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A CALL TO REIMAGINE
PRODUCTIVITY
P A R T  1  O F  T H E  R E I M A G I N I N G  

P R O D U C T I V I T Y  S E R R I E S

We’re exhausted, depleted, 
and burnt out, but the need 
for systems change is stronger 
than ever. As social change leaders, 
what can we do to increase our impact
 without running on fumes in this great moment of
reset, transition and creation?
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In many ways this first working day after Labour Day
marks the beginning of a New Year more than the
holiday itself - a fresh start. But as work life routines
and gatherings resume this year, many of us have been
barely holding it together for too long, and the
recognition that our energy reserves are dangerously
low is far from newsworthy. If you’re feeling less than
enthusiastic about summing up the energy to face
another busy fall, you’re not alone.

So, what can we do to protect our wellbeing and that of
our teams as we lean into the work ahead? How can we
refill our reservoirs so we can effectively support
needed change? We’re advocating for a drastic
recalibration of how we define productivity as
social change leaders.

Notions of productivity and its perceived value are
deeply entrenched societal norms. The degree to which
we are perceived to be “productive” leads to the
creation of stories by others and ourselves about our
work ethic, value to society, effectiveness as a leader,
and overall worth. That’s dangerous - especially at a
time when we’re navigating increasing complexity,
greater demands with competing priorities, and a need
to address systemic racism and biases. We’ve created
norms of busyness that don’t allow space for reflection,
learning and relationships. Instead, we motor through
and place our bets on the impact of quantity over
quality. 

We’re not just ‘tired’ - we’re losing interest and motivation,
second-guessing our abilities, and experiencing negative
effects in our relationships. If predictions come true,
we’re facing a “Great Resignation”[i] as people reject a
work life built on overtime and rigid schedules. So, we’re
diving into an exploration of what it could look like to
redefine and reimagine productivity across a 3-part
series, beginning with why it’s time for change and the
need for leaders to turn their focus internally.

Why should we care? This 
pressureto go-go-go, the never 

ending task lists, valuing ourselves 
based on outputs, and the pervasive 

idea that more is somehow better is burning 
us out. The personal costs are tremendous. 

Change Begins Within
“Go slow to go far” is a commonly used phrase in the
community development world. This proverbial slogan
speaks to the importance of spending time on cultivating
relationships and building trust to be able to work toward
collective impact and systems change. Yet, too often
funders, investors, community constituents, and
politicians want to see evidence of change now. Thus, we
abandon efforts of trust-building to focus on more
enticing programs and services that promise swift impact.
When we feel things aren’t going well, we beat ourselves
up and turn to new hires, partners, and board
recruitment in the hopes that new people will make the
difference. Sometimes the efforts associated with
managing interpersonal dynamics prove to be too
challenging to stick with over the long term. Regardless,
time and again it becomes clear that without a strong
commitment to relationship building, change efforts fall
flat.

While there is increasing recognition of the need to 

http://file///C:/Users/annik/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/V9ZTCRD3/LinkedIn%20Article%201%20A%20Call%20to%20Reimagine%20Productivity.docx#_edn1


At the deepest level, I’m concerned about
people, organizations, teams default racing
back to assuming they’re trying to race back
to something without pausing and asking:

What have we learned during this time about
our work, about how we work, about - at the

core of it - what it is we do and what is
needed right now. What have we learned
about things like access and equity in this

year of reckoning?

Prioritizing Space
There is no question that burnout is on the rise across all
sectors, requiring a need to examine assumptions about
how we work and what it could look like to reimagine
productivity in practice. Psychologically safe workspaces
are key to preventing and combatting burnout[iv], and
are critical for enabling constructive conflict and
relationship development. 

Meeting and task overload leaves little time for reflection
and relationship development. Imagine if your weekly
schedule included regular dedicated space in your
calendar for thinking and learning – 
and that that time that 
was honoured by 
colleagues. Imagine a
culture of normalizing 
intentional efforts to 
pause, reflect, and 
recalibrate, where this 
time was recognized 
as “work” and valued. 
Imagine if putting the time 
and attention to your own 
reflective work, trust and 
relationship-building with your teams was a key
evaluation metric for your organization and its impact.

Incorporating time and spaces for reflection and trust-
building is a practice. The biggest challenge may be
keeping it at the top of the priority list when other more
“urgent” demands arise. But as leaders, we need to
commit to not losing sight of the long-term effects of this
practice and hold ourselves accountable to bringing it
back to the forefront over and over again. This can be in
the form of how we structure team meetings, holding
team retreats or meeting-free days, posing reflective
questions, intentionally crafting internal values and
creating culture. Even the daily practice of taking pauses
before meetings to think intentionally about how we want
to show up can have significant cumulative effects over
time.
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prioritize the relational aspect of systems change
work - this narrative typically emphasizes external-
facing activities. As leaders, we find ourselves so
focused on ensuring that we are adhering to values
of equity and trust in community that we can neglect
this work internally in our organizations and our own
leadership practices. Time spent on trust building in
teams and cultivating spaces of psychological safety
and reflection is often viewed as indulgent and
unproductive. It is time to challenge this assumption.

While calls to “decolonize” how we work are increasing[iii],
for many it’s unclear what that looks like. We believe that
our understanding of what it means to “live a productive
life” is one of the most fundamental ideas that needs to
be unlearned and relearned from a place that centers
wellbeing for all, and intentionality over reactivity. We can
begin by shifting where we place value in our teams and
how we model as leaders. 

It is time for a reimagination of productivity. Prioritizing
space for reflection, learning, rest and relationships is
critical for disrupting the status quo and avoiding chronic
reactivity while having enough energy to endure the long-
term commitment needed.

The work of organizational
leaders is to ensure the 
conditions are in place to 
achieve the mission at hand. 
Central to this task is the 
nurturing of people and 
teams so they can thrive 
in what they are seeking 
to accomplish. The reality is that this work takes an
incredible amount of time and emotional endurance
that is typically unrecognized and undervalued. In
the context of the social impact sector, many leaders
are under-resourced yet are responsible for a huge
scope of work that covers operations, board
relations, fundraising, partnership development,
program delivery and staff management. Moreover,
these leaders are disproportionately women who
often value relationship development but find
themselves having to add it onto their already full
schedules rather than being able to integrate it in as
“the work”. Where is the much-needed space to do
the relationship building work and give it the justice 
it deserves?

In a recent podcast conversation between Priya
Parker and Brené Brown[ii], Priya reflects on what
she is worried about as people begin to return to
work:

We are living in an era of truth and reconciliation
with Indigenous peoples and communities. As white
settlers, we must examine and dismantle our colonial
assumptions, behaviours, and ways of knowing.

http://file///C:/Users/annik/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/V9ZTCRD3/LinkedIn%20Article%201%20A%20Call%20to%20Reimagine%20Productivity.docx#_edn4
http://file///C:/Users/annik/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/V9ZTCRD3/LinkedIn%20Article%201%20A%20Call%20to%20Reimagine%20Productivity.docx#_edn3
http://file///C:/Users/annik/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/V9ZTCRD3/LinkedIn%20Article%201%20A%20Call%20to%20Reimagine%20Productivity.docx#_edn2


In the second article of this series, we will advocate
for a reimagining of productivity from the
perspective of self. Inner personal work is required to
show up in the work and help us live into the
leadership the future requires of us as change
agents. From there we will explore this concept in the
context of internal teams. Without a strong
foundation, our external efforts are jeopardized.  

So, as you step into the busyness the fall season
brings, we encourage you spend time unpacking
your perceptions of productivity. Who shaped
those perceptions for you? How have they been
reinforced over time? Where do you have the
autonomy to put practices in place that prioritize
time for reflection and relationships? We’re willing to
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[iv] Lindzon, Jared (2021). “Why psychological safety at work is key to preventing employee burnout”. Fast Company

bet that if you start to intentionally unlearn how
you’ve been conditioned to think about productivity
and track your journey, that you’ll feel lighter, more
effective, and able to generate more meaning and
impact from your work.
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P A R T  2  O F  T H E  R E I M A G I N I N G  
P R O D U C T I V I T Y  S E R R I E S

Ideas of productivity usually involve some form of hustle -
to do more, create more, accomplish more. And yet, taking
time to pause and reflect makes us so much more
productive. Prioritizing sleep over cramming before an
exam often yields better results. Giving muscles time to
recover between workouts makes them stronger. Why
then, do we not apply this logic to our work lives?

Social change leaders are working to alter systems in
complex environments. Driven by passion and a vision
to make the world a better place, we place unrealistic
expectations on ourselves about the effects we expect
our efforts to have. We lose sight of the fact that
change requires many people working together over
time - we need to find ways to stay motivated and
engaged over the long term by releasing some of the
weight of the world from our individual shoulders. This
article is the second in our 3-part series and focuses on
the need to begin with the self.  

In 2015, Senge, Hamilton and Kania identified three
core competencies of systems leaders in what they
coined as “the dawn” of this new form of leadership[1].
First, leaders need to be able to see the larger system.
Second, they have to be able to foster reflection and
generative conversations. Third, they require the ability
to shift focus from reactive problem-solving to co-
creating the future. They note that “Continuing to do
what we are currently doing but doing it harder or
smarter is not likely to produce very different
outcomes. Real change starts with recognizing that we
are part of the systems we seek to change” (p.29). 

It’s been six years since this article on systems
leadership was published and these skills are needed 

now more than ever. But they require dedicated space,
time and practice, and often lose out to immediate
pressures that perpetuate moving through task lists,
funding applications and maintaining the status quo.

Furthermore, these competencies are needed across
sectors and fields of work. The World Economic
Forum’s Top 10 Skills of 2025 includes self-
management as a critical type of skill that includes
abilities associated with active learning and learning
strategies, as well as resilience, stress tolerance and
flexibility[2]. Without strong self-management skills we
are severely limited in our capacity to lead, influence
and problem-solve. If we’re feeling burnt out,
overwhelmed and fatigued, how can we possibly have
space for critical thinking, ideation, innovation?

So how can we cultivate our leadership competencies
for systems change? How can we preserve and
prioritize time for reflection and visioning? We’re
advocating for a drastic recalibration of how we
define productivity as social change leaders.

Reflective practices are needed for us to be in
alignment with our leadership intentions. It’s time to
reimagine “productivity” in a way that recognizes the
time and emotional energy involved in the
relationship and trust building needed to motivate
collective action for a co-created future. In an
increasingly polarized, “VUCA”[3] (Volatile, Uncertain,
Complex, Ambiguous) world, where fractures in trust
and inequities have deepened across generations,
we have a lot of work to do that involves listening,
learning and reconciling. It takes an incredible
amount of mental space to be able to hold and work
through different perspectives and tensions. We
need to account for this time in work plans,
scheduling, funding applications and reporting.

Fighting Burnout
Conventional definitions of productivity perpetuate
reactivity, devalue time for learning, and lead to burnout.  
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Practicing Reimagined Productivity for Self
Power and impact grow from the stillness of reflecting
and pausing. Time and again we have seen how
resiliency, energy and generative work rises as people
and teams create space for reflection, learning and trust
building. At the individual level, this includes space to
breathe, examine our stories, and align intentions with
behaviours. 

Reimagining productivity for self is to consciously and
intentionally create open spaces to reflect, pause,
integrate and adapt. Leaders who model and value time
for reflection are a powerful force for change - whether
that be “focus time” in calendars, intentional reflection
days and retreats, or space in team meetings to move
outside of task lists. When we have this space we’re more
able to see sticking points, bottlenecks and barriers to the
impact we’re trying to have. Our brains are given a time
out from acceleration and multi-tasking, and the rewards
include inspiration and rejuvenation. 
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The cycle of busyness is normalized and drives how
we spend our time. There is a personal cost that is
felt by our families, our communities, and ourselves.
If we don’t keep up, our confidence plummets and
we allow our worth to be defined by external sources
like salaries, job titles, performance reviews and
naysayers. We lose the potential to access our power,
rise in our purpose, and contribute to what this
world needs: every single one of us and the unique
gifts that we bring.

Burnout can have negative effects on organizations in
the form of staff turnover, mission drift, diminished
innovation and inability to attract resources. When
people are suffering from it, they are less effective in
their change efforts. In our experiences coaching
leaders and managing people, we have witnessed the
“ah-ha” moments that come when a combination of
pausing, reflection and active inner work leads to
greater capacity to develop trust and affect personal
and collective change. Less time is spent on
relationship dynamics stemming from vulnerability
and defensiveness, and positive energy and
motivation develops.

The Community Sector Council of Nova Scotia
offered a series of learning sessions on Building
Burnout Resiliency during the spring of 2021 and
compiled a range of resources on the topic. In a
survey conducted in April, managing workload and
burnout emerged as a top priority for leaders in the
social impact sector, second only to funding. The
same research found that healthy workplace cultures
and behaviours associated with learning
organizations are significant predictors of social
impact. Indicators where respondents rated lowest
levels of agreement with their current situation
included time for reflection and feedback,
preparation for dealing with the psychological and
emotional demands of their work, minimizing
workplace stress, and managing conflict among staff.
We need to place more emphasis on these
behaviours and competencies to improve our
wellbeing and the impact of our work.

How often have you been asked how you’re doing
and responded with “so busy!!”? It wasn’t long ago
that our degree of busyness was touted as a badge
of honour. More recently, it feels like there is greater
admiration for those who have somehow found a
way to feel spaciousness in their lives to focus on
what’s most important and meaningful to them.
Being busy no longer needs to define our identity
and sense of worth. When we take the time to work
on ourselves and our teams, we can fully show up to
do the work that’s needed for systems change.

The changing work realities affected by COVID-19 have
spurred an abundance of awareness and interest in the
concept of burnout. So many people are on the verge
of collapse based on the merger of personal and
professional lives and unrealistic expectations. It’s
important to note that fighting burnout is not about
doing more yoga or spending time at the spa and there
isn’t a quick fix solution. It takes time, practice and
consistency.

So what are some tangible ideas and practices for
incorporating redefined notions of productivity? We need
to do our own work - and commit to it over time. Here are
three streams of practice that have worked for us:

Pause for reflective practice 
about your intention. 
First, reflect on your 
leadership intentions 
and where there is
misalignment. Ask 
yourself how you 
want to show up 
and write it down. 
Be honest about what 
you expect from others 
and your triggers - how much
are those expectations rooted in conventional
assumptions about productivity? What are you willing
to let go of? Brainstorm things you can do to let go and
mitigate their negative effects. Implement “Reflection
Studio” time - once a month take an hour to journal
what you are learning, the implications on your
leadership, and what you want to do differently.

1.
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Examine the stories you tell yourself. They have
power. What are the stories you create about your
identity, about others (your family, your colleagues,
your work), about what makes your life worthy?
Stories can be medicine. They can connect us, and
disconnect us. They can help us show up, or help us
shut down. What stories do you choose to give
power too? In what context and why? Here are some
areas of practice to help you attune to your stories:

a myth that saying ‘yes’ is the only way to help others.
To be clear is to be kind.[4] Are you afraid that saying
‘no’ will upset, offend and create uncomfortable
conversations? Yup, that can happen… oh well.

Avoiding and leaning away from these fears has costs:
Burnout. Anxiety. Resentment. Frustration.
Overwhelm… and more. 

Leaning into your boundaries pays dividends. It
protects you from draining your energy, places your
attention on relationships that feed you, diverts your
time and energy toward your growth, and supports
your practice of positive self-talk and self-compassion.

Know your boundaries. Write them down. Practice
communicating with them. As Brene Brown says, the
simple practice of boundaries is stating what is ok, and
not ok for you. Start with a simple list then advocate for
what you need - you deserve it.

What are the voices in your head saying? When
are they saying it? This is your Inner Team. You
may have an “Inner Critic”. Does your inner critic
hold all the power to author your stories? What
about your “hyper-achiever”? Your perfectionist?
What about your sage self? Or your
cheerleaders? Define who your inner team
members are, and define the power they get to
contribute to your stories.

Get real about your boundaries. The cycle of
busyness is perpetuated by constantly saying yes. It's

2.

3.

Follow the stories that feel uncomfortable. What
are they? What are these stories teaching you?
Trying to reveal to you? Can you listen with
curiosity, and put aside the judgmental mind?

What stories are you not telling? Denying?
Silencing?

What stories help you walk in alignment with the
person and leader you strive to be? Or do you
walk in disconnection? 

"Saying no to helping is an act of
self-care. Paying attention to your
needs as self-care. And like putting

on the oxygen mask, you'll have
more energy for others if you apply
it to yourself first. If you think about

it, the root of self-care is setting
boundaries: it's saying no to

something in order to say yes to your
own emotional, physical, and 

mental well-being."[5]
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In the next and final part of this series, we’ll explore
what it looks like to reimagine productivity in the
context of organizational teams.

Surf The Waves
Pausing to reflect and integrate what we’re
experiencing allows us to have the fortitude to keep
rising and surfing the waves of change rather than
being pulled by the current. By setting boundaries and
fighting burnout we can begin to self-author our worth
and expectations rather than handing the narrative to
others. This work may lead to shifting our focus,
exploring new job opportunities, moving where we live.
But change is inevitable and should be embraced if it
can positively affect how you show up as a leader,
parent, friend, team member, change agent.

And don’t forget to move your body, spend time with
loved ones and be in nature! Life and leadership are
developmental and organic - you never know what’s
going to come at you. 
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P A R T  3  O F  T H E  R E I M A G I N I N G  
P R O D U C T I V I T Y  S E R R I E S

Team dynamics can make or break how we feel about
our work lives, and how effective and impactful our
change efforts are. Our ability to relate to and
empathize with each other, and lift each other up, can
result in a sense that anything is possible. But when we
find ourselves in groups where trust isn’t present or we
just can’t seem to get on the same page, we spin our
wheels in circles of anxiety and frustration.

 So how can we apply this concept of reimagining
productivity to how we lead and work within teams?
In this third and final part of our series, we explore
the inner work of teams from the lens of reflection
and relationships.

In our last article we emphasized the importance of
reimagining productivity from the perspective of self
- by resisting the constant pressures to be busy,
setting boundaries, and creating spaces for
reflection. We know that power and impact grow
from the stillness of reflecting and pausing. When we
take the time to look inward, we can be honest about
our strengths, as well as our limitations. The reality is
that despite our martyrdom culture, nobody can do
all things. We need others, we need teams - ideally
made up of people unlike ourselves. 

Reimagining productivity in teams looks like spaces
to take a collective breath, to work on our
relationships, share perspectives, and cultivate trust
and psychological safety. Given the context of the
pandemic and our shift to virtual spaces, nurturing
team relationships is simultaneously the most
needed and the most challenging work in our lives. 

We’re burnt out, zoomed out, and craving fewer
meetings. It’s so easy to go through a week without
interaction with team members, which can lead to
feelings of isolation, disconnection with the group
and our purpose, and vulnerability. As leaders, we’ve
had to find ways to keep people engaged,
emotionally supported and motivated - while trying
to set our own boundaries for self-preservation.

We know that RELATIONSHIPS MATTER. Even when
we slip, we’re reminded again and again that working
on our relationships enables us to work on the work.
By taking the time to be intentional in how we
integrate our efforts, we can be aligned and pointed
in the same direction. We can learn and adapt in real
time, avoiding wasting time on low impact activities.
We can also learn how to hold difficult conversations
and navigate conflict - so that we can benefit from
diverse perspectives and life experiences. 

Attitude to risk and failure
Open conversation
Willingness to help
Inclusivity and diversity.

The Role of Psychological Safety
If we accept that the inner work of teams is a lever for
impactful work, we need to focus on how we work
together. We are firm believers that without
psychologically safe spaces, it’s impossible to reach that
magic place where everyone is an active and uninhibited
contributor. In her book, “The Fearless Organization”[1]
Amy Edmondson outlines four axes of psychological
safety:

https://www.linkedin.com/pulse/call-reimagine-productivity-part-2-beginning-annika-tamlyn-voltan
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Practicing Reimagined Productivity for Teams
Practice is important. Here are 3 simple ways to practice
reimagining productivity with your team:
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Being intentional about the culture we want to
create by identifying acceptable behaviours and
holding each other accountable. We need to ask
what we’re avoiding talking about around our
culture - is it a blind spot for us?

Operationalizing trust-building behaviours
through regular practices and processes such as
sharing emotions (without having to solve them)
and holding space for relationship development
in meetings.

Establishing communication prompts to stand in
awkwardness and discomfort together without
running away. 

Finding ways to regularly give and receive
feedback - at all levels.

Embracing healthy conflict, rather than holding
tension between us as a scary furball that we
want to ignore. 

They speak about how permissible it is to make
mistakes, the team’s ability to discuss difficult topics,
how much people support each other, and the extent
to which people feel they can be themselves and are
welcomed for it.  

Risk-taking is critical for innovation and continuous
improvement. Diverse perspectives and life
experiences are needed to break the status quo for
systems change. Without a safe environment, people
fear speaking up or trying new ideas and ways of
working. Misunderstanding and resentment build
because conflict is avoided. People shut down,
retreat into silence, or leave.

Creating these spaces takes strong leadership,
practice, dedication to process, and prioritizing time
for relationships, reflection and learning. It’s difficult
work no matter what the context - and even more
challenging in virtual environments, at a time when
most people are feeling burnt out, stretched thin and
insecure.

Nonetheless, now, more than ever, we need to lean
into the inner work of teams. Productivity for teams
is not just about completing that funder report,
delivering programs, or having weekly meetings.
Reimagining productivity includes prioritizing the
inner work that shapes team dynamics and
relationships. This includes:

In other words, we need to be intentional about 

creating workplaces that are psychologically safe and
welcoming. Period.

Define it. Psychological safety is “a belief that one
will not be punished or humiliated for speaking up
with ideas, questions, concerns or mistakes"[2].
What initial insights and curiosities does this
definition raise for your team? Team members can
individually take this test  to explore their
experience of psychological safety.

Talk about it. Come together to discuss what is
revealed. Use the test as a starting point to make
the space for conversation, questions, and curiosity.
Invite the team into a brave space. Here are some
additional prompts you can use:

What are we afraid to speak out about
collectively, and individually? What are we
avoiding engaging in conversation about?
What is our tolerance for shame on this team?
Criticism? Discrimination? Finger pointing? 
What does burnout look like for us? How do we
rethink burnout in a way to reduce the burden 

 Work on psychological safety. Talking about how we
work together tends to quickly turn to a conversation
about what psychological safety looks like on our team.
What is supporting and eroding your team’s psychological
safety? Here are three steps you can take to get started:

1.

Accountability: How are we holding the tension 

Power: How does power show up in our team? 

Discomfort: Do our behaviours, patterns, and
norms invite discomfort, all voices, disruption, 

Trusting Behaviours: How do we operationalize
the behaviours of trust? 
Language: What is our teams’ common language
when we are uncomfortable? What is our “rumble
language”? A favourite language prompt is: “The
story I’m making up here is…”. 

 Talk about how you work together. When teams talk
about how they work together, they oil the machinery
for doing the work together. Centre some time with
your team to talk about the how. Some teams find it
useful to approach this question from distinct lenses:

      of autonomy and accountability on our team? 
      How are we held accountable in our work?

       How is it used or not used? 

       and celebration?

2.
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on individuals, and own the issues as a team?
(Check out this episode of Saralyn’s podcast to
go deeper on this topic!)  

stage/ this next moment/ this piece of work/ 

What are your greatest fears, as impossible as
they may seem? 

             this quarter?

Final Thoughts
And that concludes our series on Reimagining
Productivity! We hope you’ve found the thoughts and
resources shared to be helpful for creating space in 
your life and your work. As we continue to practice
reimagining productivity in ourself and with our teams,
we find constant reminders about the importance of
slowing down, creating boundaries and spaces for
reflection. As change leaders, we’re all in this for the 
long haul and we’ve got our work cut out for us – so 
take care of yourselves and others around you! 
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Do something different. With resources and
attention in place, start experimenting together
about what shifts can happen. What are the levers
for change in our team to move us towards greater
psychological safety? Towards bravery? Create
rhythm and process to experiment together as a
team. Put someone in place to drive the process
but not be expected to have the answers - better
yet, create an internal role dedicated to
facilitating team processes related to healthy
workplaces and learning!

3.

 Hold a What/So What/Now What conversation:
What significant things occurred this quarter 

So what effects do they have on us as a team? 
Now What do we want to do differently?

Use the Adaptive Cycle to reflect on what
behaviours the team wants to conserve, let go of,
plant seeds for, and further cultivate.

Create a list for what people are comfortable 
 saying “No” to (or at least “Not Right Now”) in   
 order to make space for the team’s aligned, fierce
rally cry - the raison d’etre for why the team exists.

Touch base with the team’s hopes and fears:
What are your hopes as we move into this

   Implement reflection studios. Hosting Reflection
Studios once a month or once a quarter allows the
team space and intention to integrate collective
learning and stories, keeps the team efforts and
intentions pointed in the same direction, and can 
spark innovative and creative conversation about 
what is possible from this learning.

             in your experience? 

Additional Resources
- Harvard Business Review article “High performing
Teams need psych safety” by Delizonna (2017)
- Finding Your Powerprint worksheet - Diamond  
 Leadership
- Center for Creative Leadership article “What is
Psychological Safety at Work” (2020)
- Amy Edmonson TedEx video
- Brené Brown (2019) “Let’s Rumble”
- Brené Brown with Jodi-Ann Burey and Ruchika
Tulshyan on Imposter Syndrome – podcast episode
(2021)
-  MIT Sloan Management Review article “Three 
Steps to Building a Learning Culture That Delivers
Innovation” by Mor (2021)

[1] Edmondson, A. C. (2018). The fearless organization:
Creating psychological safety in the workplace for 
learning, innovation, and growth. John Wiley & Sons.
[2] The Fearless Organization.
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