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In today’s session, we will address some of the challenges in today’s

rapidly evolving workplaces that escalate workplace tension. Here’s where

we’re going:

Welcome & Expectations
Discussion: The changing dynamics of the workplace, Resilience

Activity: Resolution Superpowers
Case




Getting Started

Stay muted, but please speak up if | don’t see your “raised hand” ora
comment in the chat

It’s nice to see your face, although only use video if you feel
comfortable. Itis helpful to turn it on in the chatrooms.
Please add your screen name and pronouns.

Send a private chat to “Person” if you have technical issues.
| will monitor the chat for messages andlinks.

What else?




What to Expect

Today we will leverage the experience in the room and talk about what we
see in a rapidly changing workforce brought on by technology, changing
demographics, the political and social environment, and a shift in awareness
around expectations. Wewill address:

e Changes atwork

o Observations and a discussion on some of the root causes
o An approach toresilience

¢ Skills required to help you navigate workplace challenges
o A brief case toidentify how this shows up in the workplace

What do you hope to gain from our time together today?




Acknowledgement & Gratitude

| am grateful to Xwsepsum (Esquimalt) and families, who come from the land that
Is known as Victoria, where | learned about justice and restoration through the lens
of the Seven Generations, and the Seven Grandfather Teachings. A set of
Anishinaabe guiding principles passed down from generation to generation to
guide the Anishinaabe in living a good life in peace and without conflict:

Love . Respect . Bravery . Truth . Honesty . Humility . Wisdom

/generations.org




Territorial Acknowledgement

| am presenting to you in a place we call Guelph which has served

as traditional lands and a place of refuge for many peoples over
time, but more specifically, the Attiwonderonk and the
Haudenosaunee. This land is held as the treaty lands and territory
with the Mississaugas of the Credit First Nation. Guelph lies

directly adjacent to the Haldimand Tract and is part of a long-
established traditional hunting ground for the Six Nations of the
Grand River. Many First Nations, Inuit, and Métis peoples who

have come from across Turtle Island call Guelph home today.



Changes at Work

Consider the changes that have happened in the
workplace in the last five years.

Using the chat function, identify some of those
changes that you've experienced or seen in your
work.




What’'s Causing the Conflict?

1.Cultural & Identitylssues
2. Politics

3. Virtual vs. In-office

4. Generational

5. Mental Health/Burnout




What do you think?

Is toxic behaviour on the rise, or do open
conversations about things such as mental

health, harassment, racism, or
neurodiversity expose some of the flaws in

the way wework?




What|I'm Seeing

1.Reduced Connection/Increased Loneliness
2.Increased Escalation

3. Greater Avoidance

4.Decreased Trust




Reduced Connection

/7/ The prerequisite to connectedness is safety. To feel safe, we need
to see and hear each other. With email, texting, and virtual
communication, seeing lacks vision, and hearing lacks heart. We
are entering the isolation age precipitated by a human
disconnect...

“Loneliness has a debilitating impact, and 47 percentof
Americans don’t have a primary relationship of feeling included.

There is a lack of community, as well as hurt, depression and
anger. Since 2005, mental health issues have escalated, and
there has been a 40 percent drop in empathy since they began
measuring it.”

Anna Maravelas, Creating a Drama-Free Workplace:
The Insider’s Guide to Managing Conflict, Incivility & Mistrust



https://www.multivu.com/players/English/8294451-cigna-us-loneliness-survey/docs/IndexReport_1524069371598-173525450.pdf
https://www.multivu.com/players/English/8294451-cigna-us-loneliness-survey/docs/IndexReport_1524069371598-173525450.pdf
https://news.umich.edu/empathy-college-students-don-t-have-as-much-as-they-used-to/
https://shapeshiftersconsulting.com/thera-rising-2/
https://www.amazon.com/gp/product/1632651572/ref%3Ddbs_a_def_rwt_bibl_vppi_i0
https://www.amazon.com/gp/product/1632651572/ref%3Ddbs_a_def_rwt_bibl_vppi_i0

Increased Escalation

Friedrich Glasl's (1982) Conflict Escalation Model
&

Hardening, Tension
develops J
a— Debate, pelemic —
' Level of Confliat
Actions replace words
Empathy decreases
Coalitions Form 0
Loss of Face,
"Moral" Qutrage
Dehumanization, 0
Damage at at costs
Annihilation
and Dastruction
Personal Destruction
as long as other
goes down too
PHASE 1: WIN-WIN PHASE 2: WIN-LOSE PHASE 3: LOSE-LOSE

Frederich Glasl’s Conflict Escalation Model (1982)



Constructive & Destructive Conflict Responses

Behaviours that prevent the harmful Behaviours that escalate orprolong
effects of conflict: conflict:
e Task completion o Displaying negative emotions
e FOocus on problem solving & e Trying to win, no matter what
exchange ofideas o A lack ofrespect
o Expression of positive emotion e Avoidance

and optimism

e No provoking

Eckerd College, Conflict Dynamics Profile




Trust and Betrayal

[he Reina Irust & Betraval (Tlodel®

Transactional Trust
* Reciprocal
* Created incrementally

I COMPETENCE TRUST i

“Trust of Capability”

“Trust of Character”

*. Manage expectations

« Establish boundaries

* Delegate appropriately
* Encourage mutually
serving intentions

* Keep agreements

*/Be consistent

* Acknowledge people’s
skills and abilities

* Allow people to
make decisions

* Involve others and
seek their input

+ Help people learn skills  '\_ S}

I COMMUNICATION TRUST I

“Trust of Disclosure”
» Share information

* Give and receive constructive feedback

* Tell the truth * Maintain confidentiality
¢ Admit mistakes e Speak with good purpose ~ oo,
© 2001-2005 Dennis S. Reina, Ph.D. & Michelle L. Reina, Ph.D., Chagnon & Reina Assoc. Inc. All Rights Expresshy Reserved Ql]ag\ll(s)(l)] ( I A 1]12§]|r\1?

Unauthorized duplication, repraduction or distribution are violations of applicable laws

The Trust Building® Experts
© 1995-2005 Dennis S. Reina, Ph.D. & Michelle L. Reina, Ph.D., authors, Trust & Betrayal in the Workplace,
Chagnon &Reina Associates, Inc., The Trust Building® Experts (802)253-8808, www.trustinworkplace.com " -



http://www.trustinworkplace.com/

Discussion:What Are You Seeing?




Resolution Superpowers

Breakout:

If you had a superpower to help others navigate
conflict at work, what would it be?




Roadmap for Resilience

Phase One: Prepare for theJourney

Safety
o Cultivate Safe Spaces

e Trauma-informed approach

Conflict Competency
o ldentify conflict skill level and evaluate whether itis

viewed as a threat or an opportunity for growth

Internal Processes «
o Define and communicate clear company values and
expectations
o Develop clear, comprehensive policies that address
common conflict areas - communication, respectful
workplace behaviour, decision-making




Roadmap for Resilience

Phase Two: Anticipate Roadblocks

Early WarningSigns

o ID early signs - absenteeism, destructive conflict behaviours
o Reward constructive conflictbehaviours

e Define feedback channels

Swift Intervention

o Address Conflict quickly and directly following established
protocols

o ldentify third-party resources: coaches, mediators
e« FOcus onroot-cause and systemic issues




Roadmap for Resilience

4/ Phase Three: Build & Evaluate

Feedback &Learning
e Solicit feedback and post-conflict reviews

e Encourage a culture of continuous learning in conflict
management skills

Build Connections
o Offer development opportunities for mindfulness, stress
management, emotional intelligence training

o Encourage activities that foster trust, collaboration and
connection

Adapt toChange




Psychological Safety

Quick Facts:

e 1in5 Canadians experience a psychological health problem orillness

¢ Psychological health problems and ilinesses are the number one cause of
disability in Canada

« Psychological health problems cost the Canadian economy ~S$51 billion
annually, $20 billion of which results from work-related causes.

e 47% of working Canadians consider their work the most stressful part of daily
life.

e Psychological health problems affect mid-career workers the most, lowering
the productivity of the Canadian workforce

e Only 23% of Canadian workers would feel comfortable discussing a
psychological health issue with theiremployer.

Reference


https://www.canada.ca/en/employment-social-development/services/health-safety/reports/psychological-health.html#h2.2

Whatis Psychological Safety?

Low Psychological Safety: High Psychological Safety:

Spotlighting and shaming people who make mistakes llluminating and sharing mistakes for learning & growth

Copyright unSpeakable 2024



Whatis Psychological Safety?

Psychological Safety is a condition in which you feel:

e Included
e Safe tolearn

e Safe tocontribute
e Safe to challenge the status quote

“The need for self-preservation in a social and emotional
sense.”

The 4 Stages of Psychological Safety: Defining the Path to Inclusion and Innovation,
Timothy R. Clark




Why Psychological Safety?

When Psychological Safety is high:
People take ownership and release greater

discretionary effort releasing greater learning,
problem-solving, engagement andinnovation.

When Psychological Safety is low:
People freeze with fear. They shut down, self-

censor and redirect their energy toward risk
management, pain avoidance, and self-

preservation creating greater conflict in a toxic

culture.




Conflict Competency

Conflict competency refers to an individual or organization’s ability to
effectively manage and resolve conflict. Conflict competency helps with:

o Improved communication - leads to more effective collaboration and
better decision-making when employees can clearly voice their
needs and concerns

o Increased productivity - When conflicts are not addressed, they can
escalate and cause disruptions. Addressing conflict early on can
prevent escalation

o Enhanced satisfaction and retention - When employees feel their
concerns are heard and addressed, they feel more valued and
engaged in their work, leading to greater loyalty and retention



Case: Vital Pulse

Diagnosing an Unhealthy Health-Tech
This case is a compilation of issues based on a

real company with identifiable details
fictionalized. Other details about the
organization include:
e Two co-founders indispute
o A sales-focused company with poor
operations An unspoken expectation of long
hours
e The focus of the HR function was
recruitment




Breakout: Vital Pulse

1.What are the underlying causesof Vital Pulse’s
symptoms?

2.How might these issues be connected to the
company’s rapid growth?

3. What “Superpowers” could the leadership develop to

help restore Vital Pulse’s health?

4. What would you do to build a more resilient culture?




Tools & Resources

List of tools& Resources

1 Government of Canada Psychological Health in the Workplace Guidelines: practical strategies,

checklists and legislative requirements

2 CMHA Mental Health in the Workplace Accommodation Guide
3. Psychological Safety in the Workplace C ase Study Research - a blueprint for how to implement

4 Google’sHigh-Performing Teams/Psychological Safety Research
5 The 4 Stages of Psychological Safety: Defining the Path to Inclusion & Innovation by Timothy R. Clark

6 Timothy R. Clark Models & Resources (LinkedIn)
7.Workplace Fairness International - WFI White Paper describes public and private forms of conflict

management in union and non-union workplaces in Canada.

8 Conflict Cost Calculator
9 Principles of Non-Violent Communication

10.Hofstede Intercultural Tool - Country Comparison Chart
1l Respect at Work - Harassment and Violence in Canadian Workplaces: It's [Not] Part of the Job, Apr

2022

Copyright unSpeakable 2023


https://www.canada.ca/en/employment-social-development/services/health-safety/reports/psychological-health.html
https://mentalhealthcommission.ca/training/online-training-in-psychological-health-and-safety/
http://www.mentalhealthcommission.ca/sites/default/files/2017-03/case_study_research_project_findings_2017_eng.pdf?_gl=1%2A14vxt59%2A_ga%2AMTMzNDk5OTEyOS4xNjkxNTI5MzM5%2A_ga_0X7SS473K6%2AMTY5NDU2NzI1MS42LjEuMTY5NDU2NzM5MS4xNS4wLjA
https://rework.withgoogle.com/print/guides/5721312655835136/#%3A~%3Atext%3DThe%20Google%20researchers%20found%20that%2Ctwice%20as%20often%20by%20executives
https://www.porchlightbooks.com/blog/changethis/2020/the-four-stages-of-psychological-safety
https://www.linkedin.com/in/timothyrclark/
https://workplacefairness.ca/books/
https://www.conflictdynamics.org/insight-research/conflict-cost-calculator/
https://www.cnvc.org/about/cnvc/purpose-of-nvc
https://www.hofstede-insights.com/country-comparison-tool
https://www.learningtoendabuse.ca/research/national_survey_on_harassment_and_violence_at_work_in_canada/pdf/Respect-at-Work-Report-ENGLISH.pdf

Want to connect and chat more?

crenner@myunspeakable.com

226.979.3789

myUnspeakable.com

linkedin.com/in/cristarenner/



mailto:crenner@myunspeakable.com
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