room, whether they're busy answering an urgent email or something like that, so that happens
guite a lot. The other thing I can't remember which element it was, is there never seems to be enough
time to really get into issues. Everything always feels rushed.”

“When you're on a call with your team and 80% of them have their cameras off it makes me think,
well are you actually listening? Or are you just waiting to speak, and you're not actually actively
engaged in the content from your peers. | know they're all probably just doing something else,

therefore that that that, to me, impacts the level of thinking.”

“Nine aut of 10 people have cameras off. | know, I'm not innocent in all of this. We have all gotten into
the habit of calling into meetings and doing other stuff. Background and with cameras off, it suggesis
ta me that people are doing that until such time it's their turn. | think attention that some basic pieces

that suggests that we're not bringing our full attention fo it.”

Figure 5.7: Participant interview quotes on time — part one
(Britz 2023b)

As indicated in Figure 5.7 above, while all three teams utilised variations of an agenda, the
format didn’t appear to make space for fulsome discussion, and often finished with
outstanding agenda items and some individuals not having spoken at all. This echoes
Lehmann-Willenbrock, Allen and Van Vugt’'s (2020) observation that in the modern-day
workplace, there is a proliferation of meetings but often without a clear purpose, and

satisfactory outcome.

In addition, with the meetings being mostly virtual, several participants would have their
cameras off, and this was reported to have a detrimental impact on impact on team

participation and trust. This is an example of one of the challenges of maintaining meaningful
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connection for teams in a post-pandemic and technologically connected world that Reuil
(2022) speaks of in her paper calling for greater intercultural skills with the rise of remote

working.

In applying the Thinking Environment Transforming Meetings process one of the first steps
occurred ahead of the meeting, that of shaping and sharing the agenda, each item
structured as a question. This was in line with Kline’s (2015) belief that the mind works best
in the presence of a question. In addition, the ‘building blocks’ used to structure the meeting
were chosen based on the need of each agenda item and appeared to create an
environment of space and ease for the discussions. The reminders to embody the
Components encouraged participants to give attention and appreciation including by keeping

cameras on, and if that wasn’t possible, to use the Component of information to clarify.

The post-intervention interviews indicated the use of the Thinking Environment had a
marked impact on participant experience of the team meetings as shown by a selection of

comments shared in Figure 5.8 below.

“We're starting to get info the space now we're really threatening fo start using the time fto solve
problems and talk through problems that might exist in one part or another part of the team.”

“I'm not seeing as much passive aggressive behaviour. When things go against what somebody

staying engaged or not checking out.”
“I think the big thing for me from it is the importance of pace and slowing down.”

“I think just the way of structuring our meetings around the table, you know, the sort of rules of
engagement around no one speaks twice fo everyone spoken once etcetera is a good fool to do
that.”

‘I noticed a heightened level of attention. | think there was a heightened consciousness of the
process from my colleagues, and a conscious delving into self and issues...l felt that this was
different, and | felf that there was a belter level of preparation from everyone in terms of the leve/
of concentration that's needed, and the level of participation”

“The Thinking Environment has ehabled the team to share more and gotten better outcomes by
asking questions and listening more.”

‘Evoking critical thinking in discussions, giving room fto produce new ideas”

“Create a good listening environment for different perspectives to solve problem with active
participation in constructive discussion.”

Figure 5.8: Participant interview quotes on time — part two
(Britz 2023b)

While overall feedback indicated a positive shift for participants, one individual shared the

view ....
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“l don't think that our meetings or the underlying way in which work is done in the

team allows the thinking environment to make a difference in our meetings.”

The influence of the broader working environment and underlying culture of the appear to be
a form of interruption in this instance, correlating with the organisational culture research of
the influence of culture on individual behaviours (Cotter-Lockard 2016, Carvalho et al. 2019,
Hald, Gillespie and Reader 2020, Zagaria 2021).

Transactional vs relational

Building on the factors of time, and structure of the meeting itself, another theme that
emerged was the strong transactional nature of the meetings. With the time pressures
described above, it appeared that the teams tended to focus on the actions, outputs and
artefacts with little to no relational space. This was reflected in comments shared during the

pre-intervention interviews, some of which are shown in Figure 5.9 below.

“I kind of feel like well, if others don't want to feel like this is a meeting | want fo come
to then it's nearly like, well, | don't want to prolong people's time on by the meeting in
the meeting by asking questions by being you know, | want it to just end because
everyone wants it to end.”

‘I maintain one of the biggest challenges we have, in organisations like this is we don't
have enough time to just talk and communicate.”

“The deliverables that are expected, just push you to comply to this, let me comply to
that. There'll be the audit now. There will be the report. Now there will be a session to
say where we are.”

“‘Because our meetings are transactional, it's all about the numbers. It's all about the
processes, the improvements. There's nothing is no people factor.”

“If | say team as in all of us, including me, then it probably wouldn't be high quality
thinking I'd say, because there are people like me who are more on the emotional
feeling side. Yeah. For me, | don't think | think fully and with quality. It's like I'm present,
but I'm, you know, maybe looking out the window.”

“I have learned over the last 12 months, sometimes you just keep your mouth shut.
And you just get keep going, keep going forward.”

I just don't find it in an environment where people would readily want to say, Hey, this
is for us. What do we want out of jt? Yeah, it's quite process-driven and just seems to
be to be historical. It's always been done so it always will be done.”

Figure 5.9: Participant interview quotes reflecting transactional nature of meetings
(Britz 2023b)
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The comments in Figure 5.9 above correlate with Lehmann-Willenbrock, Allen and Van
Vugt’s (2020) observation that the most common purpose of meetings in the modern-day
world is for information sharing and decision-making. However, they also reflect on how
ancestral group gatherings also importantly incorporated social elements that nurtured social
connections, and interdependencies, and it is their recommendation that more time, and
space, is made for this in the meetings of workplace (Lehmann-Willenbrock, Allen and Van
Vugt, 2020).

Similarly, Lee and Kent (2023) in their programme, ‘The Neuroscience of Coaching’ explain
how the human brain is wired to be social and emphasise the importance of building social
connections to support learning and mental resilience. Paul (2021) describes this as ‘social
engagement’ in her book, ‘The Extended Mind’, where she shares the observations of Carl
Wieman around the power of learning within peer groups, and that “social interaction

appeared to be an essential facilitator of intelligent thought” (2021, pg993).

The author noticed that in the team meetings, there was such a focus on ‘getting the job
done’ that little, to no time, or space, was being made for the ‘whole brain’ of an individual.
Kline (2020) speaks of the importance of inviting a person’s full self into a space in order to
think with quality. The Transforming meetings process aims to support this process with the
use of the Appreciative Opening and Closing Rounds as well as Information Round, which

all focus on inviting a participant to bring their full selves into the discussion.

In the book ‘Brains Inspiring Businesses for Leaders’, Kapai (2024) shares a series of
examples where the Thinking Environment has been applied in organisations, and describes
how it can nurture an integration of energy, information and relationships. Following their
experience of the Thinking Environment applied in the intervention, the author noted a shift
in participant perspectives during the post-intervention interviews as seen in the comments

in Figure 5.10 below.
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I've seen things happen. It is important in your meetings to bring all these issues,
share with your colleagues, share help and guidance, right, because we are also
called leaders, although we've got our leaders, but in our own little space are
also leaders of our own, you must also meet other colleagues or assist them as
well.”

“Well, | consider that the value of people’'s experience in the team and with
where they come from, what have they learned, being in conversations with
some of our colleagues, you get to know them at a deeper level.”

‘I have noticed that | now actually take the time to listen to people. Not with
intention fo respond, but to just listen. And you find that in the quietness you, |
see a lot of things.”

“We allow ourselves to be expressive both on things we're not happy with, but
also sharing each other's sympathising with each other where things aren't,
aren't going well, we've got challenges in our life. And, and you see that in the
rounds where we're talking about our personal life, or if there's something that's
going on. And I've and | found that | was able to do that in another meeting that |
had with some of the people from our leadership team, where | had some things
going on at home. And | was able to start the meeting with that | need to get this
off my chest. And | thought that's been a, that's been a helpful thing.”

Figure 5.10: Participant interview quotes reflecting increase of relational elements

It is the author’s view that, by consciously creating the opportunity for a more relational
space, that is focussed on the people rather than the outputs, that their engagement and
quality of thinking, as well as ‘being’ with their peers, improved as was reflected in the

comments above.
That said, an individual did make the comment ....

“There are parts | like, and parts | dislike. Genuinely the biggest notable difference is
that it slowed down meetings a lot, and also in places stifled constructive discussion
or parts where people might have logical interchanges. We did have people that

spoke more because of it though, so there might be some hybrid that is more ideal.”

It was the author’s observation that the shift into a more relational space was a very different
experience for some individuals. This was particularly noticeable about those individuals
who, in the pre-intervention observation, and by their own admission as well as others in

team, were used to being the more vocal participants.
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A place for voice

Building on the themes of time, structure and balancing the transactional and relational
nature of the meeting, a strong theme across all the groups was that of ‘voice’.

Edmundson (2019) speaks of the importance of building the belief that ‘voice’ is welcome in
building psychological safety. In the observation meeting, and pre-intervention interviews
however, the author noted that there appeared to be an inequality in the share of voice
among participants in the meeting. Through the interviews it emerged that there several
reasons for individuals keeping quiet. As mentioned in the previous section one reason was
their perception of their leader, another was time and sense of urgency. Three further
potential factors that the author observed are communication styles, culture and power

dynamics in the group.

For example, some individuals who identified as being more introverted spoke of keeping

quiet while other more extroverted dominated as shown by this participant's comment ...

“I think one downfall is probably sometimes there might be one or two members that
do dominate the conversation in those big group settings. So | think for some of us
that are a bit more introverted there you know, that's probably the biggest thing to
watch out for. Sometimes you have to really like, interrupt to get some airtime and

sometimes it is, yeah, don't bother.”

Culture, in particular, how the cultural norms and practices of some individuals come bear in
the workplace setting, such as team meetings, was identified. One participant reflected on

their own experience of this ...

“Growing up I've always been told, you have to stay quiet, you have to be you have
to listen to everything, you're not allowed to, like, jump into it when other people are
talking that sort of thing. Because it's considered quite rude in my, in my culture. So

in meetings, so | tend to be quiet.”

A third factor that the author believes influences the share of ‘voice’ are the power dynamics
at play between the majority and the few. Figure 5.11 below provides some of the comments

that pointed to this.
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“It does feel like there are those that speak up, and those that don't, and so are the ones not speaking up
by their silence, saying they agree. And we just don't know, because often you don't hear from some
people in a meeting ever. And that's interesting in itself. But I think, you know, as a feam, we came {o a
way of making decisions where it wasn't majority had fo agree to something that was consensus of when
we agreed 80% of people, then to agree something and the risk, then had to support that decision.
Because there was a few times, especially when | first joined, where we were very diverse in our views
and couldn't come to majority. And we continue to sometimes quite heated discussions on the difference
and never got fo a resolution. So, we came up as a team to this at the scene of people had to agree and it

was good enough.”

“So that and it's not from me when | thought about it, because firstly, | will open my mouth and raise the
guestion or, you know, contribute. I'm very comfortable to do that. And meetings. That's more from some
of the others in the team and why are we not hearing their voice as much? When [ can you watch their
body language can see that there's obviously something that they're questioning or not particularly happy

about or want to, but they're not willing fo talk for some reason.”

“And | think if you're naturally quite a quiet person. Yeah. | think yeah, | think those meetings can be
dominated by certain people. And maybe that maybe the quiet people are fine with that. They might be
might like to be under the radar. That's petfectly fine. But I'd be worried if they if they feel uncomfortable.”

Figure 5.11: Participant interview quotes reflecting ‘voice’ part one (Britz 2023b)

The author noticed reflected in Figure 5.11 above, an awareness of the inequality of voice
not only by those who are quiet, but also in those with the dominant voices. However, there

was no acknowledgement of efforts to address this imbalance.

In their work, ‘Implicit voice theories: Taken-for-granted rules of self-censorship at work’,
Detert and Edmundson (2011) build on previous work on ‘voice’ in psychological safety,
exploring what other factors might be present. One finding is that for some groups who, due
to their minority in the group, or less dominant styles, have encountered the experience of
not being able to share their voice to such a degree, that it becomes an implicit and almost
unconscious expectation of a situation (Detert and Edmundson, 2011). It is the author’s view
that in some cases this is what was occurring in the meetings, where individuals both
dominant, and quiet, were so accustomed to their ‘roles’ that it had become an established

pattern, or even ritual of the meeting.

However, as indicated by the quotes in Figure 5.12 below, in the post-intervention

interviews, there again appeared to be a shift in perspective with both those who had been
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quieter, feeling more comfortable in sharing their voice, and a greater awareness of their

ability to make space for those voices by the more dominant.

“I think | think I've improved because for many years, and I'm introvert so [ don't normally
give out easily, | would take time to get warmed up. Butf now, it's important for all of us to
share our views. We are a team [ need to know what is happening in my section in my area.

| have to bring in my thoughts as well, because | have my thoughts.”

‘And | know the femptation and the inclination is always if you're in the leading role to come
across as ‘I've got an answer, the answers must be taken now’. And that's not my natural
defaulf. Anyway. The thinking environment has, has legitimised that for me to say it's
actually correct to create spaces for people to input and just work with the idea before any

finality”

“Those quieter participants get a chance to voice their opinions. And those who speak up

more take time fto listen to other opinions.”

“When we create that thinking environment, there is value, I'm being recognised, I'm being
invited. But I'm also expected to have a voice because voice is valued. So once all of those
empowerment elements are in place, | just think that people then get to a state of mind,
where there is much more inclination to talk with confidence to contribute, knowing that they

are fully invited here. It is not by mistake.”

Figure 5.12: Participant interview quotes reflecting ‘voice’ part two (Britz 2023b)

In particular, the fourth quote in Figure 5.12 above, reflected for the author the impact of
creating a space where everyone’s voice is not just welcomed, but that the individual feels

valued for that voice.

Findings from the quantitative data

In addition to reviewing the collective case study qualitative research findings, the author
also considered the quantitative survey data gathered from participants before, and after, the
application of the Thinking Environment in the team meeting setting as the research

intervention.

Combining the pre- and post- intervention quantitative survey data results the author used
Power Bl to compare the overall average of the psychological safety related questions, and
the Thinking Environment questions, to identify any shift in perceptions as shown in Figure

5.13 below.
[
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Composition and Overall Measures

Group 2 Group 3

Ave. Duration in Team lyrs) Ave. Duration in Team (yrs) Ave. Duratien in Team (yrsh Ave. Duration in Team (yrs)

2.42 1.39 4.03 2.25

I
Pre-Intervention _ Pre-Intervention _ Pre-Intervention _ Pre-Intervention _
3.78 4.01 3.50 3.67 3.94 4.14 3.90 4.11

048 0.48 0.47 0.47 0.38 0.43 0.50 0.42

Min Max Min - Min Max Min - Min Max Min - Min Max Min -

283 458 317 500 300 425 317 458 342 442 333 467 283 458 358 500

Pre-Intervention Pre-Intervention Pre-Intervention Pre-Intervention
3.17 3.46 2.90 2.95 3.44 3.64 3.24 3.64
Sonaees 055 0.59 0.51 0.37 047 0.53 0.55 0.57

Min Max Min - Min Max Min - Min Max Min - Min Max Min -
227 436 245 473 227 355 245 364 289 436 282 455 227 409 282 473
Figure 5.13: Overall average results for pre- and post- intervention surveys
(Britz 2023b)

While small, the results in Figure 5.13 above do show a positive shift for both the average
combined questions regarding the Thinking Environment, and the average combined
guestions regarding psychological safety. While it would be hoped that the Thinking
Environment score would increase post application, given the teams hadn’t been exposed to
the approach before, the increase in psychological safety does appear to indicate a positive
correlation between the application of the Thinking Environment, and an increase in

psychological safety.

In addition, using Power BI, the author reviewed the pre-, and post-intervention quantitative
data for any shift in response to the specific questions ‘to what degree do you think you are
able to think fully and with qualty in your team meetings?’,
as shown in as shown in Figure 5.14a below.

Groupno. @1 ®2 @3 @ Average of Thinking Environment Os - Ave Group no. @1 @2 @3 @Average of Thinking Environment Qs - Ave

Average of Pri_LO21. To what ...
Average of Pol_LA21. To wh..

(=]

Pol_LO21. To what degree do you think you are able to think fully and with quality in...
Prl_L021. Te whal degree do you think you are able Lo think fully and with guality in ...

Figure 5.14a: Pre- and post-intervention quantitative response to question 21 —to
what degree to do you think you are able to think fully and with quality in your team
meetings? (Britz 2023b)
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Figure 5.14a above shows the average responses for each group across the five-point scale
(1, the lowest of the scale wasn’t selected at all and so is not shown). The results to appear
to indicate that, overall, in applying the Thinking Environment, the perceived quality of

individual thinking does improve.

Similarly, the author compared the pre-, and post-quantitative survey data for the question
‘To what degree to you think the team is able to think fully and with quality in your team

meetings’?’, as shown in Figure 5.14b below.

7 @32 @ hvers Th - e o . - R .
Group no. @1 @2 @3 @ Average of Thinking Environment Qs - Ave Groupno. @1 @2 @32 @ Average of Thinking Environment Os - Ave

Average of Pri_LO22. To wh..
Average of Pol_LO22. To wh.

2 3 4 g

Pri_LO22. To whatl degree do you think the team is able to think fully and with qualit..

Pol_LO22. To what degree do you think the tleam is able Lo think fully and with qualit..

Figure 5.14b: Pre- and post-intervention quantitative response to question 22 —to
what degree to do you think the team is able to think fully and with quality in your
team meetings? (Britz 2023b)

Figure 5.14b above also shows a slightly positive increase in the perception of quality of team
thinking when comparing pre-, to post-intervention survey responses with an increase from an

overall 5 rating average of 4.00 to 4.41.

The author also used Power Bl’s key influencer analytics capability to explore the potential
impact that the application of the Thinking Environment had on both psychological safety and
the quality of individual and collective thinking.

Figure 5.15 below explored what happens to psychological safety and quality of individual
thinking when there is an increase in the average overall response across the questions on

the Thinking Environment.
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When...

I Sum of Psychological

..the average of Thinking
Environment Qs - Ave

increases by

Cn average when Sum of Psychological Safety
Qs Ave increases, Thinking Environment Qs -
Ave also increases.

Safety Qs Ave goes up 0.48 =
= L]
'
Sum of Pol_LG21. To what 3
degree do you think you are =
able to think fully and with 013 E 'y
quality in your team c 4
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=
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Psychological Safety Qs Ave

Figure 5.15: Post-intervention guantitative data measuring influence of the Thinking
Environment on individual thinking (Britz 2023b)

The results in Figure 5.15 above, indicate that when there is an increase in the Thinking
Environment questions there is a positive influence on both psychological safety, and the

perception of the quality of individual thinking in a team meeting setting.

However, when applying the same key influencer question but in relation to the quality of

collective thinking, no clear link with the Thinking Environment questions appeared.

This data, in conjunction with the qualitative interview data, does indicate that the application
of the Thinking Environment did have a positive impact on both psychological safety in a team
meeting setting, and the perceived positive impact on the quality of both individual, and team
thinking. However, the shifts were small, and further research would be recommended to

verify these findings.

Comparing the ‘structures’ themselves

The author also explored the guidance or “leadership tasks” Edmundson (2019, pg159) offers
leaders to build psychological safety, and the elements of the Thinking Environment itself.

Figure 5.16 below provides a summary of the similarities identified.
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Leadership tasks for building Elements of the Thinking Environment

psychological safety

Set expectations about failure, uncertainty, The 10 Compoenents of the Thinking Environment
and interdependence to clarify the need for

voice

Ask good questions The mind works best in the presence of a question.

The Component of Incisive questions
Structuring an agenda in the form of questions

Model intense listening The Components of Attention and Encouragement
Listening with full and generative attention to where
the thinker will go next

Create forums for input The 'building blocks’

Provide guidelines for discussion and The Thinking Environment Transforming Meetings
Discuss, consider and brainstorm next process

steps The Component of Information

Acknowledge and thank The Component of Appreciation

Figure 5.16: Leadership tasks for building psychological safety (Edmundson 2019,
pg159) and elements of the Thinking Environment (Time to Think 2024).

As seen in Figure 5.16, there are several similarities between actions leaders are
recommended to take, and the behaviours (Components) and structures of the Thinking
Environment. Other than the leader’s role in setting expectation for the team, Components of
the Thinking Environment that do not appear to be reflected in Edmundson’s leader toolkit

(2019) are the Components of Feelings, Place, Equality, Ease, and Difference.

Findings for the Secondary Research Questions

The secondary research questions focus on the process of applying the Thinking Environment
as a live learning experience in the team meeting, and consideration of the overall experience

of the participants and researcher in the process.

In line with an action research approach, throughout the research intervention stage the author
conducted auto-ethnographic self-reflection, and invited participants to provide feedback on

their experiences.

The application of the Thinking Environment as a live learning experience was in keeping with
the research favouring experiential learning as an alternative to traditional educational formats
such as Tomkins and Ulus (2016) explored in their empirical study on Kolb’s experiential
learning approach. Similar to Tomkins and Ulus (2016), the author did notice the development
of a more ‘relationship-centred’, versus ‘student-centred’, dynamic through the research

process.
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It was also observed that applying the learning in the ‘real-world’ team meeting setting reduced
the author’s ability to consciously create the type of reflective learning space considered key
for introducing and building knowledge of the Thinking Environment. Rather, the author had
to flex and adjust to external factors influencing the meeting space. In addition, due to these
external factors, the author felt there wasn’t complete consistency of learning experience

across the groups.

Gathering feedback from the participants after the first session, it appeared that the format
and ethos of the Thinking Environment was a very different experience for them. Some
individuals immediately resonated with it, and others did admit to feeling some discomfort as

the comments in Figure 5.17 below indicate.

I think the approach did feel a bit uncomfortable fo start with — partly because [ don’t know
half the people and partly because we don't normally share feelings and personal
information much in such forums. However, | thought it was very good to connect people

and understand what people had going on and were focussed on / distracted by.”

in a meeting to have a proper ‘check-in’— | think that was what why some team members
were a little dumbfounded and reluctant to share — focus is always on “performance,

performance, delivery, delivery”. | felt it was an excellent and refreshing change.”

A bit uncomfortable for people as it's very different, but | think it’s great to challenge them...

will be very inferested fo see how it goes.”

Figure 5.17: Participant feedback on the research experience (Britz 2023b)

While there was some initial discomfort at the start as shown in Figure 5.17 above, as the
sessions progressed it was the author’s observation that so too did the teams’ proficiency and
comfort level increase. In addition, in keeping with action research, the feedback from
participants enabled the author to make some adjustments to the process such as sharing the
Opening Appreciative Round question ahead of time in the agenda, and combining the

Opening Appreciative Round and Information Rounds to work within the time constraints.

Another observation was the positive impact of having rotating members of the team engage
in deeper action learning by planning and chairing each meeting. One of the participants

shared this reflection ...
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“Probably the only thing was probably how | chaired the last meeting, which is quite
difficult only because I think | was just trying to think about it like, you know, something
different, it was just a different way of thinking, a different way of running things. And
I think it does take a bit of time but that was probably the first time that we've actually
gone about a different way of thinking. And | think it's always going to be hard at the
beginning, and kind of making sure that doesn't stop us from giving it a try. And then
sometimes you've got to go through that ugly stage. And | see the big advocate for

changes.”

From an experiential learning perspective, this activity was true ‘on-the-job’ learning and, while
most individuals did express some nervousness, the process helped more deeply embed the

philosophy and practice of the Thinking Environment.

Discussion
How the Thinking Environment can help build psychological safety

Reflecting on the question, To what extent can the Thinking Environment help build
psychological safety in a team meeting setting?’, the qualitative and quantitative data both
pointed to the positive impact of the Thinking Environment on psychological safety in the team
meeting setting. Further, what emerged was how the Thinking Environment could support the
role of the leader in building psychological safety by providing the means for team members

to play an active role in doing so themselves.

As seen in Figure 5.16, there are several similarities in the behaviours and actions to build
psychological safety, however, in Edmundson’s case, these are specifically focussed on the
leader. This research does concur with Edmundson that a leader’s behaviour does influence
the degree of comfort, and ‘safety’ that an individual feels and therefore, how likely they are to
speak up and share their views. However, the research also indicated that with the application
of the Thinking Environment, the team were positively impacted by how they behaved with

each other.

This influence of the group on the individual also emerged in the findings on ‘voice’.
Edmundson suggested that by inviting participation, a leader can build “confidence that voice
is welcome” (Edmundson 2019, pg158). This research indicated that ‘voice’ does appear to
play an important role, however most comments referred to the behaviour of the group being

the main influence in this factor.
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Similarly, Edmundson refers specifically to leader behaviours including listening,
acknowledgment and gratitude, and discussion (Edmundson 2019). While these are essential
for a leader to model, the research found that the group’s ease in sharing their thinking, their
ability to listen attentively and engage in meaningful discussion was heavily influenced by the
behaviours of those around them. This correlates with Kline’s (2015) view that the biggest
influence on the quality of our thinking is how those around us treat us while thinking. As one

participant shared about using the Thinking Environment ...

“It's easy, you participate with ease. There's nothing forceful. You volunteer yourself,
or the way that the meetings are flowing, you would want to contribute anyway. So
yeah, | think level of participation was good. Everyone brought themselves on follow
on. And it was really. It was a safe space, and we shared personal stuff. So yeah, |

think the environment itself, | will conclude in saying that, being in a safe environment.”

While Edmundson (2019) provides guidance to leaders on how to build psychological safety,
there does not appear to be similar guidance for teams, however she does acknowledge that
psychological safety should be built together. This idea of shared responsibility is seen in some
of the evolving leadership models that have a more shared, collective or distributed approach
as explored by Avolio et al. (2009) in their paper “Leadership: Current Theories, Research and
Future Directions”. Further, as Abramiuc and Popa (2021) discuss in their study “Rethinking
leadership models after COVID-19”, the workplace itself is a changing environment with
remote working, greater employee self-management and empowerment. It is the author’s view
that increasingly, there is a need for a shared approach to building psychological safety. With
the Thinking Environment, teams and leaders, can find that guidance, a philosophy, clear set
of behaviours and practical ‘building blocks’ to help them create an environment of
psychological safety together.

The influence of the Thinking Environment on the quality of thinking

In reflecting on the questions ‘What is the perceived impact of the Thinking Environment on
individual and collective thinking and action?’, the author refers again to the key themes that
emerged in the qualitative interviews. What was noticed, is that a lack of awareness of
‘difference’, the pressures of time and constraints of the meeting format, behaviours that
focussed on transactional interactions, and impacted sharing of ‘voice’ all appeared to
contribute to a lack of ‘ease’ and safety. Kline (2020) describes ‘interruption’ as being an
assault on a person’s thinking, and discusses in her books the pervasiveness of interruption
in today’s world which she labels conformonomics, persuasion, polarization and digistraction.

It is the author’s observation that participants were experiencing repeated and ongoing forms
- - - - - - - - - - - - - - -~ -- - - - - - -~
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of interruption in the team meeting setting, including the feeling of not having a ‘voice’, blocking

of their thinking.

In their paper, ‘The Neuroscience of Coaching’, Boyatzis and Jack (2018) explain how, when
a person experiences the feeling of being excluded, the brain will register a similar pattern of
activity to that of experiencing pain or fear. Boyatzis and Jack (2018) go on to suggest that
providing a sense of connection and acceptance, not only helps people feel safe, but engages
the pre-frontal cortex where clear thinking and innovation come from. In her book, “The
Promise that Changes Everything: | will not interrupt”, Kline (2020) describes her conversation
with Dr Paul Brown, Faculty Professor at Monarch Business School where he said “the reason
for this dependable quality of thinking is that generative attention, uncorrupted and sustained,
calms the brain’s amygdala, the emotional ‘control centre’ of the brain, producing hormones
like serotonin and oxytocin. These hormones then ‘bathe’ the cortex, the cognitive ‘control
centre’ of the brain, allowing a perfect interplay between these ‘approach’ hormones and
cognition.” (2020 pg33). It is a combination of the building block structures of the Transforming
Meetings process, and the behaviours forming the 10 Components of the Thinking
Environment that, when applied by individuals when together, such as in a team meeting
setting, are able to create an environment for quality thinking. The concept of quality thinking
being enhanced in a group setting is echoed by Paul (2021) who describes how cognitive
scientists are now recognising that our ability to absorb, and store information, can be even
greater when in groups, as we utilise the brain’s social encoding practice to store information

obtained socially.

One part of the question where the research was limited in its insights, was on the perceived
impact the Thinking Environment has on individual and collective action. The qualitative
interviews did not point to any particular findings on this point. Kline (2020) does maintain that
the quality of every action is defined the quality of the thinking that comes first, so one could
extrapolate that if there was a reported improvement in thinking that it would flow through into

action. A similar perspective was shared by one participant ....

“It's funny how everything emanates from thinking that then there's other factors that
are brought in, you know, just thinking that it's a thinking environment, then we get
people to share, to open up more to participate, we get people to open up in terms of
their personal lives, we get people to participate more, we get people to think more

about a subject.

So when you think about it, that it all starts with saying that this is a thinking space.

I'm thinking that everything comes from giving yourself time to reflect more, to think
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more, to sit back to digest, to internalise everything before you action, before you

could talk, before everything.”

However, this would be an area recommended for further research.

Creating spaces for psychological freedom

In considering the themes that emerged in the qualitative research, the awareness of
‘difference’ and a place for ‘voice’, the author believes there is a correlation with the Thinking
Environment Component of Difference and ‘being accepted for being different’ as an element
of psychological safety. Further, the author believes that these themes speak to the increasing
complexity of diversity, identity and intersectionality present in the workplace today. The
gualitative data points to a link between individuals who come from Indigenous cultures, or
have experience of being a minority in a team, organisation or current society, and those who
also spoke about not having equal share of ‘voice’. In other words, those who were more
conscious of difference, also have the experience of ‘otherness’ and, for a range of reasons,

have to work harder to share their voice as was shared by one participant ...

“I think back to my cultural upbringing and the way you get taught and cultural
dynamics, completely different to the Western system, even the meeting systems.
And if you don't have a good understanding of it, | look like a shy individual that
doesn't like to pipe up in meetings. But in my culture, it's, it's always been, the elders
will always be the ones to speak. And | think in our culture, the elders always speak,
and you kind of take your lead from that. And, you know, for me, | think that's
definitely a big one where it clashes up where my cultural identity doesn't fit in with
the way society works for me. And so | think a lot of people that don't understand
cultural aspect of it, we're often you know, they're perceive someone's personality as
something completely different. Whereas the culture, like an example is eye contact.
You're, you're in our culture, it's rude to make eye contact. But then you can
completely go to an interview, and if people don't give you eye contact, people can
turn around be like, Oh, he's really is quite rude. He doesn't want to look at me. But
from a cultural perspective, for us, that's being that's not being rude. It's, actually
being quite respectful. We're not doing eye contact, and you're kinda just so a lot of
people perceive that as being rude or being submissive, or even being you know,
calm, not confident, but that is about respecting our culture. So | think, and that's
something | fight against every day. And that's why | guess for me, when you came

and spoke, that was something that | guess for me, it was really important, because |
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feel like, if you don't understand what's there, nothing will change. And | think for me,

I've slowly started to change.”

It was also the author’s observation that, other than those who had developed more of a global
mindset through their lived experience, the dominant members of the team also appeared to
have less awareness of the presence of ‘difference’ or intersectionality in the team, or even

themselves.

Edmundson (2019) has acknowledged that it is only recently that there has been increasing
interest in exploring psychological safety in the context of diversity. It is the author’s view
that, given the proven importance of psychological safety for both well-being and
performance, it stands to reason that it has an important role to play as part of the response
to the changing macro-economic landscape, including the need to driver greater

collaboration within society, and innovation in a competitive market.

To truly create spaces of psychological safety for those who have experienced
marginalisation, the author argues that one needs to create a space that recognises their full
selves. Similar to Kline’s view (2020) of the Thinking Environment being a shared
responsibility of a group, in “Readings for Diversity and Social Justice”, Love (2018) explains
the concept of liberatory consciousness where an individual is awakened to the inequality
and social injustice that still exists in systems and institutions today. She states that a core
component of liberatory consciousness is awareness, “deepening the capacity to notice, to
give our attentional to our daily lives, our language, our behaviours, and even our thoughts”
(2018, pg560). With this awareness, an individual can take a shared responsibility to help
effect positive social change, starting with how they show up in their own behaviours and

interactions.

Through the research, the author observed an increased awareness among some of the
participants of the ‘difference’ that exists, in particular, an increased awareness and
appreciation of what that ‘difference’ might feel like for those who are not in the majority.
With this awareness supported by the Components of the Thinking Environment, and the
building blocks of the Transforming Meetings process, individuals are able to help create a
space that is more welcoming and equal for all individuals, and in doing so those individuals

feel an increased sense of ease and able to be themselves as shared by this participant ...

“l would be understood by some of my colleagues that are part of the thinking
environment. So sharing what is in my mind, not worrying about filtering information,
and what the next person would think, but | now understand the value of being
yourself. | think there's power in each one of us. And that, that, was the culture that
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was always promoted, but I've always said you know, it's fine if | don't say anything,
some other people may take it otherwise, but knowing that it's, perfectly understood,

I am now more, more confident to share my headspace at any time.”

In this quote, the author sees a similarity to Kapai’s (2024) conversation with Dr Brown and
his concept of ‘psychological freedom’, which goes beyond psychological safety, to “the
freedom to be wholly me” (2024, pg226). In Kapai's (2024) reflection on the word ‘belonging’
being formed of ‘be’ and ‘longing’, an individual longing to simply ‘be’, the author sees
potential for how the Thinking Environment can help individuals create spaces where every
person can simply ‘be’ themselves and in doing so, find belonging, and freedom, to think

fully, and generatively.

From polarisation to connection

Another perspective of intersectionality that the research surfaced is how the Thinking
Environment speaks to, and resonates with, several forms of Indigenous practices and
wisdom. For example, Dadirri, is a word, concept and spiritual practice from the
Ngan’gikurunggurr and Ngen’giwumirri languages of the Aboriginal peoples of the Daly River
region (Northern Territory, Australia) and in part means “inner deep listening, quiet still
awareness and waiting” (Miriam Rose Foundation 2024). The Thinking Environment deeply
aligns with this practice, using the 10 Components of the Thinking environment to create a

space of deep listening.

Similarly there is clear synergy between the Thinking Environment and the va/va'a/vaha, a
pan-Pacific concept of the relational space within which all humans interact, and which
nurtures “personal and collective well-being, and growth through knowledge generation,

social action, and cultural transformation” (Tapasa 2024).

In Africa, the deep value and philosophy of ‘Ubuntu’ or ‘humaneness’ — | am because of who
we all are (Stout-Rostron 2019). And in Zulu, the African language of one of the participating
teams, there is a saying, “Injobo enhle ithungelwa ebandla” which directly translates to “A
good lionskin is sewn in the company of others.” The metaphoric meaning is that people
perform better in whatever they are doing by seeking knowledge/information, and guidance
from others (Britz 2023b). This congruency of the Thinking Environment with these
traditional beliefs and practices was also recognised by some of the participants with one
team exploring how they could utilise the Thinking Environment its interactions with external

stakeholders and their community ...
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“And just what you're saying there in terms of can they be influenced by what they
think and the thought that comes to mind is and by how they are treated while
they're thinking. And that feeling of being heard, respected, appreciated, while
thinking what that will do for them. Yeah. And then it's collaborative. What we do
while they're thinking,”

The author suggests that the Thinking Environment, with its Components that echo the
practices of Indigenous wisdom, could be used as a bridge in meetings where potentially
there may have been dynamic tension between Western systems and Indigenous ones.
Kline (2019) speaks of the increasing polarisation within society, and suggests that it is not
disagreement but rather disconnection, and is in itself a form of interruption to generative,
guality thinking. The Thinking Environment could offer a means, a shared language, and set
of behaviours, that helps overcome the polarisation so prevalent in today’s society, and in
doing so, help connect the richness of diverse thinking to help address the challenges of

today’s world.

The live learning experience

Reflecting on the auto-ethnographic, and participant feedback, it is the author’s view that a
learning experience that was ‘relationship-centred’ worked well in helping build the rapport
needed for open discussions in the qualitative interview stage. This was particularly important
given the ethical consideration of honouring each participant’s subjective content. Further, with
the author being involved in the research experience itself, the opportunity to actively role-
model the Thinking Environment was even greater than if the more traditional dynamics of
teacher-student were in place. This also correlates with Kline’s explanation (2015) of the
Thinking Environment as ‘a way of being’. In this instance, it provided participants the
opportunity to witness how the Thinking Environment can be embodied, even in an

unpredictable ‘real-world’ environment.

That said, the author did find not having autonomy over the learning environment a challenge,
in particular, as the experience was focussed on the application in a live team meeting, it did
not provide opportunity in the group setting to invite active reflection on the learning process.
While feedback was sought after each session, an important part of the Thinking Environment
learning is having the opportunity to share one’s ‘freshest thinking’ on the experience, and
hear that of others. This correlates with the view of Cox et al. (2014) that key to adult learning
is the process of reflection of what has been observed, or experienced. This was also reflected

by one of the participants ....
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“Reflecting on this, whether, if we could have had a bit more time focusing on why
we're doing this, each session”.

Building on the learnings of this action research, should the author have the opportunity to
run the process with another team, it would be with the addition of a half-day workshop,
providing the opportunity for some more conscious consideration of the Thinking

Environment, and to build in conscious reflection time following the live learning experience.

While there is room for further improvement, what the author has noticed through all the
research methods is that the participants underwent a process of unconscious learning
through observation and lived experience. The realisation of this process of learning was

shared by one of the participants in their final interview ...

“I wasn't sure what the session would look like. And bearing in mind, the, the
process that we have undertaken, you put me in a position where | needed to
reflect, | wasn't really analysing what we were doing, you know, along the way. So,
what has tended to happen? Is that the things that you prompted us to do, we're
now becoming our way of doing things, of course, with our leaders, you know, and
forcing some of them in the way that we are doing, but you are not realising that you

are gradually shifting towards a certain way of doing things.”

Further, all three teams expressed the desire to continue applying the Thinking Environment

in their team meetings.

6. CONCLUSION

Overall, results of the research indicate that when the Thinking Environment is applied in a
team meeting setting, the psychological safety of that team increases, and that the perceived

quality of thinking also increases.

Analysis of the findings presented five key themes: awareness of ‘difference’, the role of the
leader, time and the meeting format, the transactional versus relational nature of meetings
and the share of ‘voice’. In exploring these themes more deeply in the context of the original
research aims, three core learnings emerged. The first, is how the Thinking Environment

offers a means of supporting psychological safety by providing a shared set of behaviours
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and structure for teams to use. This complements the guidance and emphasis that

Edmundson puts on the role of the leader in building psychological safety.

Second, was affirmation of how the Thinking Environment can meaningfully help teams
create spaces of ease free from the disruption, and assault of interruption to thinking caused
by operating pressure and time constraints. This not only improves the quality of their

thinking, but helps create a more relational space where ‘difference’ is welcomed.

The third learning was an observation that, with the resonance the Thinking Environment
has with Indigenous wisdom, it offers a means to create environments where it is possible to
bridge different worldviews to benefit from the richness of diverse thinking welcomed through

equal share of ‘voice’.

Reflecting on the research experience, what stands out for the author is how some of the
themes that emerged, and which the Thinking Environment helped address, such as time
and the constraints of the meeting format, were in themselves also challenges for the
research process itself. The ethno-graphic reflection proved immensely valuable in
processing the experience to ensure it did not interfere with the research or the experience
of the participants. Through having to embody the Components of the Thinking Environment
to ‘hold the space’ with much many forms of interruption present, the author has found their
own understanding and appreciation of the Thinking Environment deepen significantly which
will benefit their practice. Overall the author found the experience immensely enriching both

personally and professionally.

In reviewing the research and the methodology, the author has identified several
opportunities for further investigation. This case study involved three teams, while
specifically selected to provide a range of team types and structures, it is still small in sample

size, as is the size of the teams themselves.

To preserve the confidentiality of the participants the research took a more ‘meta’ approach
looking at overall themes and insights that surfaced across all three teams. There wasn’t
any exploration into whether there is any influence through each team’s role, location or
broader organisational context, or comparison between the teams. In addition, as the focus
was on the team environment the leader was not a specific area of exploration, however, as
indicated, they do play a role in the team dynamics.

Further, the case study itself was conducted over a relatively short period of time and limited
number of sessions, and follow-up exploration of how the teams have taken and if learning
had continued to be applied was not in the scope of the research. A recommendation would
be for future research to include in its design, expansion of the sample size to cover a
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greater number of teams, and a combination of size teams, to run the study for a longer
period of time, and include a follow-up session with the team. This would potentially provide
even richer data to test the findings of this study. In addition, the study could be conducted
by more than one researcher to test any differences through delivery of the intervention
phase of the research.

Beyond building on the specific research of this study, the author also recommends further
exploration of the use of the Thinking Environment as a means of bridging different cultural
worldviews within meeting spaces to generate the type of thinking and resulting action so

needed to address the challenges facing society today.
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APPENDIX

Appendix A: The Ten Components of the Thinking Environment (Time to Think 2021)

Attention Listening without interruption and with interest in where the person will
go next in their thinking
Attention is an act of creation.

The quality of our attention determines the quality of other people’s
thinking. Attention, driven by the promise of no interruption, and by
respect and interest in where people will go with their thinking, is the
key to a Thinking Environment. Attention is that powerful.

It generates thinking. It is an act of creation.

Equality Regarding each other as thinking peers, giving equal time to think
Even in a hierarchy people can be equal as thinkers.

In a Thinking Environment everyone is valued equally as a thinker.
Everyone gets a turn to think out loud and a turn to give attention. To
know you will get your turn to speak makes your attention more
genuine and relaxed. It also makes your speaking more succinct.

Equality keeps the talkative people from silencing the quiet ones. And
it requires the quiet ones to contribute their own thinking. The result is
high quality ideas and decisions.

Ease Discarding internal urgency
Ease creates; urgency destroys.

Ease, an internal state free from rush or urgency, creates the best
conditions for thinking.

But Ease, particularly in organisations and through the ‘push’ aspect of
social networking, is being systematically bred out of our lives. if we
want people to think well under impossible deadlines and inside the
injunctions of ‘faster, better, cheaper, more,” we must cultivate internal
ease.

Appreciation Noticing what is good and saying it
The human mind works best in the presence of appreciation.

In life we learn that to be appreciative is to be naive, whereas to be
critical is to be realistic.

In discussions, therefore, we focus first, and sometimes only, on things
that are not working. Consequently, because the brain requires
appreciation to work well, our thinking is often specious.

The Thinking Environment recognises the right ratio of appreciation to
challenge so that individuals and groups can think at their best.

Encouragement | Giving courage to go to the unexplored edge of thinking by ceasing
competition as thinkers
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To be ‘better than’ is not necessarily to be ‘good’.

To compete does not ensure certain excellence. It merely ensures
comparative success. Therefore, competition between thinkers can be
dangerous. It can keep their attention on each other

as rivals, not on the huge potential for each to think courageously for
themselves.

A Thinking Environment prevents internal competition among
colleagues, replacing it with a wholehearted, unthreatened search for
good ideas.

Feelings Welcoming the release of emotion
Unexpressed feelings can inhibit good thinking.

Thinking stops when we are upset. But if we express feelings just
enough, thinking re-starts. Unfortunately, we have this backwards in
our society. We think that when feelings start, thinking stops. When we
assume this, we interfere with exactly the process that helps a person
to think

clearly again.

If instead, when people show signs of feelings, we relax and welcome
them, good thinking will resume.

Information Absorbing all the relevant facts
Full and accurate information results in intellectual integrity.

We base our decisions on information of many sorts. When the
information is incorrect or limited, the quality of our thinking suffers and
we can be trapped in denial. Accurate and full information can both
dismantle denial and construct a rich template of truth for fine
independent thinking.

Difference Prioritising diversity of group identities and understanding their

lived experience

Reality is diverse. To think for ourselves well we need to surround
ourselves with people from different identity groups and to understand
as fully as possible their lived experience.

The greater the diversity of the group, the greater the difference in
perspective, and the richer the divergent thinking of everyone.

Incisive Freeing the human mind of untrue assumptions lived as true
questions A wellspring of good ideas lies just beneath an untrue limiting
assumption.

An Incisive Question will remove it, freeing the mind to think afresh.

The key block to high-quality independent thinking is an untrue limiting
assumption, lived as true. To free the mind, therefore, we need to
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know how to construct an Incisive Question, a tool of unbelievable
precision and power.

Place Producing a physical environment — the room, the listener, your

body — that says, ‘You matter’

When the physical environment affirms our importance, we think more
clearly and boldly.

When our bodies are cared for and respected, our thinking improves.

Thinking Environments are places that say back to people, ‘You
matter.” People think at their best when they notice that the place
reflects their value to the people there and to the event.

And because the first place of thinking is the body, it needs to be in a
condition that says to us as thinkers, ‘You matter’.

In these ways, Place is a silent form of appreciation.

Appendix B: Pre- and post-intervention online survey guestions

Pre-intervention online survey questions To what degree do you experience the p of tien in your team meetings?
Dpen-ended questions: To what degree do you experience the component of Difference in your team meetings?
What is your name? To what degree do you experience the component of Place in your team meetings?
Please note that this is simply so | can match your response here o your input in our 1-1 To what degree do you think you are able fo think fully and with quality in your team
discussien. | am the only persen with access to your input and all content is treated meefings?

fidentiall d thil d in the findi ill be sanitized and L
confidentially and anything used in the findings wi sanilized and anonymous To what degree do you think the team is able to think fully and with quality in your team
Which team are you participating in this research with? meefings?

How long have you been with this team?

What are the factors that you believe influence your psychological safety in society more
broadly?

What are the factors you believe influence your psychological safety within your organisation
but outside of your team?

Pzychological safety 5-point ranking questions {strongly agree to strongly disagree):
In this team, it is easy to discuss difficult issues and problems.

In this team, | won't receive retaliation or criticism if | admit te an error or mistake

It iz easy to ask a member of this team for help.

In this team, | feel safe offering new ideas, even if they aren't fully-formed plans

In this team, people are accepted for being different.

In this team, my teammates welcome my ideas and give them time and attention.

Members of this team could easily describe the value of others' confribufions.

In this team, people talk about mistakes and ways to improve and learn from them.

In this team we take time to find new ways to improve our feam’s work processes

Members of this team raise concerns they have about team plans or decisions.

In this team, we try to discover our i i and seek counter-arg
about issues under discussion.

Thinking Environment 5-point ranking questi { gly agree to gly
disagree):
To what degree do you experience the of ion in your team ings?

To what degree do you experience the component of Equality in your team meetings?
To what degree do you experience the component of Ease in your team meetings?

To what degree do you experience the component of Appreciation in your team meetings?

To what degree do you experience the p of E it in your team
meetlings?
To what degree do you experience the p of Feelings in your team s
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Post-intervention online survey questions
Open-ended questions:

What is your name? This is simply so | can match your response here to your input in our 1-
1 discussion. | am the only persen with access to your input and all content is freated
confidentially and anything used in the findings will be sanitized and anonymous.

VWhich team are you participating in this research with?
Psychological safety 5-point ing questi {: gly agree to strongly dizagree):

In this team, it is easy to discuss difficult issues and problems.

In this team, | wen'i receive retaliation or erticizm if | admit to an errer or mistake
Itis easy to ask a member of this team for help.

In this team, | feel safe offering new ideas, even if they aren't fully-formed plans

In this team, people are accepted for being different.

In this team, my teammates welcome my ideas and give them time and attention.
Members of this feam could easily describe the value of others' confributions.

In this team, people talk about mistakes and ways to improve and learn from them.
In this team we take time to find new ways to improve our team's work processes
Members of thiz feam raise concems they have about team plans or decizions.

In this team, we try fo discover our underying assumptions and seek counter-arguments
about issues under discussion.

Thinking Environment 5-point ranking questions (strongly agree to strongly
digagree):

To what degree do you experience the component of Attention in your team meetings?

To what degree do you experience the component of Equality in your team meetings?

To what degree do you experience the component of Ease in your team meetings?

To what degree do you experience the component of Appreciation in your team meetings?

To what degree do you experience the component of Encouragement in your feam
meefings?

To what degree do you experience the component of Feelings in your team meetings?
To what degree do you experience the component of Information in your team meetings?
To what degree do you experience the component of Difference in your team meetings?
To what degree do you experience the component of Place in your team meetings?

To what degree do you think you are able to think fully and with quality in your feam
meefings?

To what degree do you think the team is able to think fully and with quality in your team
meefings?

What do you think is the biggest difference that the Thinking Environment makes in a
meeting?
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Appendix C: Pre- and post-intervention qualitative questions for interviews
Pre-intervention interview questions

Intersectionality is defined as the way in which different layers of our identity interact to
shape our experiences and cognitive processes. These elements of social identity include
ethnicity, national culture, race, gender, age, education, heritage, socio-economic status,
gender identity, sexual orientation and disability amongst others.

+ Reflecting on the different elements of social identity, which are important for you?
« (If necessary), what more?

In the quantitative survey you may recall a question exploring “in this team people are
accepted for being different”.

o What do you think "difference’ means in the context of your team meetings?
o How would you describe your ability to be “yourself in team meetings?

The survey also asked you to reflect on the presence of the 10 components of the Thinking
Environment in your team meetings.

+ Inreflecting on your ability to be “yourself in team meetings’ what influence do you
think the presence (or not) of these components has?

The survey asked you about the ability for you and your team to think fully and with quality in
your team meetings.

« What more, if anything else would you like to share on that?

« Taking a step back to reflect on our conversation today, what are your observations?

» Inreflecting, what, if anything do you think may have influenced your responses in
our time today?

Post-intervention interview questions

You may recall when we first spoke | read you a brief description of intersectionality. (check
if would like to reread it)

Intersectionality is defined as the way in which different layers of our identity interact to
shape our experiences and cognitive processes. These elements of social identity include
ethnicity, national culture, race, gender, age, education, heritage, socio-economic status,
gender identity. sexual orientation and disability amongst others.

# |wanted to check what if any freshest thinking may you have on this?

You may recall in our previous conversation | asked you what you thought the concept of
‘difference’ means in the context of your team meetings.

» Reflecting on the team meetings, what more have you maybe noticed about the
‘difference’ present in that space?

+ Reflecting on applying the Thinking Environment in the team meetings, what if any
change have you noticed in what you bring into the space?

» Reflecting on the application of the Thinking Environment in your team meetings,
what, if any influence do you think it has had on your ability to ‘be yourself in that
setting?

» Reflecting on the application of the Thinking Environment in your team meetings,
what have you noticed about the:

- Quality of discussion?

- Ease with which you participate?

- The level of participation of the group?

- Your own level of participation?

* You may recall in the survey you were asked to reflect on the presence of the 10
components of the Thinking Environment in your team meetings.

Which of the components of the Thinking Environment do you think felt easiest for
you?

# And which may have felt more of a struggle?

+ Reflecting on what you have just shared, what do you notice?

» The survey asked you about the ability for you and your team to think fully and with
quality in your team meetings. What did you notice when applying the Thinking
Environment?

Taking a step back to reflect on the experience overall, what are your observations?

» In reflecting on our conversation today, what has been most present for you that may
have influenced your perspectives?
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PROVISIONAL TITLE

How can the Thinking Environment build psychological safety in team meetings to improve
the quality of individual and collective thinking and action?

RESEARCH QUESTIONS

6. How effectively can the Thinking Environment approach be applied as a live learning
experience in a team meeting setting?

7. To what extent can the Thinking Environment help build psychological safety in a team
meeting setting?

8. What is the perceived impact of the Thinking Environment on individual thinking and
action?

9. What is the perceived impact of the Thinking Environment on collective thinking and
action?

10. What is the experience of the team, the individual and the researcher in this process?

CONTEXT
Market Context

The technological advancements of the 20" century have driven globalisation, changing how
we live and work. Labour migration and technology, in particular influence the complexity
that societies, businesses, teams and individuals are grappling with (Cox et al 2014). More
recently, the COVID-19 pandemic has led greater adoption of virtual and interconnected
working (Mangla 2021, Reuil 2022). There is also emerging recognition of intersectionality

and the far-reaching implications of this (Zhang et. al 2021).

Organisations are facing the challenge of how to adapt working practices to support
individuals and teams navigate cross-cultural and intersectional complexity (Cox et. al 2014,
Booysen 2015, Stout-Rostron 2017).

Literary Context

Culture
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Early cultural theorists, such as Hofstede (1997), Trompenaars and Hampden-Turner (1998)
and Rosinki (2003) define culture as the constructed and collective understanding a group of
people differentiating it from another group, manifest through symbols and language, values
and assumptions. However, as explored in their recent paper, this author (Britz 2022)
concurs with more recent views that due to globalisation culture cannot be viewed as a
single construct, rather as a shifting kaleidoscope of different dimensions such as race,

ethnicity, gender, sexual orientation, education etc.

Intersectionality

There is also an increasing dialogue on the need to recognise these layers of ‘difference’ or
‘intersectionality’ as the complex multiple realities and lived experiences that exist within
individuals and group identities, especially for those who have experienced social injustice.
Roche and Passmore (2021) express the view that, in trying to manage diversity, many
organisations have inadvertently been deaf to the voices of unique difference and lived

experience.
Psychological safety

To hear difference, organisations need to first create an environment where people feel they
are listened to and safe expressing themselves openly without judgement. In her study
‘Psychological Safety and Learning Behaviour in Work Teams’ Edmondson (1999) defines
team psychological safety as a shared belief that it is safe to take a personal risk such as
speaking one’s mind and a team environment “characterized by interpersonal trust and

mutual respect in which people are comfortable being themselves” (p 354).

In a competitive business environment where innovation and improvement is vital there is a
commercial benefit of psychological safety as seen in the longitudinal study by Google’s
People Analytics Group which indicated that psychological safety was a key characteristic of
the company’s high performing teams (Newman et. al 2017). Similarly Stout-Rostron’s
(2017) review of diversity studies in the workplace included how cognitive task performance
and solution finding is better when there are differing opinions. However, research such as
Singh et al (2013) also indicates that the greater the diversity of the group the more

challenging it is to create psychological safety.

Introducing the Thinking Environment
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The Thinking Environment is an approach founded on a positive philosophical belief in the
capability of all individuals as independent generative thinkers that is enabled through the
creation of a safe space of deep, respectful and appreciative listening without assumptions
(Kline 2020). The Thinking Environment methodology is imparted through a facilitated
experiential learning process that calls on the individual and collective accountability of the
group (Time to Think 2021).

As shown in Figure 1 (Time to Think 2021) below there are ten components which Kline

(2020) suggests create the Thinking Environment when embodied by a group.

FEELINGS

NFORMATION

ENCOURAGEMENT

Figure 1: The Ten Components of a Thinking Environment
(Time to Think 2021)

One component is ‘information’ which includes all elements of an individual's social context
and the freedom to choose what to surface (Kline 2021). This aligns with Roche and
Passmore (2021) who argue that to fully recognise the multiculturalism and intersectionality
of today’s workplace it is important to also acknowledge the historical social injustice that

was and still is present.

Organisational Context

Rio Tinto plc is an organisation that epitomises the influence of globalisation and intercultural
complexity and intersectionality in the workplace. A multi-national company with over 40,000
employees located in more than 40 countries around the world, Rio Tinto is vocal in its
commitment to increasing the diversity of its workforce and driving a culture of greater

inclusion where “all voices are heard, all cultures respected” (Rio Tinto 2023).

JUSTIFICATION AND INTENDED VALUE OF RESEARCH
______________________________________________________________________________
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As a coach working with organisations of diverse workforces this author witnesses the
challenges in navigating multi-cultural complexity and intersectionality outlined above and
agrees with the potential positive impact on the individual, team, organisational and societal

level of finding ways to recognise and make space for diversity of thought and identity.

As a trained practitioner of The Thinking Environment this author seeks to conduct a work-
based research study that explores how the Thinking Environment might be used to build

psychological safety in diverse teams.
This author believes this research is timely and offers three core potential benefits:

1) To raise awareness of the layers of complex multiculturalism and intersectionality that
exists in teams.

2) To further contribute to the research on psychological safety and diversity in team
settings.

3) To provide practical and accessible guidance on the Thinking Environment as a

methodology to support organisations in recognising and embracing diversity.

METHODOLOGY

The author believes that the ontology for this study is that of Interpretivism. The research
is focused on understanding participants’ subjective experiences and perspectives of the
Thinking Environment and recognises their views will be influenced by their respective layers
of intersectionality. However, the author also acknowledges she comes with her own
personal layers of intersectionality and cultural influence which will influence her interactions
with the participants and the analysis of the data. Both these elements echo Interpretivism*

and in particular the Interpretivist approach of Symbolic interactionism®.

The research will also be informed by the Critical Theory of transformative learning 6 in

line with the intention to contribute to the movement for positive social change by helping

4 “Interpretivism argues that truth and knowledge are subjective, as well as culturally and historically
situated, based on people’s experiences and their understanding of them. Researchers can never be
completely separate from their own values and beliefs, so these will inevitably inform the way in which
they collect, interpret and analyse data” (Ryan 2018, p8).

5 Symbolic interactionism has three core principles: 1) People’s behaviour is based on their own
meanings; 2) Meanings are generated from social interactions; 3) People may adapt meanings, based
on their perceptions of situations or their experiences of them (Ryan 2018, p9).

6 The process of participatory research to build awareness of current state in order to identify

OEﬁortunities for social change SFIeminc-; 2021:.
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organisations challenge their traditional practices and find ways to better embrace diversity

in the workplace.

RESEARCH DESIGN AND METHODS

This author suggests the research is conducted as a phenomenological action-based

case study. Figure 2 below briefly describes these elements (Denscombe 2014) and their

link to the research questions.

Research strategy

Justification

The case study approach, widely used
in small-scale social research seeks to
explore in-depth one, or a few elements
of a particular phenomenon. The aim is
to gather insights from study of that
specific element with potential for
broader implication. In particular, case
studies explore relationships and
processes in social settings and the
interplay of elements present in that
situation.

A case study approach will explore the specifics mentioned in the
overarching question:

How can the Thinking Environment build psychological safety in team
meetings to improve the quality of individual and collective thinking and
action?

It will examine a specific situation that is a common phenomenon in the
workplace, ie team meetings, with the aim of understanding the effect of
the Thinking Environment on participants in that situation.

It is concerned with exploring how the relationships between
participants shift as a result of the process applied.

Action research is focussed on
addressing issues and finding solutions
in the ‘real world’ and is often used in
small-scale social research and to help
further professional development. It is
also committed to incorporating the
findings to become a cycle of research,
often encouraging the participants to be
involved in the design and
implementation of the research rather
than subjects of it.

An action research approach will help address the research questions:

How effectively can the Thinking Environment approach be applied as a
live leaming experience in a team meeting setting?

To what extent can the Thinking Environment help build psychological
safefy in a team meeting sefting?

The research seeks to help organisations make progress in addressing
the challenge of embracing diversity and nurturing high performing
team.

Phenomenology seeks to study the
subjective experience of a participant
and understand a situation through
their eyes.

A Phenomenaological approach will help answer the research questions:

What is the perceived impact of the Thinking Environment on individual
thinking and action?

What is the perceived impact of the Thinking Environment on collective
thinking and action?

What is the experience of the team, the individual and the researcher in
this process?

This approach is selected in recognition of the highly subjective nature
of the study and seeks to consciously consider the perspectives of the
participants with their unique intersectional identities and how these will
each be different from each other and the researcher.
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Figure 2: Research choice described by Descombe (2014) and author’s justification

The author is recommending a three-stage mixed methods approach as shown in Figure 3
below. Mixed methods is recommended for case studies to increase the strength of the

internal validity through data triangulation (Crowe et al 2011).

~

» Quantitative survey using variation of Edmondson’s 7-scale psychological safety test, an example is
provided in Appendix A.
= Qualitative 1-1 interviews seeking individual’s perspective on their own intersectionality, team
dynamics, level of awareness of team diversity and how diversity is present (or not) in team meetings.
Stage 1: Indicative questions can be found in Appendix B.
=TT+ Observation of a team meeting to capture researcher’s perspective of team dynamics and to obtain a
test baseline of team interaction in a team meeting setting.

« Over a period of four team meetings (one hour each) researcher is to facilitate team’s applying the\
Thinking Environment to the team meeting process.

» The researcher will join the meeting virtually via zoom to a) echo the standard process for this team
given their geographic variation; b) provide a degree of distance from the participants, c) ensure a
consistent form researcher presence across all cases.

« The fifth team meeting the researcher will move back into observer mode with team independently
applying the Thinking Environment.

Stage 2-

Intervention » Phenomenological auto-ethnographic reflection of researcher/ facilitator on process.

+ Phenomenological team reflective practice at end of each meeting (feeding back into the action
research cycle).

» Observation of final team meeting to capture researcher’s perspective of team. /

- Quantitative survey using variation of Edmondson’s 7-scale psychological safety test.
« Qualitative 1-1 interviews seeking individual's perspective on whether they have noticed any shifts in
how they feel about surfacing their own intersectionality in team meetings, the team dynamics, level
Stage 3: of awareness of team diversity and how diversity is present (or not) in team meetings.
- Participants will also be given the option to receive a copy of the initial findings to provide their

Post-intervention feedback on.

test

Figure 3: A proposed three-stage research design

CASE SELECTION AND SAMPLING

Crowe et al (2011) and Denscombe (2014) both stress the importance of careful case
selection in any case study research. Given the specific focus of a case study there is not a
recommended sample size (Denscombe 2014) however Crowe et al (2011) offer three types

of case study approaches as shown in Figure 4 below.
-
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Intrinsic study Case is selected for its own unigue merits rather than being

representatives of other cases.
Instrumental study | The case is selected as a ‘typical’ case where it is it not about the unique

characteristics of a particular case but rather provides opportunity to

study an issue or phenomenon.

Collective study Multiple cases are carefully selected to enable comparisons to be made.
Typical' cases may be selected to enable analytical generalisation, or

they may be selected for replication logic (to test a theory by seeking to

replicate the findings in a second or third case)

Figure 4: Three case study types (Denscombe 2014)

For this study the author proposes to run an instrumental case study however, would like
to potentially expand the research to a collective case study with two other cases to test
application of the Thinking Environment with teams of varying levels of multiculturalism and

potential intersectionality as outlined in Figure 5 below.

Primary instrumental case study

+ Case A the Rio Tinto Copper, Growth & Development team. A highly culturally diverse group of
10 individuals situated across multiple locations. The majority of team interaction is virtual and
each is physically working in an environment of cultural difference. There is also a variation in
age, gender, education and work experience.

Further collective case study

» Case B: a team from a New Zealand government agency situated across two locations with a mix
of co-located in person and all-team virtual meetings. There is a mix of cultural heritage,
indigenous identity, however with a dominant national culture. There is a range of age, gender
and education.

+ Case C: a small site-based co-located team within a subsidiary of Rio Tinto and based in South
Africa. Team meetings are invariably in-person. All team members are from the same region and
tribal affiliation however there is diversity in gender, age, education and experience.

Note:

+  All cases will ideally comprise a minimum of four and maximum of 10 individuals (numbers
provide some degree of difference to be present but numbers are still manageable for all voices
to be heard in a one-hour meeting structure).

+ At the time of writing this author has received formal approval from Case A found in Appendix C,
with pending approval from Case B and C.

Figure 5: A two-part case study

1
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ETHICAL CONSIDERATIONS

There are five main ethical considerations for this study that the authored has identified which

are outlined in Figure 6 including suggested mitigations.

Ethical considerations

Proposed mitigation

1. To protect the
peychological safety
and well-being of
participants through
the study

At the start of every meesting participants will be reminded of their
autonomy in the process and their right to step off the study at any point
should they not feel comfortable.

& paricipant information and consent form will be shared for them fo
=ign before the study commences providing full and transparent
disclosure of the research aims, process and methodology.

As an accredited coach with the Infermational Coaching Federation
(ICF}, the author's practice is founded on the principles of the ICF's
Code of Ethics (ICF 2023].

2. Confidentiality of the
buzinezs information

The author will offer to sign an MDA with each of the organisations. Mo
company information will be recorded in any way during any of the
meetings.

3. Confidentiality of the
personal perspectives
that will be collected
from the participants

All personal information will be gathered, stored and disposed of in line
with GOPR principles as shown in Appendix D (GDPR 2023). This will
include using data keys to separate identifying information from
personal perspectives, encryption to store or send any data, and the
destruction of all personal information upon completion of the research
project. While the research will be conducted with participants in
different jurisdictions mo data will be transferred across borders, rather,
all data will e gathered and stored in Mew Zealand where the author is
located.

4. Rezspecting the
cultural practices of
participants

Given the research will be conducted with people from a range of
different cultures and infersectional identities, it is important to
Ecogrjies and hooouwr the different cultural/ indigenous perspectives
such as Aboriginal storytelling in Australia, honoring te figli o Waitangi in
Mew Zealand, recogrising the frauma of social and racial imjustice that
has and continues fo be part of the lived experence of many South
Africans.

5. Implication of being
an insider rezsearcher
and the potential
impact on the research
process and results

Costley et. al (2010) refer to the risk of research influence through pre-
existing relationships befween the researcher and participants. The use
of the parlicipant consent form and the reminder at the start of every
inferaction of the purpose of the research and the frame of the
inferaction is infended to help boundary the research from any other
interaction. Given the author's adherence to the ICF Code of Ethics, any
conversations that occur ouiside of the research will also be boundaried
within those coaching interactions.

The author is conscious that they are also invobeed in the research itself
and so have built auto-ethnographic methods into the research and
methods design to ensure those perspectives are captured and
considered separate to the input provided by the paricipant.

Participants will complete a reflective exercise during the intervention in
line with action research and will also be invited to share their views on

Figure 6: Ethical considerations and proposed mitigation

ALANNAH BRITZ - STUDENT NUMBER: 2029338 67




LEARNING OUTCOMES

In addition to the Module 7 learning outcomes this author has three individual learning

outcomes:

1. Building skill in conducting insider research
2. Deepening knowledge of cultural diversity and intersectionality, including in-depth literature
review, and the implications of these for future society.

3. Expanding this author’s consultancy to support organisations in their diversity efforts.

TIMESCALES

e S N S
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APPENDIX

Appendix A: Example of Edmondson’s 7-point scale test for psychological safety
(Edmondson 1999)

Strongly Strongly
disagree Neutral agrea
Part 1: Individual safety 1 2 3 4 5
1 | Inthis team, it is easy to discuss difficult issues
and problems.
2  |won't receive retaliation or criticism if | admit
to an error or mistake.
3 | ltis easy to ask a member of this team for
help.
4 | | feel safe offering new ideas, even if they
aren't fully-formed plans.
Part 2: Team respect 1 2 3 4 5
5  Inthis team, people are accepted for being
different.
6 My teammates welcome my ideas and give
them time and attention.
T  Members of this team could easily describe the
value of others’ contributions.
Part 3: Team learning 1 2 3 4 5

8  Inthis team, paople talk about mistakes and
ways to improve and learn from them.

9  We take time to find new ways to improve our
team’s work processes.

10  Members of this team raise concemns they
have about team plans or decisions.

11 | We try to discover our underlying assumptions

and seek counterarguments about issues
under discussion.

Appendix B: Indicative pre- and post-intervention qualitative questions for interviews

¢ Intersectionality is defined as the different layers of our identity such as ethnicity,
national culture, race, gender, age, education, heritage etc. Please share some of the
elements that in your view make up your identity.

o Please describe which if any of these elements of identity do you see in your team?

e Do you feel that this presence, or lack thereof of shared identity elements influences
how you interact in team settings?

e How would you describe the dynamics of your team meetings?

e Whatis the impact, if any, of these dynamics on your ability to think fully and
generatively in team meetings?

e How would you describe the team’s collective thinking?

1
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Appendix C: GDPR Principles relating to processing of personal data (GDPR 2023)

a)

b)

1.Personal data shall be:

processed lawfully, fairly and in a transparent manner in relation to the data
subject ('lawfulness, faimess and transparency’);

collected for specified, explicit and legitimate purposes and not further processed
in a manner that is incompatible with those purposes; further processing for
archiving purposes in the public interest, scientific or historical research purposes
or statistical purposes shall, in accordance with Article 89(1), not be considered
to be incompatible with the initial purposes (‘purpose limitation’);

adequate, relevant and limited to what is necessary in relation to the purposes
for which they are processed (‘data minimisation’);

accurate and, where necessary, kept up to date; every reasonable step must be
taken to ensure that personal data that are inaccurate, having regard to the
purposes for which they are processed, are erased or rectified without delay
(‘accuracy’);

kept in a form which permits identification of data subjects for no longer than is
necessary for the purposes for which the personal data are processed; personal
data may be stored for longer periods insofar as the personal data will be
processed solely for archiving purposes in the public interest, scientific or
historical research purposes or statistical purposes in accordance with Article
89(1) subject to implementation of the appropriate technical and organisational
measures required by this Regulation in order to safeguard the rights and
freedoms of the data subject (‘storage limitation”);

processed in a manner that ensures approprate security of the personal data,
including protection against unauthorised or unlawful processing and against
accidental loss, destruction or damage, using appropnate technical or
organisational measures (‘integrity and confidentiality’).

2.The controller shall be responsible for, and be able to demonstrate compliance with,
paragraph 1 ("accountability’).

Appendix D: Organisational approval for research

MA Proposal

Hannigan, Dom (RTS) <Dom.Hannigan@riotinto.com>
To Alannah Britz

Dear Alannah,

Thank you for your proposal for our team in Rio Tinto, Copper Growth & Development to be part of your MA Research Project.

After sharing the proposal and talking with the team, and with Munkhsukh as our MD, | can confirm that we’d be delighted to take part.

We are a team of approximately 10, with our locations in Brisbane, Perth, London, Tokyo and Ulaanbaatar.

We are looking forward to hearing from you and getting started.

Dom

Dom Hannigan

General , Growth & D F Rio Tinto Copper

M (+61) 427 791052
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Appendix E: PG2_Application_for_Ethical_Approval_A.Britz (2029338) with
Supervisor signature amended 4 March 23

s Iniversity of Wal PG2/ E1 FORM

APPLICATION FOR ETHICAL APPROVAL

RESEARCH STUDENTS
This form is to ba complated by the student within $1X months for full-time students and TWELVE months
for part fime students. ater the commencement of the ressarch degre= or folloning progression fo Part
Two of your course.

Once complete, submit this form via the Myl S0 .Doctoral College Portal st (https://mytsd uwtsd.ac. uk).

This decument is also available in Welsh.

RESEARCH STAFF ONLY
jons relating to this application during its must be in writing and emailed to
paressech@uwisdac.uk , with the title ‘Ethical Approval followed by your name.

STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form

(and receive the outcome) via systems explained to you by the sup leader.

In arder for research to result in benefit and mi ise risk of harm, it must be conducted athically. A
researcher may not be covered by the University’s insurance if ethical approval has not been obtained
pricr to commencement.

The University follovrs the OECD Fraseati manual definition of research activity: “creative work undertsken
on 3 systemaiic basis in crder to increase the siack of knowledge, inciuding knowledge of man, culturs and
saciety. and the use of this stock of knowiedge to devise new applications™. As such this covers activities
undertsken by members of staff, postgraduate research swdents, and both taught postgraduste and
undergraduate students working on dissertatons/projects.

The individusl undertsking the research activiy is knawn as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing
within normal educational requirements, and litzrary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Pisase ss=
Checkiist for details of process for differant categories of application

SECTION A: About You (Principal Researcher)

1| Full Name Alznnah Britz
2 | Tick all boxes that apphy- Mamber of staft g‘ﬂgv"u’_““' === o
Taught Fostgraduste Fosipraduate
Undergracuate Student | 0 | g B | Resthrch Siudent
3 | InstuiiAsademic Neura Minds Ltd
Discipline/Centre
S ||EEnp student
5 | E-mail address tznnah br o
48421 321 842

& | Contact Telephone Number:
For students:

h Univer f Wal PGZ1E1FORM

7 | Student Number: 2029338

8 | Programme of Sty Professional Practics (Neura-coaching)

9 | Director of StudiesiSupeniisor | Rabiya McKeverne

SECTION B: Approval for Research Activity

T [ Fia= the res=arch aciivily recew=d approval i pAnciple?
{pleas= check the Guidance Nates 3= to the approgriste ves | = N -
approval process for different levels of research by difizrent

catagories of individual)

Dare
2 | If ¥as, please indicate souice of | Racearch Degress Commities =
approval (and date where known):
Approval N principlé  mMUST D& | Institute Ressarch Committze o

obained from the relevant Source

Drior 1o saeking emhical spproval - | The research actvity has baen

approved by the team whe will be
participating in the research — = 2000112023
pleasa sea end of form

SECTION C: Internal and External Ethical Guidance Materials

Please list the core ethical guidance documents that have been referred to during the compietion of
this form (including any discipline-speciic codes of rasearch sthics. location-spaciic codes of
research ethics, apd.alsa any specific ethical guidance relating to the proposed methodology).
Pleaze tick to confirm that your research proposal adheres to these codes and guidefines. You may
add rows fo this table if neaded

[ " | UWTSD Rasearch Ethics & Integrity Cods of Practice =
2 | UWTSD Research Data Management Policy =
3 | COSTLEY. C. ELLIOTT. . and GIEAS. F. (2010) Doing woskbased research: =]

0 anquiry for Los Aingeles: SAGE.
4 | Article 5 GDPR dta privacy =

SECTION D: External Collaborative Research Activity

If there are extemal sollaborators then you should gain consent from the confact persons fo share their
personal dsta with the university. If there are no external collsborators then beave this saction blank and
cantinue ta section E.

1 Institution Rio Tinto plc

T | Coniadt person name
Dom Hannigan

3 | Coniact person e-mail addmss Dom hannigan@ritinto.cam
4 Is your research extemally funded? YES o NO ®
5 | Are you in receipt of 3 KESS i YES [=] NO [z
& [ Voluntary Yes [ o NO =
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T [Areyou i ployed o ol
undertake this research in sither a YES o NO B
[paid or woluntary cagacity?

[ Is the research being undertaken If ¥ES then the
within an existing UWTSD Athefa. | permission question YES - NO B
Professional Lesrning Partnership below does not need
{APLP)? t0 be answered.

[ Has permission to undertake the {If YES attach copy)
research has been provided by the If NO the application YE& = NO o
parmner isati cannat continue

Where research activity is carried out in collaboration with an external organisation

10 | Does this arganisation have its own athics approval system? | YES | = | NO | 2]

If ¥as, please attach a copy of any final approval (or interim approval) from the organisation (this
may b= a copy of an email if appropriate).

The primary participant group for the instrumental case study, Rio Tinte Copper, Growth &
Development tzam and one of the further potential participant groups to form a collective case
study. Rio Tinto Richards Bay Minerals don't have their own ethic spproval system.

However, the NZ government department. K3ipganrs. does have its own ethics approval system

SECTION E: Details of Research Activity

How can the Thinking Environment build psychological safety in feam
1 Indicative title: meefings to improve the quaily of individus! and collective thinking and
sction?
2 Proposed start date: & March 2023 Proposed end date: 12 July 2023
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points below:
Fumose of Research Activity
Proposed Research Question
Aims of Research Activity
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How & i

5n ares of
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differing apinicns. Hawever, mssarch such as also indicates that the greater the diversity of the graup the

mare itis o create ical safety. Organisations are facing the challenge of how to adant
warking practices to suppart and teams navigate o ltural and i i

The Thinking Envircnment is an approach that believes allindividuals are capabile of i

thaught by creating a sale space of deep, raspeartful and lis2ening without

The purpose af the research is 1o work with a team in Rio Tinto ple as an organisation that epitomises the

influence of andi and i in the workplace to explars haw the

Thinking Environment can help creats an environment of psychalogical safety.

Research Question

How can the Thinking Environment build psychological safety in feam meetings to improve the

quality of individual and collective thinking and sction?

RESEARCH QUESTIONS

1. How effectively can the Thinking Environment approach be applied as 3 live learning experience|
in a team meeting setting?

2. Towhat extent can the Thinking Environment help build psychalogical safety in 3 feam mesting|
setting?

3. Whatis the perceived impact of the Thinking Environment on individual thinking and action?

4. Whatis the perceived impact of the Thinking Environment on collective thinking and action?

5. Whatis the experiznce of the team, the individual and the researcher in this process?

Aims of Research Activity

As a coach working with organisations of diverss warkfarces this auther withesses the challenges in navigating

s and sutined abave and beleves in the potential pasitve impact on
5 [the individual, team, organisational and sacietsl levels of finding ways to support this navigation.

s a trained practiioner of The Thinking Erviranment this author sesks i canduct a work-based research
sty that explores haw the Thinking Environment might be used 1o build psychological safety in diverse

mams

Objectives of Research Activity

This authar befeves this resesrch is timely and offers three core patential benefits:

April 2022 4
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1) Torsise awareness of the layers of complex multizulturalism and intersectionality that exists in
teams.

2} Tofurther contribute fo the research on psychologicsl safety and diversity in team ==ftings.

3} To provide practical and sccessible guidance on the Thinking Environment as a methadalogy to

support organisations in recognising and embracing diversity.

Proposed methods (maximum 600 words)

Provide 3 hrief surpmary of all the methods that may be used in the research activity, making it clear
what specific techniques may be used. If methods other than thoss listed in this section are deemed
appropriate Iater, additional ethical approval for those methods will be needed. You do not need o
justify the methods here, but should instead describe how you intend to collect the data necessary
for you to complete your project.

The ontology for this research will be that of Interpretivism apd.alsa informed by the Critical Theory
of transformative lesrning in line with the intention to contribute to the movement for positive social
change by halping gepanisatinns challengs their traditional practices and find ways to better
embrace diversity in the workplace.
The research will be conducted as a phenomenological action-based case study using a
three-stage mixed methods approach
Stages 1and 3 are pre- and post-intervention and will include:

- Quamnatwe suruey n;lng variation of Edmondson's 7-scale psychological safety test.

1

+ O -1 i=ws seeking individual's perspective on their own intersectionality, team
dynamics, level of awareness of team diversity and how diversity is present (or not) in team
mesatings.

= Observation of a team meeting to capiure E ive of team ics and to
obtain a bazsline of team interaction in a team meeating seiting.
In stage 3 participants will also b= given the option to receive 3 copy of the initial findings to provide
their feedback on on as a way of helping mitigate perspective influence 3353 pesult of insider
research.

Stage 2 - the intervention will invohe:
«  Ower a period of four team mestings (one hour each) researcher is to facilitate teams
applying the Thinking Environment ta the team meeting process.
+ The fifth team meeting the researcher will move back into observer mode with team
independently applying the Thinking Enviranment.
»  The rezearcher will join the mestings virtually vis zoom to 3) echo the standard process for
this team given their geagraphic variation; b) provide a degree of distance from the

) ensure a form researcher p across all cases.
The :Iata gaihenng rrmhcd: far Stage 2 will comprise:
- [EN graphic reflection of cher/ facilitstor on process.

. Phennmﬂnnloglcal team reflective practice at end of =ach mesting (feeding back into the
action research cycls).
+ Observation of final team mesting to capture researcher's perspective of team.

It is proposed that the research is run as an instrumental case study howsver, would like to
expand the research to 3 collective case study with two other cases to test application of the
Thinking Environment with teams of varying levels of and potential i ality.
The primary case study will be with the Rio Tinto Copper, Growth & Development team. A highly
culturally diverse group of 10 indiiduals situated across multiple locations. The majority of tearn
interaction is witual and each is physically working in an environment of cultural difference. There is
also a variation in age, pender, education and work expenence

The szcondary case studies will P

PG2 [ E1FORM

& team from a Mew Zealand government agency situated across two locations with a mix of
co-located in person and al-team virtual mestings. There is 3 mix of cultural hentage.
indigenous identity, however with 3 dominant national culture. There is 3 range of age,
gender and education.

& small site-based co-located team within 3 subsidiary of Rio Tinto and based in South
Africa. Team mestings are invanably in-person. All team members are from the same region
and tribal affiliation however thers is diversity in gender, age, education and experience.

= All cases will ideally comprise a minimum of four and masdmurm of 10 individuals {numbers
provide some degree of difference to be present but numbers are still manageable for all
woices to be heard in 3 one-hour meeting structure).

At the time of writing this author has received formal approval from Case A (attached), with
pending spproval from Case 8 and G

.

.

.

v

ocation of research activity
Identify all locations where research activity will take placs.

All research will be conductsd virtually piven the globally dispersed location of the participants. The
participants of the primary Case study are lacated.in Australia, Mongolia, Japan and UK. The
potential participants in the secondary case studies 3e= located.ja South Africa and New Zealand.
The researcher is based in New Zealand.

rd

Research activity outside of the LK
If research activity will taks place overseas, you are responsible for ensuring that local ethical
cuns»demllnns are comphied with and that me rEIevant pennlsslcms are snughl Specify any local

ines (2.g. from local that exist and
whether these involve any ethical stipulstions beyond those usual in the UK (provide details of any
licenses or permissions required). Also specify whether thers are any specific ethical issues raised
by the local context in which the research activity is taking place, for example. padiculac culiul
andfor legal s=nsitivities or vulnerabiliies of participants. If you live in the country where you will do
the then please state this.

Given the research will be conducted with people from a range of different cultures and
intersectional identitizs, it is important to (zrggaise.and hopauy the different cultural indigenous
perspectives such as Aboriginal storytefiing in Australia, honoring bs tirifi, o Waitangi in New Zealand
{Te Ara Tika hitps:fwww.hrc gout.nz/rescurces fte ara-tika-guidelings-maor-research-ethics 4

charter of Ja Mana BARKR,

302061 5ci7dde 1/f24883/145441 783 5052T
e+Mana+Rarsunga+l podf 3, jizipg the trauma of social and racial
injustice that has and continues to be part of the lived experience of many South Africans.

The researcher ﬁlnaa.tedm MNew Zealand.

s b Show Expand s:

Use of documentation not in the public domain: Are any documents NOT NO o
publicly availsble? = =

organisstion will be discussed, the researcher will offer to sign an NDA with the organisations to

If ¥as, please provide details here of how you will gain access to specific documentation that is not
in the public domain and that this is in accordance with the current data protection law of the
«couniry in question and that of England and Wales.

Az part of the Thinking Environment application in tesm mestings, an agenda will be developed for
each meeting and circulated to the team ahead of each mesting. As this is a document specific to
the team and that paricuac mesting and will be focussed on organisation-specific content it is not
expectad to be publicly availabls.

All buzsinazs ralated documentation will not be stored by the researcher.

Az in the team mestings where the Thinking Enviranment will be applied content specific to that
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provids assurance Mal no company spechc miarmabon will b2 shared or indluded in he research
or related documentation. This is possible as the research will focus solely on the researcher's
observations of the team interactions in the me=ting. the individual interviews before and after the
series of team mestings where the Thinking Enviranment will be applied, and the quantitative
surveys and none of this will be on the specific content discussed but rather the individuals’

of and their

{this G Showd exDand &5 Jou toel

Dioes your research relate to one or more of the seven aims of the Well-being

of Future Generations (Wales) Act 20157 YES NO
12 | A prosperous Walss = (m]
13 [ A resilient Wales = o
14 | A healthier Wales = o
15 | A more equal Walss = [m|
16 | A Wales of cohesive communities =] [=|
17 | AWales of vibrant culture and thriving Welsh language = o
18 | & globally responsible Wales = (m]

18 | FYES to any of the above, please give details:
"While: the ressarch does not dirscllyl immeSately Impact any o e abave aims, e imended cbjecives of
the research could be applied within Wales and would then contibiute (o these sims such
Psycholopical safety has been proven to have a positive impact on business performance
- Psycholopical safety is directly linked to |nd|u|d ual mental well helng and tzsm rasilisnce
- The Thinking iz aimed at and
society create a space of equality and mutual respect and in dnlng 50 embraces me cultural
diversity with all its artefacts such as language.
- This study aims to help further the drive for positive social change for diverse and
intersectional communities.

SECTION F: Scopa of Research Activity

=
m
w
=
=]

Will the research activity include:

1 Use of a questionnaire or similar research instrurment?

= [m|
2 Use of interviews? i) o
3 | Use of focus groups? = [m]
4 | Use of participant diaries? [n] ]
£ Use of video or audio recording? = O
-] Use of computer-generated log files? =] =
T Participant observation with their knowledge? &= o
E:] Participant observation without melr knowledge? o ]
g :ufnrc‘:::smgu personal ar withaut the specific = B

Q University of Wa PG27E1 FORM

= istiaton of any queshuns, ==t SGmuL, o That may b2
experienced as physically, mantally or emotionally harmful { ofiensive?

11 | Parfarmance of any acts which may causs embarrassment or affect self-ssteam?

12 | Investigation of participants involved in illegal activities?
13 | Use of procedures that involve deception?
14 | Administration of any substance. agent or placebo?

15 | Working with ive vertebrate animals?

ofofo|ofofoln
Bl @ @8l@6 @ @8 @8

16 | Procedures that may have a nepative impact on the envirenment?

17 Other pnmary data collection methods. Flease indicate the type of data collection
method)

Detailz u!any “other primary data colledion method:

ithis hew should expand s you type]
If NC to every question. then the research activity is (ethically) low risk and may be exempt from some of the
following sections (please refer to Guidance Motes).

If YES to any question, then no research activity should be undertaken until full sthical approval has been
cbtained.

SECTION G: Intended Participants

If there are na paricipants then da not complete this section, but go directly to s=ction H.

Who are the intended participants:
YES NO
1 | Students or staff at the University? o =
2 | Adults {over the age of 12 and compatent to give consent)? = [m]
3 |Vulnerable adults? o =
4 Children and Young Peagle under the age of 187 (Consent from Parent, Carer ar B
Guardian will be required) E
5 | Prisaners? o =
8 | Younp offenders? o =
7 Thase who could be considered to have a particularty dependent relationship with =
the investigator or a gatekeepar? =
& | People engaged in dlegal sctivitis? o =
Others. Please indicste the participants below, and specifically any group wha
9 | may be unable to give consent.
Detailz of any oiher paricpant groups: = =

Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and
heowr will they be recruited?
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How many participants are 10 participants for primary case study.
10 | expect=d? Potentially another 20 for the secondary case study.
{this box sh

Wha will the participants be? Participants will be members of the teams who consent to
11 participate in the study.

tivs o sh

The participants will be auto-selected as they will be team

| e e ey i members of the t2ams who sgree to participate in the study.

participants?

Information for participants:

-
m
w
=
=]
=
=

13 ‘Will you describe the main research procedures to participants in

sdvance, so that they are informed about what to expect?
14 | Will you tell participants that their participation i= voluntary?
15 | Will you obiain written consent for participation?
18 ‘Will you explain to participants that refusal to participate in the
research will not affect their treatment or ion (if relevant)?
7 If the research is i . will you ask ici| for their

" | consent to being cbserved?
18 'Will you tell participants that they may withdraw from the research at
any time and for any reason?
1 With i ires, will you give particip. the option of omitting
qguestions they do not want to answer?
20 Wil you tell participants that their data will be freated with full
iality and that, if published, it will not be identi as theirs?
21 'Will you debrief participants at the end of their participation, in 3 way
ropriate fo the type of research underaken?

22 | If MO to any of above guestions, please give an explanation

BB B(E[(B) B B8 BB
o|lo|jo|ojo|o|o|olo
o|lo|jo|ojo|o|o|olo

s Do showd expand 55 1ou fype)

Information for participants:

-
m
w
=
=]
=
=

24 | Will participants be paid?

25 | Iz specislist electrical or other equipment to be used with participants?
28 Are there any financial or other interests to the investigator or

University arsing from this study?
27 'Will the research actwity involve deliberately misleading participants in
any way, or the partial or full of the specific study aims?

28 | If YES to any question, please provide full detsils

H|®E|®E =

o|o|ofo
o|o|ofo

q= fysgol Cymn
“ University of Wal PG2/E1FORM

SECTION H: Anticipated Risks

Outline any anticipated risks that may adversely affect any of the participants, the
researchers andlor the University. and the steps that will be taken to address them.

If you have completed a full risk assessment (for example s required by a lsboratory. or external
research collaborater) you may append that to this form.

Full sk sssszament complstad and appendad?

Yes o
No B

Risks fo parficipants

2 | For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm,
transfier of personal dats, sensitive organisational infermation
Risk to panicipants: W o I mitgate e o [0 pRTepaTs.
Therz is the potential that in the 1-1 interviews, | A1 the start of every intaraction there will be
discussing their intersectionality may bring up reminder of the participants’ autonomy and
same deep emations particularly if there is any | 3Dility 10 st2p away st any poini. .
persanal history of social injustica The practice of the Thinking Environment its=if
is focussed on creating a safe space of trust
and rapport that recognises and honours
sexual actvity,
drug use) or ssues likely o disciose information requiring further action (e.g. criminal acivity), give
3 details of the procedures to deal with these issues, mcluding any supportiadvice (2.9. helpline
numbers) to be offered to participants. Note that where apphicable, consent procedures should
make it clear that if something potentially or actuslly ilegal is discovered in the course of a project.
# may need to be disclosed to tha proper i
The research will not invaive any such activites as outlined above.
il expend 5 you ype)
ks to the investigator
4 | For example: personal health & safety, physical harm, emotional distress, risk of accusation of

harm/impropriety. conflict of interest

Risk to the investigator:

On raviewing the proposed research activity to
identify patential risk, the only onz of the
potential risks to the investigator is regarding
canflict of interest as some of areas of the
organisation are a client of the investigator and
could be aceused of lscking impartiality.

s Do Showid EXDang 55 Vou foe)

TR o Wl MRiGeRe e Tk 10 e Tresagaioy

&s.an ited member of the. i
{Cinaching Fedewation (CF). the iuesfigatac is
bound by the ICF's Code of Ethics which
includes protecting the confidentiality of
individuals and in addition as part of the consent
form there will be a statement of confidentiality
meaning that no infermation will be shared
between this research and any other
interactions with the organisation.

In terms of capturing the viewpaints of the
participants, the focus will b= purely on what
they share themselves without imcorparating any
broader context the investipator may have of the
organisation.

In terms of the investigater's perspactive itself,
the element of ethnographic research 35,
1253t of the researcher being part of the
research themselhves through their invoivernent
in the team meetings will b= flapned to
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paricipants as part of he consent farm. In doing
S0t is acknowledged that in reflecting on their
owm experience in the team meetings. itis
acknowledped that the investigator brings with
them all their own prior experience. This will
also be very clearly indicated in the research
findings.

s booe

5 Universityfinstitutional risks
For example: sdverse publicity, financial loss. dsta Emteminn
Risk to the University: W you Wil rasi| e

Me risk to the University has been identifizd.

[this b Shoukd Expand &3 Jou iype)

g | Environmental risks
For example: sccidental spillage of pollutants. damage to local ecosysiems
Risk to the environment: W JOU B EH T BV

Mo risk fo the Environment has been identified.

s b s boox Showid exps

Disclosure and Barring Service

If the research activity involves children or vulnerable aduliz, 3 Disclosure
and Barring Service (DBS) certificate must be obtained before any YES NO NIA
contact with such participants.

7 | Does your research requirs you to hold 3 current DBS Certificate? [m] = o

If*YES, please give the cerificate numb=r. If the certificate number is not
& | auzilable please wite “Pending” in this case any ethical approval will be

subject to providing the appropriate certificate number.

SECTION I: Feedback. Consent and Confidentiality

1 Feedback
What de-briefing and feedback will be provided to participants, how will this be dane and when?

Participants will receive initial findings of the research for them to provide feedback. This will b2
done following the third stage, post-intervention testing. In the third stage interview they will be
offered a final disc ssion where the rezearcher will share the initial findings for their feedback.
s K ShOUAD Expen
H Informed consent
Describe the amangements 1o inform potential participants, before prchmg consent, of what is
invalved in Describe the for pariicipants to provide full consent befora
data collection begins. If gaining consent in this way is inappropriate. explain how consent will be
obtained and recorded in accordance with prevailing data protection legislation.

A detailed participant information and consent form will be developed that will provide an overview
of the research intention, reethads and process.

s b Showld Expand &5 you fype)
3 Confidentiality IAnonymlly
Setout how an iality will be ensured in any outputs. If

anonymity is nat I:elng clﬁernd exEIaln whr this is the case.
All deail pertaining fo the specific team and individual participanis will b2 removed.

5 University of Wale PG2/E1FORM

Fermizsion will b2 sought rom the organisabon on whether they are wiling for their company name
to be used. I not then the company name will also be removed
s b Showd Expant &5 i
SECTION J: Data Protection and Storage
Dioes the research activity mvolve personal data (a5 defined by the General
Data Protection Regulation 2016 “GDPR" and the Data Protection Act 2018 YES NO
"DPATY?
“Personal data™ means sny informstion refating fo an identified or idenfifizhia
natural person (‘data subject). An identifisble nafursl person is one who can
be identified, directly or indirectly, inpadiculae by reference to an identifier
1 | such 55 8 name, an identification number. jocsfion dats, en online identifier or x o
fo ane or more factors specific i the physicsl, physiological, genefic, ments|,
economic, culfursl or social identily of that nafural person. Any wideo or sudio
recordings of parficipants & coosidered fo ke personal dals.
If YES. provide a description of the data and explain why this dats needs to be collected:
The data collected will be on of their own the diversity of
the t=am they are part of and observations of the research process iself. As this pertains to their
2 | mental state and cuftural and social identity it is considered personal.
Does it \rwulve special category data (as defined by the GOPR)? YES NO
TSpacial category 0ata" MEans Sensiive Parsonal Dals CONSIENg of INfOrmatan a5
to the data subjacts’—
3 x a
ih] Blometric d5ts (35 used for iD purEases)
FVES, prowide a descniption of the special category data and explain why this data needs fo be
caollactad:
The focus of the study is an how to build psycholopical safety among diverse teams and so the
topic ftselfis dealing with alaments of danity. I is considarad imporiant to hava parteipants idantity
4 | the different forms of their to prompt salf seflaction in them as well as to explore
whether thare is a correlation batween any particulas fatnos of intarsectionality and team
psychological safety.
{this b should expand.
Will data from the research activity (collected data, drafts of the thesis, or [ YES NO
materials for publication) be stored in any of the following ways?
5 | Manual files (i.2. in paper form)? o =
8 | University computers? o ]
T | Private company computars? o =
8 | Home or ather personal computers? [=] =
9 | Laptop computers/ COs/ Portable disk-drives! memory sticks? El o
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10 | *Cloud” storage or websites? [ ©
41 | Oiner - specify: | = | =

For sl stor=d dala, xplam e measures in place 10 ensure e securly of e dats collecled, dala
12 | confidentiality, including detsils of backup procedures, password protection, encryptian,

anonymisation and pseudonymisation:

Al parsoral information wil be gathared siared and disposed of in line with GOPR principles. This wil
data keys o separate identifving information from personal perspectives, enc ian bo store ar
, and the desirustion of all perssnal infarmation upan campistion of the research project.
athered using Sureey Mankey howeser this will be saonymes

Data Protection

Will the research actuity involve any of the fallowing activities: YES NO
13 | Electronic transfer of data in any form? o B
10 ‘Sef;:nngg «of data with others at the University outside of the immediate resaarch o B
15 | Sharing of data with other organizations? o B
16 | Export of data outside the UK or importing of data from ouiside the UK? o B
17 | Use of personal addresses. postoodes, faxes. emails or tzlephone numbers? o B
1% | Publication of data that might allow identification of individuals? o -]
18 | Use of data management system? o B
20 | Data archiving? o -]

If YES to any quastion, please provid full details, explaining how this will b conductad in

21 | accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,
whers appropriate):
11V DO ShOWD EXDEN &5 VU YDE)

22 | Listall who will have access to the data ganerated by the research activity:

The ressarcher in question

s £ shi

73 | List who will have control of, and a1 25 custodian(s) for, daia penerated by he research actuity:

i expand &5 10U by

The researcher

{this oo Showd expand 55 you fypel
Give details of data storage arangements, meluding sacarly measwres In place fo protect e dafa,
24 | whers data will be stored, how long for, and in what form. Will data be archived - if so how and if

|| mot whyraot
Data will be ster=d on an encrypted extemal hard drive. An identifier key will b kept ssparately to
e files
Data will not be archived but dastroyed upan complation of the praject.
{1V DO SHOWD EXPENT 55 VOU (Y]

25 Pleasa indicate if your data will be stored in the UWTSD Research Data Repossory (see
hitt racearchdats uwtsd sc ul If 0 plea xplain_ (Most relevant to scademic sfa
Ma.
s boo Should expand 53 jou
Cunfrm that you have read me UWTSD guldance on data management (see
26 | https-/fwww watsd ac YES n
| Confirm that you ar= awars that you naed to ke=p all dats untl =far your
&7 | rzsearch has completed or the end of your funding YES =

5 University of Wal PG2 1 E1 FORM

SECTION K: Declaration

The information which | have provided i comest and complete o the best of my knowledge. | have
attempted 1o identify any risks and issues related to the research actuify and acknowledge my
obligations and th rights of the paricipants.

In subrmitiing this application | heraby confim that | undertake to ensure that the above named
research actuity will meet the Universiy's Research Ethics and Intagrity Code of Practice which is
published on the wabsite: hitps:ifwnw uwtsd ac.ukiresearchiressarch-athics!

Date
1 | signature of applicant:
04032023
For STUDENT
a |[PEET Rabiya Mekeveme Date:
P P— oain2E3
Signaturs: Rabiye et
For STAFF
s | Academic Direclod A=zt Tate
Dean
5 | Signature:

Checklist: Flease complete the chackist below 1o ensure that you have completad the form aczording to the
quidelines and attached any required documentation:

1 have read the guidance notes supplied befors completing the form.

| zanfirm that the research acéivity has received approval in principle

m

[ | | have completed ALL RELEVANT sections of the form in full.
m

m

I have attached a copy of finalfinterim approval from extemal organisation (where appropriate)

| have attached a full risk assessment (where sepmpriastsl GNLY TIGK IF YOU HAVE

= | ATTACHED A FULL RISK ASSESSMENT

5 | 1understand that it s my responsiilty to ensure that the sbous named research sciivty wil meet
the University's Research Ethics and Iniegiity Godz of Pracbes.
| understand that bafore commencing data collection all documents simed at respondents

@ | {including sheets, consant forms, interview schedules atc) must be

confirmed by the DoS/Supenvisor, module tutor or Academic Director,

RESEARCH STUDENTS ONLY
Once completa, submit this form via the MyT 50 Doctoral Collegs Portal st (https-imytsd uwtsd sc k).

RESEARCH STAFF ONLY

Al relating to ing must be in writing and smailed to
puresearch@uvisdac.uk . Rl EmnaMpumm followed by your name.

STUDENTS OM UNDERGRADUATE OR TAUGHT MASTER S PROGRAMIIES should submit this form
{and receive the outcome) via systems explained to you by the leader
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amended 6 June 2023

Application for ethical review zg E.hm'gu"_ ..-..Dl.g
Thiz farm aligns with the Klinga Ora values of:

=  Manaakitanga — showing cane, generosity anc care for others, induding pratecting.
participants and research partners from any potential haem caused by 3 Research ar
Rilated Activity
Mahd tahi —warking collaboratrely on Sesearch or Related Activities ta ensure findings
help us 1o achieve the best cutcomas far £3nga Ora customers, cammunibies and mana
whenua
= Whanake — thinking sutside the bas by filling gaps in aur arganisational svcence, then
enauring this is reported and shared in a way that as many as people as possible can leam
fram the findings
gthical consideration alse ensures that we meet cur obligations under Te Tirki o Wadtangl when
concucting Research ar Aelated Arthities with Maord Since Te Tintl and cultural considerations
are rebevant to o aspects of Research and Related Activities, these ssues are discussed
thrcugheout this form, rather tham in one sectian only.

Please attach documents os Ward, Eveel or pdf documents. Do WOT provide links to shored
Teams folders because external members of the HPREC cannat wew them. Submt this farm and

any suppanting documenfation io ethics Skaingacm.govt ng
1. Kaupapa me te péwheatanga | Purpose and methods

This section asks far a general cverdew aof your Research or Related Activity, se the HPREC hawe
sufficient contest to assess any ethical implications,
11, why ane you doing this Research or Related Activity?

Fease clearly explain anp relevant costieel, kiy ehjrcthas o questions pos ol e asiwar and o fedings
Wl e e’ e dafaner Kifrgo Ore poboirs sed peoctice far will etherwde moke o Sfmeel

‘Aasaarch or Ral Felis Frafuci onal Practice [Nusro-coathng] Reswreh propc

Actieity nama

Applicant)'s Alannah Britz

= Dwould like to discuss this proposed research with the Human Pasticipants Research Ethics
Comemities (HFREC], If required
~ This has been d and r ed atier review by HFREC

1 hiave attached the following:

~ Paticipant infarmation Sheet — see template

" Consert Farm —see temiplates

" Iritery b Schedule/Discussion Guide/Suray Questionnaire

= Initial communicationys for recruliment (email template, phone soriph, socal media past etc)
If relevant, an ethics application approvied by anather ethics committes (2.5 3 university

comemittee )

O if relevant, a completed £3inga Ora Privacy Impact Assessment, preferably with the Privacy

Team respanse {nabe (f you are completing this ethics apphcation first, you should attach. this 1o

your Brief Privacy Assessment]

O other decuments, please indicate here:

Mate pau may need b grawde more thas one interview scheduls, Gueshionmme, suriey or
particpant communication scipé if powr Research or Reloted Activity ievolves different cobarts of
participats.

30 Do D0 SE-FRMHIOR [ Wirion 1
Page 1 of 16

Wit are nalgabing an increasingy comglen murd

The technuleical advascemams ol the 20th cantary have deivan glekal
werk More racantly, thi COMD-19 pindesic his scoalirated adepSen of vt and
werking. As oo asparionce ol wath sther 45 a gobal cesmunhy expands, thare i an in

i, changing how e v and

acknowledge th layars of ‘SMaresce’ o interctionalivy’ that make up oo individual and coll ctive

it

Puycholoyical safety iv ey b2 perdferming & o team
Workglace are recognidng U seed to adapt practiess 1o swppon indiidual asd teass navigave this
Kb

. P 1 Vi i o ric

o0 b i et of prycholegieal sality - a

i1 e b vl of
coslartib b bidng U msedve s, We Sink asd
diffarisg opinions. Howwwer, the greater the diversisy of the group

it rgsraenal brist ind el seseet whics people

probium-saba bettar whan there a

S v el nging it ean bi o ereate sive halgcal sality.

So how cam we cruate @ spacr mhers 1agathar we cinembrics oo anigua dilfeence?

Introdusing the Thinking Enveunment
Thi Thinking Esw o ant

EmMponent Shat aims 1o

approads mide up of ten

e @ dpace whe e me as
irvel o sty andd teams can fed cosdortable vs be our full
annhoies, i i desing 40 1hisk geseratisly bsd mith high
quality.

This resmarch seeks to tew whettar the use of the

Thinking Envirenmest in 1eam meutings cas hele arangthes e gy hological saley prasens in those
- It s 15 T

ier Thiss teanigh Tl trisnisg.

g thi Tednking Eswiron=ent cas buit The' in S bags

What arw the questions this resranch seks 1o answerd

How saa e Thinking Envlranment bl pycholegion’ safety in tnam srelings 1o imprave the gusity off
ndkidfunl and coleetise Eniing and ocios®
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1. How aifectively can tha Thinking Envinenmest agproach be spplid aia (e barnisg exparisnce is a
Team =awling semting?

T wial sixlist can tha Thinking Enviransant bl p buld peychelogical dalaty isa 1ed m meetisg sating?
What i the parcsived impact of s Thinking Envirossant on indi dual thinking and actien?
Whit & the pancaivied impact of S Thinking Envirosstent on ool et b tinking asd sctias?

WO om o

Whit & the @ xpeiescs ol Thi b m, B isdividual and thi riaeargbir in this prosess?
Pliase e the pre- and pes- i r o and

Murvey quisktions @t the bettom af
ehii el

Thii recetiarch is sl ucturad i @ ool et Ciee Fudy with Soor teasd Bom scrcds the globe. One leas s
Bally bided i Sadth Alrica. One Weam b esmprsed of indiduali frofm acredd feur sentinants asdl e
P i e B a e propiiead 1o B fas Kiings Ore

T vt is 1o s a bbe v gather dava Trom individaals asd teass scross o range of soltanal co muerts i wel
as eperating esiron mants. Tee e is Kiings Ora ware identified threugh e rseandsar's nnwer k and
Erowid in opgsertunily 1o Brisg The righ and osmphix social, Satecisal and colvor sl contat of Mics Zialind
i tha s ch.

EHow will thi fiadings of thi ressanch isform Kinga Ona practios?
The experiance of the research itmll provides as opparvanity for the teamjs] neolvad 10 deepen their

i &l ol el ot v dnsedd s sl sl ] T i g th e Thinbinigg E rreiean rnt msthodalogy 10 &0 hins
eha effectivenes of their eam mestings. The Sndisgs of the research will provide the gamispating eams,
and erganistion memw brosdy, insgns iso eese of S blodens ta might occur in team mestisgs and
haw indiidaili and i cin Be mock mindful énd inamtiondl in how ey nbecec with ssch other 16

e g il Weeie vy Esisl

12 Ameyou comducting 2 behavioural change progect, intersention, pllot or prototype that
Inwokies human participants?

1 no— go to guestion 1.3

1 yes — please explain below

¥es, as exphained above the research aims to test whether the application of the
Erviranment can help bulld psychological safety ina team setting. To da this the research will
vl ve apphing the Thinking Envircniment methodalagy in a team mesting setting and measuring
the impact.

12  What methodfs will you use to collect Information?
g ey o Qroud, ditikgd O co-deig wankibaps; feoe-fa-foc, wideo cafl ar phavie imienskim.

The research will coour over three phases as shown below:

199 12 DRAFT SE-FRMHOOZ [ Werikon 1
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Re= adannah's A Progression

S Truiptd Sttt Pnpebihamenpania (pom Af
[P LISFUT R A -

T smsbod i B g o A2 [
Ly

T b b oo sl by bt b o gl i Tl
o ot bt sl wnd ko . oy e

Wiy fod v 10 0 8 e o ncbieal by g,

[rr—
s b i g g B e 3 . 1wy g 1 bt 0 i, g o, 1T 3 £t el s
oy b b o 3 o ol e T B

[

Their initial agreement in no way assumes agreement on behalf of the individuals in their teams o
participabe, rather it is their agreement to share the opportunity with their teams to see if they
ol like to partkcipate. This has been retberated in a call with both managers.
Belaw is a script that will be provided to bath managers to be used in person or via emall in
Introducing the: reseanch ko thelr respective teams:
J wasidd Dk ta share on sppartuniy that s avallable fo o teom 1o participate i o Masters
Resparch project that i explarieg bow o methodology coffed the Thinking Ersironment can help
bulld psychalogical safety in team meetings.
o will b scheduling a call with Alannal 8n'tz, the Masters student where she con provide mane
defail an the research and o i wil wark,
Please note that ottendings this call, and pavticipating ko any, or all parts af the research is

v Thereis na expectation far o to particpate Is youwr chalce.
A partickpation infarmation and sonsent form will be shaved with pou and should pou Me fo
participaie yow can complete Hhal (o procesd.
This research has been reviewed and endorsed by ow KdWnga One Huwan Participonts Ressarch
Cammwttee and if you have ooy questians please cantact Loutse Humpage, Prinapol Evaluation amd
Aesrarch Speclolst.
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The: data collection methads will incude:
«  Cuanbitakhe survey via Sursey Maonkey
- Qualtatkoe 1-1 discussion
- Action research through live leaming sessions applyng the Thinking Erviranment in.a
team mesting setting with pest mesting partidpant reflections. Flease note that no
contenk shared in the 1.1 discussions ar quantitative sureeys will be shared in the team
meetings. This part of the research (s where | test whether knowledge of the Thinking
Erveiranment can be imparted through a ‘e leaming experence’ vs through formalised
wraining.
- Besearcher etfna-graphic reflection
Except for the researcher reflection participants will complete all the data collection activities
listed aboue. This will help provicde bassline data against which to mescure avy impact of the:
research. Recognising the subjectivity and depth of this tople, the combination of quantitative
and gqualtatie pre- and pest- data collection will help provide both comparable data aswell as
rich insighits inka indivicual experience. The reflection through the intervention process will help
measure shifes as the expenience progresses.
Ak every paint of interaction Incividuals will be welcomed fully recognising and sesking o make

zafe, their full and complete sehes and will alse be reminded of their dhalce and that their
participation is completely voluntary.

14 Who are your participants?

Flinaii nali |f par cipeits cow’ b oatem oty dfrucluraily disaseafagnd” (ine Kainga Dro Fried Quik
il foov aha itk avid dnmm k).

The: participants are intended to be the members of the Change & Enablement and Praject
Managemant Serdoes teams.

The leaders of the teams [Emma Heedham, Manager Change and Enablement and Steve Zingel,
Marager Project Management Services) hane provided initial agreement ta particdpate: [please see
bk amails from them both).

199 12 DRAFT SE-FRANHIOZ | Wiriion 1
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How will particpants be recrulted?

if pevticipus are Kiings Ora customer, pheose proside dvtall pheat hum they whf be cantactad smd by
wham. Dot farget t oftach wey initisl rerailmint messages vo e, g, ocis! medis e

Falan
s (2 ease sew introdasiony serigt in 1.4 above and inredectory slides) mhece | will previde fankar
it o U nasearch. ladividi 15 Wil alie b JRLAREOLWE L Bk QUi iona, woios eanten.
Fellomirgg this il tha = nagers w il sand 5 all isdividuals Pastic pist inforsation and eondem farm

el wase sew antached) including my eontaer ditals, Should ey wish to partieipane Sy will be asked 1o
sifri this cenie i farm and snd # Thougs 1 me.

rETisgs, o nol i pite o bl

Sl hisy wish 16 S i rticpate at sl thiir managers have agred thiy il shan §ny isarm aias
cosarid i U taam musting with tam in theie sepulae 3-3 mesetn g

appncwal by the Ethici comm ithas 1he manage

B sehinduilie a5 introdictony cal

ther

dpasts will harew the choice on whather ey want 1o Tully patieipste, participaee anly in the eam

16

.. Encel il b wcaind 2 sy sunary respevis by eehereity, gendie amd age OR Niive/iire e wil be
il vy fivis gros cosrnts by Eheos, ghVahting the ot ensemien Ssues saied by portiaposts

Hioww will the Information you collect be analysed?

il b s bpsing 2h Pra-i s and Posr-i i itarthen and qualitative survy
B0 maEsu re mosesant asd 1o idantily ey themes.

§ il ilso anslyie thi indvidusl i Fras o altar aach e Sauling -
keaty tharm s and asalysiog Bew teay com pare bo e quantitative and qualica e sunvay findings.
I mil also conduet ethno-geashic raflective analyiis of my omn sxpeionce is e resnarch prosess.

2. Nga hinonga | Connections

This section asks ywou ta disouss your skils, experbences and relationships with the types of
participants that will be inualved in your Research or Related Activity. These connectians can bing
benifits je.g. nowledge of cultural approgriateness) or challenges (= g conflicts of interest] ta
our@esearch and Related Activities. New connectians might also need to be supported to gain
cultural or user-group specific asvice that will imgnove your Research or Related Activity.
aeflecting an these connections s an important aspect of demonstrating manaskitanga and
mesting cur Te Tintl obligations.

1

.. o b etk mith th parlicipants’ petak FUAAK o idenhity grosg befare o gar

Please tell us whether you {and your team, if relevant - incleding any external providers
involved In the Research or Refated Activity] have any skills, esperiences or existing
relationships with the types of particlpants being recrulted.

fpanti ane

enilrugues poo mevogs or wank cosy with

ane
22 Doyourskills, experiences or relationships bring any benefias fo the Research or
Reflated Activity?
109 1 DRAFT SE-FRMHNG [ersion 1
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. pou werk el with & sar et greup e a dey-te-doy besfs, 50 bave & slrang Wi anding &f s
vl eafture, fangaage ete OF weur prafiesdan! peitian mesas sou ane sy wl beew i peeticpent
i twarks #fe

1 no - go to guestion 2.3
A yes — please explain balow

23 Doyour skills, experiences or relationships pose any ethical challenges for the Research
‘ar Related Acivity?

g B i o confles af ntwerat or pomes dpnsmic = such as o seroger inteaiewlog Bk team o g
Houing SUEROT Merager AT LAY SLTSNER 18 SEcIEINaTE - That may sk i Al 1o nsune
partieiants ke gant valinhanty DR joa svaht b abi 1 Senly o parlieisant fravi whal Iy doy [ apen
ever bawes af an ansspereus sareey beasase of poue relations vy with them

1 no - go to guestion 2.2

1 yes - please explain how you will mitigate any ethical risks

za&. wha have you consulted aboat your Research or Related Activity design?

N e e mighr B il o e mane o the folo wiog.:
® T Kusutan aafl, bl hegd o other it Idon argantalion;
®  The Pecifie Advisery Grous o o of the Pas (ko advsees in Natieno Seoces;
& The Health and Winlbelog teass ([ g particiants wiV be Kiinga Oen emplopes,

*  Kilego ol or othars wik eaparise wocking with, ar comesamily orgunboiians represeting, the
ity groi JoUF Rideaveh or Relatind AETWEE mil o as;

®  Hiingn Ore farms b may besefil frov Riisech or Relstind Aty frrdings o be nesgonsibl far
dala pau piquine.

I hawe consultted with Emma Fergussan from the: Ethics beam.

1 have reached out to Pasifila adwisar Vita Monumala and Texaur Wiremu inTe kurutao to saek
their guidance: on cuttural advice and will seek ba implement any recommen dations. they share.

za ‘Will your Reseasch or Related Activity likely walve participants from one of more
Paciic ethnic groups?

1 no - go to guestion 16

1 yes — please explain what processes are in place for you io recelve relevant culivral advice and
support for the Research or Related Activity.

fes Steve Zingel anc Emma Needham have advised me that thene are Fasifilka
and Macrl memibers of their teams.

20912 DRAFT SE-FRMAGE F ersion 1
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Irifarentd cansnl = gresiding fall dfarmatios abaul Bhe Besiareh ar Asaned Aetivly, 13 gargsie and udhar
s dnvelves, invluding cisks and Besefits, 50 0 deeksins i@ ity poriapone cn be mods.

fne—go to guestion 2.2
4yes — how will you gain informed consent?
[

e i

denzy or alicinosc conint form (Randand sractice - e Y plase]

i £ AL W e

| eonsens as indicaved by participam os

adin or viden recording

O Wikl coniin? with particpast conden noted in a sl o spraidibes

o Elctronic cadiant i

e B an

ictranie Taim

01 cithar = phoase duseribe haru:

22.  Does your Research or Related Activity invche any of the following:

O Participants undar thi age of 16, Ui withot thi mestal cipasity 16 provide canses] o thase
arpariencng structursl dsaduanta pe that may inkibit thei snse of agescy

O mant Ty infarming participants, neludisg conoaaimast and cowest observalion
OO Taking phetos e viden reearding perliciaants is @ way that giving indvidusl cosiant i diffieult

O Using inform ation abow sarticpams thas they Bave net specifealy censested 1o provida 1o pog
of Bo prar poi diffir s Thin inlesded wien ol cted (5.§. Yo Bre s el B

Kil O cumamis eosli£l Sitaik OR Klisgh Ora solested infar
@ pursoes but nos plans 5o rus @ res ach sorvy)

O Linkiseg iy Risieirch or Redirtied Activily dirla wil iniitlisg data Jig. from anothis gevenasan
apancy]) witheut enplciy sesking particpeses” permission

A pow ticked any of the above, phease describe haw you will mitigate any ethical risks:

3z ‘Will you ask questions or collect knfoemation in a way that could potentially cause
discomiort, embanassment, psychelogical or spirfusal hanm to participants [or the
Eroups, organsations or cammunites with whdch ey are associated |7

Hurm = on o experiescr, ivalieg plysical, papehalegies fichding fireings of daeress ar
embarraissnt, caspousding iligmes ), sullusal, soci! fsvck o oputations! havm or discrimiration),
fanziaf andfer hepal damoges.

Burdicsar san & secesiary f the Besnanc and Aidaled AHvly i 6n @ Smakine Gak ar with petetially

rutaraly diodsnstaged” gartipasts, espeeisiy i aiking iprclficaly aboat experienses of struefaral

20912 DRAFT SEFRANHOE { Veridon 1
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I have reached out to Pasifia advisar Vito Banumalo io seek his guidance an oultur| acvice and
will seek ta Implement any recommendations made.

s Wil your Ressarch or Related Activity likely swolve Mo participants?
1 no - go o guestion 2.6

4 yes — please explain what processes are in place for you to recelve relevant cultural advice and
suppaet for the Research or Related Sctiviny.

¥es | have reached aut to Tedaur Wiremu in Te Burutas to seek his guidance on cultural acoe and will ssel
1 amialse referring to the guidance provided below:
Ti Ara Tika hatps:f fiww hre govt na st
Charier af Te Mana Raraunga

hittps./static 1 squarespace. com fstatic/ 58e9h 1 063d o8 bbad 1 fhaebbe /591 300001 Scfrddel df2e82, /189441
N amialse seeking cultural guldance fraom a member of Mew Zealand academia.

53

ch-ethics-0

26  Bas your consultation suggested opportunities for Mdari ndividuals, iwi, hapd and/for
relewant Mo arganisations 1o be volved in partaership, co-design and/for governance
of the Research or Related Actiuliy?

4. Comultation with T Kveutoo hos suggesned o Mo adisery groug, Mian seentor or o garinersbi
with mans whidug

4 nio — go 1o question .1

1 yes - please explain if and how you plan bo take up these oppartunites

I have ok yet recehed that guidance, however should that come thrcugh | am cammiltied to
follawing ik

1 hawe however already bullt into the: research plan to invite indkiduals ta input into thie research
findings.

3. Manaakitanga | Care, generosity and respect for others

This secticn foouses on how pour Research or Related Activity demonstrates care for partidpants
and athers involved in the Research or Belated Acthdty process, pratecting them from hard and
ensuring their dignity and mana i upheld.

21, will the Research or Related Actiity gain consant fram par 2
3991 DRAFT S-FRM-O0Q [ Wersion 1
P B8 15,
tage g LEBTON i aiked abawt O Edinpe D lest mum Bivd askied for

shair pererptions of taek manoger's eodershin. Sev the Erhics Guick Goite for essmples of defistons of
finmilive topiics evid ‘itruclonely dbiodeastoged garticiganti’.

1 no— go to guestion 2.3
1yes — please explain potential harms and what you will da to minimise them

iGiven the topic of the research some of the questions in the quantitative and qualitative cata
gathering will insite the individual to share perspectives on thelr identity and expenences in team
mecting settings. There ks a possibility that this content might connect to sensithve paints for
them.
Im recagniticn of this the fallowing actions are being taken in the research:
= These questions will only be asked in the pre- and post- intervention phases so that an
inclkidual is anly sharing their perspectives with the researcher and nat a broader group.
- Atevery interaction point | will remind particpants of thelr autoncey in the process and
the ability to step away should they net feel comfortable.
&5 a practiced coach | will bulld rappart with the individual in the gualitative 1-1
discussions before starting with any research.
= The Thinking Emarcnament itself is grounced on creating a safe space for indrdduals

recagnizing and welcoming them as independent thinkers.

33 In addition to asything discussed above, will you heldp your participants feel at ease
during the Research or Refated Activity process by doing the following?

o hwal pareipanti Lo et 10 ke Thim batere U Resaarch o0 Relatid Ativity itarts
o Stan introdedlios with mii/preehi indfor s bw mondi i i lingaap
o B wilth bralils o g

O Prewdu relashmants fer particpasis

O offar e ity be bring a famisy ERON S e L an it ate

O Othar [please explais)

Thee aim of the Thinking Emwronment is 1o create a space whene indhviduals feel safe, welcome
andd able to think fully and generatively. In additian to ircluding sharing of mihif pepeha and
starting with a karakia, | will alse do an “opening round’ which ks ane slement of the Thinking
Envairanment that helps individuals ‘seethe’ into the space with every vaice heard and sots the
mind up positively.

3.4, Will your Research or Related Aciivity design try to avold creating or reinfoscing

struciural disadvantage for your participanis by dodng any of the following?®

o Dradng on eulursl =eduk (g Te Whare Taps Wea, To W heke, Fenola or Yan:
Faundations of Paci Esgigimant) to frime The Resanc or Related Sctivty icope and
guilions

O Trasilatisg Particigant |sformatios Shael inba ethnic minasily |asguigis

+ Coniuliog with cultaril idvisar whiss participans will be fom sina ity idestity groups
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OO Ui irb rviawoa i or Fagiitatses Sam thi sase i

Ty U @5 partiei it
O Acesssitde dusign of Perticipant infor=ation Sheat

O] Chseing veniss mith rannges asd diss ity paking

o Pracunting indin g varbaly rithir than i & Fepert @e

o Othar (gaise esplain|

inaddition, | will Invite participants to share their thinking on what will help them fesl mast
comifortable and empoweened.

25 ‘Wil your reporting of Research or Related Activity findings try to avold reinforcing any
structural disadvantage experienced by participanis by doing any of the following?

O Using a 52

i, N1 dalieit, hised Sassing fo this didi ga of e Rasisreh o Ralated Actsuity
o Hapo g dati in wiy DAl doed nal meinlonos segatie danolypes
o Mt M i i S O i . B0 Pl 15, (O b Ty, 15 1 ik i ey

o Esplicithy noling asy potental bisi amrging fros e neeancs, U wiy in which the data
i il ersarrapric v of PRl AT £ AEs i th sarmsle, precrs ol data anlyiis

and gublicaten o

o Othar (gaise esplain|

A important elernent of the reseanch & an af heow interculburalism and
Iintersectionality play cat in a team setting and using the Thinking Erdronment to recognize
differznce within the group and surfadng the companant of equality aonc<s all particpants.

TN ‘Wil participants disactly banefit froen the Research or Related Activity In any of the
following ways?

O Koot g @ aspnrrriarhont wosaciua r or clSr gilt) will b provided

o Rasinireh of Rilibid Aetiviny Tisdings mil b rbernid b5 fEFtc pants (§nd relaest
e ganatons) 10 we as they wih

O Participatisn sy rais ssareais of Kiings Ora semioe s /oo el e

O Onher [phisase enplaisg

Participating teams will be offered a copy of the research report

3.7, lIsthere any potential risk of harm to you andfor other Research or Related fcthity
practitioner/s {or the groups, arganisations or commanities with which they an:
assodated)?

.. Phipaical barst i eonducting intiniims with prcale mith @ hiieny of enthaceiol Brarios i i sw
Hrimes; epulatieni hevm if B Besenneb o Riated Actisity find dignifiast preabiins with spavisstion!
proceiu e

4o — go to question 4.1
A yes — ewplain thase risks and Fow you will attempt o minimise them
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4. Kazitiakitanga | Guardianship

This sexcticn identifies how information you collect through the Research or Related Activity will be
treated as taonga {a treasured possession that must be protected).

41, Wil you be collecting any identifying Infarmadicn jor using identifiable data In a new
way]?
Aika g [Rfarmalian =
w  parsonnl ifermatiog tar diaety dhosefies o parson £ marms, cosact setails, ope, ennlzky,
gamnader w1 [iew i pou de not glan to regant thi deva)
o

® lafarssstion that baa e potestis! o el o persen Eg. Soeneane sy e oble to week ow
Jremt the dota mhe rhe garticgant wos, eee oo serions nfoemetion wos collected; o
s Tielgant eo ke’ b dafe i theo ugd mafadala, dven [ ne persasal fnfanmalion wed
colinting, plafad o v Sadie-rnsordiigs are faken af custamirs ar abafll. incladfisg Minsagh

Teoss

fne - go to guestion 4.3
4 yes — please explain

All data gathered will be sanitized before use in the report to ensure that an Individuals’
confidentality and privacy is protected.

42 Areyou conducting an anonymous survey ?

Wane thae @ swewey I nnly Ruly sranpmes Fabisoltely NO persena! informaois i collecred = this lneludies
eannact ditall soaght for the gurgoses of o peisr deow o further contaer UMLELS thise centacr ditolls mive
eafliitid avid ddankd Shgaraty frad eadnmodd iy deto AND do i can (deatlfy wha periicipetind vis
ehiir P addorsd, cosrivels madi i 50y coshanin] banes #1c.

fno—goto 4.3

1 yes — please confinm that you will take the following measures bo ensure the ancrymity of
Aesearch and Related Activity data:

T 1wl eclbocs com
ey o iy d

2 dabaii for S prarposes ofa prite drdu or furthis eomtect wp
[
what tekas thies 56 @ e per

aly Trom
by s ling Ut participents dick @ bnk a1 the and of 15 sarviy
et datiils will b starad)

documant wire o
O il ezsan-endad co=m
inclading idantfying d
soon as gt

b aoe useding

survay, participants will be asked vo soid
in thiir reszenses asd, iT2hey Gl ve do this, | will deidentily e daa o

Bl ona wil b ablie b idently whe participased is U sorvay onfine da thair P addoass

Ay clid ot tick ane or mere of the above, please provice an explanation as to why you are
deviating fram thiese best practices:
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All data gathened will be sanitized before use in the report.

4.3 ‘Will you do 4LLaf the following to ensure you meet your responsibilities to protect
private ind and canfid lity:

 Parienal infarmation . parbicipant nase, <ostect Setiiti, connt e wil be fored
daparately fem Fae wr Ralated Activiey dita o g, ntarview sl urvey loms eeh

 Harrvia and-other idantifng informatian wil be resosd ros st or loous groun

IR ERSErAEEL, Burviyv G1C B4 bobs ai porible (e the data wil B Sidanted data]

o kg ecoids of g rsenal information will be shradied or delted a5 soon s paiibh, ascs uied
Tar 5 grar ok Fr which it was collectiod (and ne alhi parpoe)

o Ay et recood of Radbireh e Rl it Athiy rediilts T odings will b iboced |5

Ditqective Tar il bt 20 pears (afver this period, the Knowlidge Team wil risfe
recards e Archivad or dapase af ity

o Aty dectrosi recondi of Ridaach & Rl aled At
IFARSEFREL,

s [ i e [l P
dshiats 6 sy dati, Mirs bodrd analyies of lindngi, wark 4
ieall in Twarns} mill b stred is paiswerd-presectied il until no longer nesdud

o rangearts
tiean deleted

Ay hardoosy ricondi of Rumarch ar Relabed Activity data wil ba ored in @ e lockabi
weation untd i s practicakie vo seas asd sive shactronically in Objective For o e 20 pears (0.
womiant for=d) ar shrad and dspose of i fig. hasdwsiten note)|

1 you did mat tick one armere of the abowe, please provide an explanation as to why you are
desiating from these best practices:

5. Ahai te tohatoha | Opportunities to share

sharing our Research or Related Activity fincings (and sametimes cur data) can ensure that
maximam benefit s gainec from the contributions mace by particpants, but the guestions in this
e adm to ensure this is done in o way that aba ensures the privacy and m:n:ufparbtlpanr_s
Is upheld.

Mol it & wiuahy bt praciies lo sane safy ekt el atiovia eatdie af
Kilegn Ovn, Bur it sy s b ogys e share datn with iwilap( ar extensal
anganiistions if bty eve rednerch partners

Wi et et 1 Dol Mformnakan Staur s joo wil e vy £6 0 T0nMog Witk Baond KEDkgs
O in Eht Parhicigant [nfamolios Shee (melvatng whetor thie dedo wil Be idin fifolde o dekfiitifed].

51 Willyou share identifobie Research or Related Activity information with asy of the
fallowing:

O kiwiriga Dva sball utddie af yeur fesairch laam
O indiwiduais or organiset iens owtsidae of Kinga Ora
4 ino— go 1o question 5.2
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Quantitative pre-Infervention guestions:

= what are the factors outside of your team bt within your crganisation that influence your
psychological safety in the workplace?

* what are the factars in soclety mare broacly that influence your peychological safety?
*  Zdmondsan's Topaint scale psychological safety test

Axaatr Samanghy.
Amagrms - g
Part 1. ievividual safuty i 2 k) 4 L]
1 e i ina, i pary B i Mok
e protiens.
T o et st ation o critom 61 it
1 s .
T i sy o ik e of P e o
[
4| el e ooy v b, e Ry
it Ryt s,
Part - Team respect 1 | 3 a L]
L
A
T -
P Tevep ] O
T W oo i i 0 sy dtcribe e
VU ST ST DA
Part ) Tasew bear g 1 El L] 4 L]

& 18 A pee e ) i e
a1 2 gz en At ik o P

BV B B S e B I
Inars work gercmes.

T W, of I e b ooty Py
e st e ey o s

N D R S
o vt oot T b
[rEp—

*  Towhat degree co you experence the 10 companents of the Thinking Ensdranment as
cutlined below n yaur team meetings?

(ks wwill be a list of the compenends with a brief descriptor and 195 ranking.

Qualitathee predntarvention questans
* imtersacticrality (s defined as the different layers of our idensity such as ethnicty, national
culbure, race, gender, age, ecucation, hentage, cognitve processes @1c. nreflecting on
which glemnents are impartant bo you, what would you like 1o think, feel or say?
® I the guantitative survey you may recall a guestion exploring “in this team people are
aceepted for being different” reflecting further on your team meetings. What mare woald
wou like to ehink, or feel or say?
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1 yes — please explain who you will share data with ang haw you wil 2nsure the privacy and
confidentality of partidpants

g pou Wi send Kin go Ore asdris e raibi fe os exnerml neseevch presakder sie Objecrive Conneer and
Pl B vOMEr 18 i A ShaRng Ag ar The Kaings
e d i Canlreels and Palizy ilales thae delrgalioes,apgeaval af entirna dharkig.

52 Will you share your defdenrified Research or Related Activity data or findings with any
of the following?

Dwideneifed Fesenreh or Befotes Aty sos = infarmanion collecnd dhee bas b idestifring infoemesiog

it wihe! Bl b nod i Svin atalpsid e had nod Bhin it g ad @ repoT

Dwitfentifed research or fekatad Activity Prdiags « ifor metion cofivesed Mor hes bres onshaed and ey
hamiNiaes reparted

O Edisgga Ora slall ootiide ol o o

O Cthier gavarsamant igesedias

] i sven-gursmimant sgan ations, inchading hwithas or Maor asganiations, community

Aroops o st mal reseecch sanners

o Othar speciSad individuals, nduding paricpasts

[ The gieew pal bl (g bava e the Trndings wil ke svailable ns e Kiinga Ora mebsite)
A you ticked ooy af the aboue boxes, please explin dow you will share thiz infarmation:

g E R O 7 A AR WY I e avoRabie 55 Barmkeiasdy; AT fradbavk wil
& o gt an fadioga b re fleafiamg rigants

The participants imvobeed in the study farm part of a broader research study with participants
fram twa other crganisations. The final repart wall be shared with all participants imaobked in the
research. Howewer, na arganizatian will be named, all participants will be ancrgmous and the
report will have all identifying cetail removed.

53 Hre you aware of any ather projects currently being undertaken at Kiinga Oraon a
simillas or related subject, or with a similar spatial cr demographic focus?

Wi = v dre finiisad) Plodde b ck yeu have comglited all rilivint queitios ind it bid &l
required docussnts asd subsit bo sthiciifaingeona govenz

o ey o ve cussal ative e flects o
his Rasiarch o R lised Acvviny i thi same

i = ploase anplais asd indicats besw will yew m
feansciuiltal

Litpas’ or ooafualan abs i wha 480
iR e baing approecied

cofert of par

Indicative survey gquestions
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#iow would you describe your ability to be ‘yoursel in team meetings?

The quantitative surwey aka asked you ko reflect an the presence of the 10 companents af
the Thinking Erdronment in yaur beam meetings. What more, wold you like B think, or
feel, ar say?

#iow would you describe the guality of your individual thinking in your team meetings?

s woule you descnbe the guality of the team's collective thinking in your team
meetings?

poss

2
=eflecting an the experience of apphying the Thinking Ensiranment in your team meeting,
wihat ks your freshest thinking an the factars outside of vour team but within yeur
arganisation that influence your psychological safiety in the workplace?

#eflecting an the experience of apphying the Thinking Ensiranment in your team mesting,
whak ks your freshest thinking on the factars in socety mone broadly that influence your
paychological safety?

Edmondsan’s 7paint sale peychologial safety test

T what degres do you naw experence the 10 companents af the Thinking Enviranment as
cublined below in yaur team meetings? [this will be a list of the components with a brief
descriptarand 1-5 ranking).

#iow would you rate the effectiveness of applying the Thinking Erwironment asa live
learning experience in your team meetings?

wihiat are the key Bactars to your response abowe?

wihiat could help make the expenence even better?

Qualitathee post-intervention guestions:

o may recall the questian an intersecbanality in cur first discussion. What more if
anything ekee would you like to think, or fed, or say?

Following your expenience in the team meetings and the quantitatke survey explaning “in
this team people are accepied for being different” what is your freshest thinking?

‘what cifference if any did you find the Thinkirg Environmend applicatian in your tzam
meetings have an your abillty to be ‘yoursel? in beam meetings.

Beflecting an your experience in the team mestings how would vau describe the quality of
your Ingdividual thinking in your team meetings?

seflecting an vour eiperience in the team mestings haw would you describe the quality of
the team's collective thinking in your tzam meetings?
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Appendix G: Organisational approval from participating teams for research

MA Proposal
€ Reply | ) ReplyAll | —> Forward | | 8 | | ***

Hannigan, Dom (RTS) <Dom.Hannigan@riotinto.com>
Fri 20/01/2023 12:14

To O Alannah Britz
Dear Alannah,
Thank you for your proposal for our team in Rio Tinto, Copper Growth & Development to be part of your MA Research Project.
After sharing the proposal and talking with the team, and with Munkhsukh as our MD, | can confirm that we’d be delighted to take part.
We are a team of approximately 10, with our locations in Brishane, Perth, London, Tokyo and Ulaanbaatar.
We are looking forward to hearing from you and getting started.

Dom

Dom Hannigan
General ger, Growth & D p Rio Tinto Copper

M (+61) 427 791052

Discussi ith Alannah

“
@ Xulu, Spha (RBM) <Spha Xulu@riotinto.com> @ | © Repy

o Nxumalo, Zama (RBM); ) Mathenjwa, Qondisile (REMJ;  Shabangu, Simon (RBM); ) Bhengu, Sicelo (RBM); ) Shangwe. Boni (RBM)
© © Alannah Britz

€ Reply All | —> Forward | | | |+

() vou repled to this message on 25/04/2023 2146

Hiall,

Please find attached the link to the session we had with Alannah on her applied research this morning. Same is on the chat for the meeting invite. Sicelo, Zama and | are excited about what could be personal development coming out of Alannah’s

project. Please ga thraugh the recording to get a better sense of what the project is about and what we can expect as next steps.

The link is:

https://riotinto-my.sharepoint.com/x spha xulu/E7t4{13xRadFsieBF 263dQB3HkbYh)YkuiMTcMIDFNQuA

Kind Regards,

Sphamandla Xulu
Principal Advisor: Communities & Social Performance (CSP)
Richards Bay Minerals (RBM)

KwaZulu-Natal, South Africa
+27 (0) 35 901 3185

M +27(0)73 111 9646

Email: spha xulu@riotinto com

LCHLIGE  RioCommunities
We workina ipanalaeam that also supporfs fexible working, sa whils if suits me fo email now, | do not expect & response or achon outside of your own working hours.

mﬁ@ vy

and may Hyou L piea, iase ol us imumenately and dele s mosaage fom your syskem wihout bl prnting of copying & Any porsonal data i fhs ermal (ncluding any

with the Fio. and ab apphe

RE: HPREC response letter
% ReplyAll | => Forward | | | -

ethics@kaingaora.govt.nz ® | © Reply
Ta @ Alannah Britz Thiu 08 023 10:10

-
Do

on 08,

lied ta this message

m3 Participant Information and Consent Sheet with ethics comments 8 6 23.docx

Kia ora Alannah,
Right, we've had a chance to review your docs and are happy with the revisions. The PIS and CF, in particular, lock much more comprehensive so thanks for putting in the mahi there!

I have suggested a couple of minor tweaks in the PIS (attached) because you asked for clarification about the ethics committee endorsement. There are also a few typos/awkward wordings in the PIS and the email script to

potential participants, so having a good proofread of those befare sending would be great.
You can now go ahead with your project - good luck!

Louise

ALANNAH BRITZ - STUDENT NUMBER: 2029338 85



REFERENCES

ABRAMIUC (TODORAN), Teodora, POP, Raluca Andreea. (2021). Rethinking leadership
models after COVID-19. Proceedings of the International Conference on Business
Excellence, 15 (1).

ARCHIBALD, Jo-ann., et al. (eds.) (2019). Decolonizing research: Indigenous storywork as
methodology. London, Bloomsbury Publishing.

Article 5: GDPR Principles relating to processing of personal data. 2023. [online]. Intersoft
Consulting last accessed 23 January 2023 at https://gdpr-info.eu/art-5-qdpr/

AVOLIO, Bruce J., WALUMBA, Fred O., and WEBER, Todd J. (2009). Leadership: Current
theories, research and future directions. The Annual Review of Psychology, 60, 421 — 429.

BOYATZIS, Richard E. and ANTHONY, Jack I. (2018). The Neuroscience of Coaching.
Consulting Psychology Journal: Practice and Research, 70 (1), 11 — 27

BRITZ, Alannah (2022). A Review of Recent Literature on Coaching in a Cross-Cultural
Context. MA professional practice: Neuro coaching, University of Wales, Unpublished.

BRITZ, Alannah (2023a). Research Proposal. MA professional practice: Neuro coaching,
University of Wales, Unpublished.

BRITZ, Alannah (2023b). Research Notes. MA professional practice: Neuro coaching,
University of Wales, Unpublished.

BRITZ, Alannah (2024). Coaching notes. Kaleidoscope Approach Ltd, Unpublished.

BROWN, Brené. (2018). Dare to lead. London. Vermilion.

CARBADO, Devon, W., CRENSHAW, Kimberle, Williams, MAYS, Vickie M. and
TOMLINSON, Barbara. (2013). Intersectionality: Mapping the movements of a theory. Du
Bois Institute for African and African American Research, 10 (2), 303 — 312.

CARVALHO, André. M, SAMPAIO, Paulo, REBENTISCH, E, CARVALHO, Joo Alvaro and
SARAIVA, Pedro. (2019). Operational excellence, organisational culture and agility: the
missing link? Total Quality Management & Business Excellence 30 (13-14) 1495 — 1514.

CHIN, Jean Lau, DESORMEAUX, Lyne, SAWYER, Katina (2016). Consulting Psychology
Journal: Practice and Research. 68 (1) 49 — 71.

CLICEKLIOGLU, Hiseyin (2020). VUCA concept and leadership. In: MERT, Asst. Prof. Dr.
Gozde (ed.). Management and Strategy. Istanbul, 229 — 244.

Code of Ethics. (2022). [online]. International Coaching Federation last accessed 29 January
2024 at https://coachingfederation.org/ethics/code-of-ethics

COLLINS, Patricia, Hil, GONZAGA da SILVA, Elaini, Cristina, ERGUN, Emek, FURSETH,
Inger, BOND, Kanisha, D., MARTINEZ-PALACIOS, Jone. Intersectionality as Critical Social
Theory. Contemporary Political Theory. (2021) 20, 690 — 725.

COSTLEY, C, ELLIOTT, G. and GIBBS, P. (2010) Doing work based research: approaches
to enquiry for insider-researchers. Los Angeles: SAGE.

1
ALANNAH BRITZ - STUDENT NUMBER: 2029338 86


https://gdpr-info.eu/art-5-gdpr/
https://coachingfederation.org/ethics/code-of-ethics

COTTER-LOCKARD, Dorianne (2009). Edgar Schein’s Organizational Culture and
Leadership, as seen through the lens of Ken Wilber's AQAL Framework (and the author’s
eyes). PhD, Fielding University.

COX, Elaine, BACHKIROVA, Tatiana and CLUTTERBUCK, David. (2014). The complete
handbook of coaching. 2nd ed., London, Sage Publications Ltd.

CRENSHAW, Kimberle Williams. (1989). Demarginalizing the Intersection of Race and Sex:
A Black Feminist Critique of Antidiscrimination Doctrine, Feminist Theory and Antiracist
Politics. University of Chicago Legal Forum, 139-67.

CROW, Sarah, CRESSWELL, Kathrin, ROBERTSON, Ann, HUBY, Guro, AVERY, Anthony
and SHEIKH, Aziz. (2011). The Case Study Approach. BMC Medical Research Methodology
11(100) 1 —9.

Dadirri. (2024). [online]. Last accessed 15 January 2024 at:
https://www.miriamrosefoundation.org.au/dadirri/

DENSCOMBE, Martyn (2014). The Good Research Guide for Small-Scale Social Research
Projects. 5" ed., Open University Press.

DETERT, James, R. and EDMONDSON, Amy, C. (2011). Implicit voice theories: Taken-for-
granted rules of self-censorship at work. Academy of Management Journal, 54 (3) 461 —
488.

EDMONDSON, Amy. (1999). Psychological Safety and Learning Behaviour in Work Teams.
Administrative Science Quarterly 44(2), 350 — 383.

EDMONDSON, Amy. (2019). The fearless organisation: Creating psychological safety in the
workplace for learning, innovation and growth. New Jersey: John Wiley & Sons.

FLEMING, Ted. (2021). Toward a Critical Theory of Transformative Learning: Learning from
Oskar Negt. International Journal of Adult Education and Technology, 12 (1), 1 — 16.

HALD, Julie. E, GILLESPIE, Alex, READER, Tom. (2021). Causal and Corrective
Organisational Culture: A Systematic Review of Case Studies of Institutional Failure. Journal
of Business Ethics, 174, 457-483.

HAMPDEN-TURNER, C., & TROMPENAARS, F. (1997). Riding the waves of culture.
London: Nicholas Brealey.

HOFSTEDE, G. (1997). Cultures and Organizations. Software of the Mind. New York:
McGraw-Hill.

JARZABKOWSKI, P. and SEARLE, R.H. (2004). Harnessing diversity and collective action
in the top management team. Long Range Planning, 37, 399 — 419.

KAPAI, Khyati. (2024). Brains inspiring businesses for leaders. In: BROWN, Dr. Paul and
DAS GHOSHAL, Nandini. (eds). Ideas for Leaders Publishing.

1
ALANNAH BRITZ - STUDENT NUMBER: 2029338 87


https://www.miriamrosefoundation.org.au/dadirri/

KLINE, Nancy (2015). More Time to Think: The power of independent thinking. London,
Cassell.

KLINE, Nancy (2020). The Promise that Changes Everything: | won’t interrupt you. Milton
Keynes UK, Penguin.

LEE, H. and KENT, Dr. K. (2021) The Neuroscience of Coaching training materials.
Mastermind Institute. Last accessed 29 January 2024:
https://mastermindinstitute.teachable.com/p/information-for-transformation

LEHMANN-WILLENBROCK, N., ALLEN, J.A. and VAN VUGT, M. (2020). The origins and
evolutionary significance of team meetings. In MEINECKE, A. L., ALLEN, J. A. and
LEHMANN-WILLENBROCK, N (Eds.), Managing meetings in organizations. Emerald

LOVE, Barbara, J. (2018). Developing a liberatory consciousness. In: Adams, Maurianne et
al. (eds.). Readings for Diversity and Social Justice. 4" Ed. London, Routledge

MANGLA, N. (2021). Working in a pandemic and post-pandemic period - Cultural
intelligence is the key. International Journal of Cross-Cultural Management, 21 (1).

Megatrends: Five global shifts reshaping the world we live in. (2022). PwC. Last accessed
10 February 2024: https://www.pwc.com/gx/en/issues/assets/pdf/pwc-megatrends-october-

2022.pdf

Navigating Global Divergences: World Economic Outlook. (2023). IMF Chapter 1, 1. Last
accessed 14 January 2024:
https://www.imf.org/en/Publications/WEO/Issues/2023/10/10/world-economic-outlook-october-
2023

NEWMAN, Alexander, DONOHUE, Ross and EVA, Nathan. (2017). Psychological safety: A
systematic review of the literature. Human Resource Management Review, 27 (3), 521 —
535.

Our People. (2023). [online]. Rio Tinto website last accessed 23 January 2023 at
https://riotinto.com

PAUL, Annie Murphy. (2021). The Extended Mind: The power of thinking outside the brain.
New York. Houghton Mifflin Harcourt.

PLAISTER-TEN, Jenny (2013). Raising culturally derived awareness and building culturally-
appropriate responsibility: the development of the cross-cultural kaleidoscope. International
Journal of Evidence Based Coaching and Mentoring, 11 (2), 53 — 69.

Research integrity and ethics. (2022). [online]. University of Wales Trinity St David last
accessed 29 January 2024 at https://www.uwtsd.ac.uk/research/research-integrity-and-
ethics

REUIL, T. (2022). The rise of remote work means we need better “intercultural skills” — This
is what that means. World Economic Forum.
https://www.weforum.org/agenda/2022/03/remote-work-intercultural-skills/

1
ALANNAH BRITZ - STUDENT NUMBER: 2029338 88


https://www.pwc.com/gx/en/issues/assets/pdf/pwc-megatrends-october-2022.pdf
https://www.pwc.com/gx/en/issues/assets/pdf/pwc-megatrends-october-2022.pdf
https://www.imf.org/en/Publications/WEO/Issues/2023/10/10/world-economic-outlook-october-2023
https://www.imf.org/en/Publications/WEO/Issues/2023/10/10/world-economic-outlook-october-2023
https://riotinto.com/
https://www.weforum.org/agenda/2022/03/remote-work-intercultural-skills/

ROCHE, Charmaine, and PASSMORE, Jonathan. (2021). Racial justice, equity and
belonging in coaching. Henley-on-Thames: Henley Business School.

ROSINKI, P. (2003). Coaching across cultures: new tools for leveraging national, corporate
& professional differences. London: Nicholas Brealy.

RYAN, Gemma. (2018). Introduction to positivism, interpretivism and critical theory. Nurse
Researcher, 25(4) pp. 41-49.

Schein, E. H. (1984). Coming to a new awareness of organizational culture. Sloan
Management Review, 25(2), 3—16.

SMITH, Linda Tuhiwai. (2022). Decolonizing methodologies. 3 ed. London. Bloomsbury
Publishing.

STOUT-ROSTRON, Sunny in BACHKIROVA, Tatiana, SPENCE, Gordon and DRAKE,
David. (2017). The Sage Handbook of Coaching. SAGE Publications Ltd.

STOUT-ROSTRON, Sunny (ed.) (2019). Transformational coaching to lead culturally
Diverse Teams. London, Routledge Focus.

TASKAN, Burcu, JUNCA-SILVA, Ana and CAETANO, Antonio. (2022). Clarifying the
conceptual map of VUCA: a systemic review. International Journal of Organizational
Analysis 30 (7) 196-217.

Tapasa. (2024). [online]. Last accessed 15 January 2024 at:
https://tapasa.tki.org.nz/teaching-stories/where-am-i/pacific-values/pacific-values/

Te Ara Tika - Guidelines for Maori research ethics: A framework for researchers and ethics
committee members. Last accessed 11 February 2024:
https://www.hrc.govt.nz/sites/default/files/2019-06/Resource%20Library%20PDF%20-
%20Te%20Ara%20Tika%20Guidelines%20for%20Maori%20Research%20Ethics_0.pd

Thinking Environment Facilitator training materials (2021). Time to Think. Unpublished.

Time to Think. (2024). [online]. Last accessed 8 February 2024 at:
https://www.timetothink.com/thinking-environment/the-ten-components/

TOMKINS, Leah and ULUS, Eda. (2016). ‘Oh, was that “experiential learning”?! Spaces,
synergies and surprises with Kolb’s learning cycle. Management Learning, 47 (2) 158 — 178.

WILSON, Dr. Liz. (2023). The role of intersectionality in the workplace to promote inclusion
for all. Leadership in Excellence. April 2023, 37 — 38.

ZAGARIA, Andrea. (2021). What do we talk about when we talk about culture? There is a
missing link between the natural and the social sciences. Integrative Psychological and
Behavioural Science, 55, 850 — 857.

ZHANG, Bin, CHANG, Bo, and DU, Wengian. (2021). Employing intersectionality as a data
generation tool: suggestions for qualitative researchers on conducting interviews of
intersectionality study. International Journal of Qualitative Methods, 20, 1 — 9.

1
ALANNAH BRITZ - STUDENT NUMBER: 2029338 89


https://www.timetothink.com/thinking-environment/the-ten-components/

