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UNDERSTANDING THE CHALLENGES
IMPACTING YOUR INDUSTRY

Psychological safety can have significant impacts on the 
wellbeing of your workforce and can be the reason people 

tend to leave or stay.

ATTRACTING THE 
RIGHT PEOPLE

Worker shortages and 
competitive environments 

make it challenging to be an 
employer of choice

WORK HEALTH & SAFETY
Regulatory changes around 

expectations of employers and 
industry standards. 

TURNOVER
High turnover is costly. It’s 

challenging to retain talent 
and keep up with the 

demands of training new 
staff.



YOU

INDUSTRY

Behind the Curve

Struggle to attract talent, suffer brand 
damage, high claims and high turnover

A lack of empirical psychological safety and 
inclusion measures, so they can’t address 
change effectively

Ahead of the Curve
Have empirical measurement tools that 

capture the dynamic nature of 
psychological safety - the foundation of 

inclusivity. 

Benefit from a deeply engaged, productive 
and passionate workforce. This means 

higher retention, better talent, leaders in 
innovation - people will feel valued as the 

complete ‘being’ that they are.

Organisations need 
to equip themselves 
with the data, 
evidence and 
knowledge to make 
impactful change



Turning diversity into lived inclusivity

Psychological Safety is a well-established driver of 
team-performance, effective decision making, 

innovation and higher quality solutions.

Professor Amy Edmondson, Harvard Business School.



A 2017 Gallup poll found that 3/10 employees 
strongly agree their opinions count at work. 
By moving that ratio to 6/10, organisations 
could realise -

Defined

“A climate in which people are 
comfortable expressing and being 
themselves. When a work environment 
has high psychological safety, good 
things happen.”

What is 
psychological 
safety?

Benefits

• 27% reduction in turnover

• 40% reduction in safety incidents 

• 12% increase in productivity. 



In considering the dynamics of 
effective teams, Google’s 
researchers conducted a five-
year study that found that what 
really mattered was less about 
who is on the team, and more 
about how the team worked 
together.

The lead researcher said that 
‘psychological safety was far 
and away the most important 
of the five dynamics we found.’ 
It is the factor that underpins all 
others.

WHY IT MATTERS
PSYCHOLOGICAL SAFETY

• Psychological safety can make or 
break the achievement of team 
performance in diverse teams

• There is a direct correlation between 
psychological safety, predicted worker 
engagement and return on assets.

• In short, process innovation can be a 
good way to boost performance, but a 
psychologically safe environment 
helps the investment pay off.



But here’s the 
kicker…

A ‘normal team’ has 
low psychological 
safety and instead 
prefers superficial 

harmony.



The sector faces unique challenges, taking a standard 
approach to leadership development and 
organisational culture won’t cut it. We embarked on 
industry specific research into workforce capability, 
with the aim of understanding:

2020 Aged Care Workforce Census
The number of direct care workers who 
identify as being from a CALD 
background in 2020 represented
• 35% of the total RAC direct care 

workforce.
• 21% of the total home care workforce
• 16% of the total CHSP workforce

22% of general population of Australia

Our Research
Inspired by the biggest industry 
challenges

• Why are people leaving one organisation for 
another, similar one?

• How can we turn diversity into inclusivity?

• How can we reduce risk and encourage our 
front line workforce to speak up about problems 
early, before they become a costly and time 
consuming issue?



Case Study

The Aged Care Sector Celebrates diversity 
with 80 per cent of the workforce being 
female.

• 82% female
• Executive team 50/50 
• 31% identified as ‘non-Australian’ 

ethnicity
• Specific recruitment strategies to 

support the growth of people living 
with a disability employed within the 
organisation

The issue with 
Diversity alone

4.5 5 5.5 6 6.5 7

My ideas on how to improve
the organisation are listened

to

I am fully included as a
member of my team

Male Female



Case Study

The Aged Care Sector Celebrates diversity 
with 80 per cent of the workforce being 
female.

• 82% female
• Executive team 50/50 
• 31% identified as ‘non-Australian’ 

ethnicity
• Specific recruitment strategies to 

support the growth of people living 
with a disability employed within the 
organization

The issue with 
Diversity alone

4 4.5 5 5.5 6 6.5

I have the opportunity to
develop my skills at this

organisation

Within my team, the effort I
put in is equal to the reward I

take out

It is easy to ask other
members of this team for help

Other Australian



Turning diversity into lived inclusivity

Psychological Safety is a well-established driver of 
team-performance, effective decision making, 

innovation and higher quality solutions.

Professor Amy Edmondson, Harvard Business School.



Case Study: Reducing Turnover

Leadership Capability
Measured by overall 

score across all 5 CILCA 
capability domains

Team Psych Safety
Measured by staff 

perception that mistakes 
are not held against them 

and they feel safe to 
bring up tough problems 

or issues

Regrettable Turnover 
Turnover % excluding staff 
who retired, left for health 

reasons, left under 
performance 

management or by 
mutual agreement etc.

r = .45 r = -.32

Across all teams, as leadership capability increases, psychological safety 
increases and regrettable turnover decreases



Case Study: Improving Retention
Across all teams, as safety to bring up tough problems and issues 
increase, intention to stay also increases - measured by “I see my medium 
term future working within this organisation.”



Close your leadership capability 
gaps

• The research between leadership 
capability and psychological safety in the 
sector is clear

• Leaders need to deal with issues before 
they become problems, have necessary 
conversations and create an environment 
where it’s safe to speak up and discuss 
tough issues

How to get 
ahead of the 
curve

Conflict management

Practicing self-care

Managing inappropriate behaviour

Share responsibility

Address challenging situations 
effectively

Based on data collected from over 4,000 
individuals Australia wide by datadrivesinsight.com



HSSO are leading the way to 
support the growth and 
development of leadership 
capability in the care sector. 

They are offering heavily 
subsidized CILCA360 assessments 
to identify and close leadership 
capability gaps.

Numbers are limited. To secure 
your allocation, register now. 

HSSO can help!
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