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Because when people grow, companies
evolve. We believe meaningful work begins
with an understanding of self, others, and the
systems we shape together.
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We blend psychological science with creative

learning design to unlock trust, resilience, and
purpose inside organizations.

We help organizations turn knowledge into ' 2
performance. We deliver psychology-based

training solutions that enhance communication, T T
resilience, leadership behavior, and inclusion,

driving real business outcomes. -



HR Manager - The Culture Builder| e

Reduce burnout, improve retention, and build a healthy workplace
culture.

" h L&D - The Performance Optimizer

Increase productivity, upskill employees, and align training
with business goals.

Team Leader - The Bridge

Deliver on the business goals, reduce team conflict, improve
communication, and lead with empathy.

s R Director - The Change Driver

Navigate transformation, improve team resilience, and

manage transition periods.
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Module 1: Trust

Psychological

Psychological safety is defined as a shared belief that the team is safe for
interpersonal risk-taking. In a team with high psychological safety, people
feel confident they won't be punished or ridiculed for speaking up with ideas,

questions, concerns, or mistakes. It's essentially the freedom to be candid
without fear of negative consequences to one’s image or career.

This concept is vital for learning and innovation — when employees feel safe,
they will surface problems early, contribute creative suggestions, and admit
errors so the team can learn from them. In psychologically unsafe
environments, people shut down or hide mistakes, leading to lost ideas and
potential failures.

Subtopics & Modules:

Q Understanding Psychological Safety: What it is and isn't (e.g. not about
being “nice” all the time, but about respect and candor).

Q Benefits of Speaking Up: Teaching how diversity of thought and
constructive dissent improve decisions and innovation.

Q Leader’s Role in Safety: Behaviors leaders can adopt — actively inviting
input, responding appreciatively to bad news — to foster safety.

Q Team Exercises: Facilitated activities where teams practice giving
opinions or brainstorming wild ideas in a safe setting to experience the
concept.

Q Dealing with Mistakes: Training on post-mortems and error analysis
that focus on process improvement, not individual blame, thereby
reinforcing trust.



Module 1: Trust

Why Psychological
Sc:fg’ry P%C]TTGI’SQ

Psychological safety is a key driver of team performance. Google’s famous
“Project Aristotle” study, which included some teams in Europe, found that
psychological safety was the number one factor distinguishing high-
performing teams, more important than the talents or personalities on the
team. In practice, a team in which members freely share ideas and concerns
will innovate faster and catch problems earlier.

Without psychological safety, creative ideas can be lost because employees
hesitate to challenge the status quo or propose bold solutions.

ROl is evident in multiple ways: companies with high psychological safety
experience higher quality outputs and fewer mistakes (since issues are
flagged and fixed). For example, Edmondson’s research in hospitals showed
that units with higher psychological safety reported more errors, not
because they made more mistakes, but because people felt safe to report
them, leading to actual reductions in harm over time.

Similarly, manufacturing or tech teams with a speak-up culture catch
defects or bugs much sooner, saving costs. Psychological safety also
correlates with employee engagement — people are simply happier and
more motivated in a trusting environment.

A local anecdote: some Polish tech firms credit their flat, blame-free team
culture for their ability to solve complex coding problems quickly — no one is
afraid to say “I need help” or “I think this approach might fail,” which prevents
costly project overruns.

In summary, psychological safety is the soil in which all other positive
workplace behaviors (innovation, collaboration, inclusion) grow. Investing in it
leads to measurable business gains — everything from better decision-
making to lower turnover — because employees feel valued and secure
contributing their best ideas.



A feedback culture is an environment where employees and leaders
regularly exchange constructive feedback — both positive recognition and
helpful critiques. Psychologically, this culture hinges on safety and growth
mindset: people feel safe to speak up and view feedback as a chance to
learn.

An accessible way to frame it is that feedback is a “gift” that helps everyone
improve. In practice, a feedback culture means continuous communication
(not just annual reviews), managers who coach rather than just evaluate,
and employees who actively seek input.

This kind of culture can transform organizations by increasing trust, reducing
misunderstandings, and accelerating development through real-tfime course
correction.

Subtopics & Modules:

v Effective Feedback Techniques: Using models like SBI (Situation-
Behavior-Impact) to give concrete, constructive feedback.

v Receiving Feedback & Growth Mindset: Training on listening openly,
managing defensiveness, and acting on feedback.

v Peer-to-Peer Feedback: Encouraging cross-team and 360° feedback,
not only top-down.

v Recognition and Appreciation: Building habits of acknowledging good
work regularly (to balance corrective feedback with positive).

v Feedbackin Remote/Hybrid Settings: How to maintain feedback loops
when working virtually.



Many companies in Poland are still evolving from a top-down
communication style to a more open feedback culture. According to a 2021
HRM Institute report, only ~40% of employees in Poland say their company
has a feedback culture or program, and older employees in particular
receive feedback far less frequently than younger ones.

This gap can hurt engagement — in fact, 54% of employees feel
unappreciated at work, which directly impacts motivation. An unappreciated
worker “does not feel attached to the company and has no motivation to
work as best as possible,” one study noted.

On the flip side, building a strong feedback culture yields clear ROI:
organizations with open, regular feedback see higher engagement and
retention. For example, a recent survey found that 73% of Gen Z employees
in Poland would be more likely to quit if they don't get frequent feedback and
communication from managers. Younger talent “need feedback like air” —
60% of Gen Z want input at least weekly (versus 40% of Millennials).

Meeting this need helps retain high performers. Additionally, employees who
feel valued and receive timely recognition are far more engaged — one Polish
study showed only 54% feel appreciated, suggesting huge upside if
improved.

In summary, cultivating a feedback culture in Polish businesses leads to
better performance (through continuous improvement), higher morale, and
lower turnover — a direct impact on the bottom line in a tight labor market.



Module 1: Trust

Team
Dynamics

Team dynamics encompass how people interact, communicate, and
collaborate in groups. A key psychological factor is the psychological
contract — the unwritten mutual expectations between employer and
employee. It's the implicit “deal” about trust, respect, and obligations beyond
the formal job contract.

Healthy team dynamics require trust, clarity, and fulfillment of these
expectations, which fosters open communication and cooperation.

Psychologically, when team members feel heard and valued, they are more
engaged and cooperative; conversely, breached expectations can breed
resentment. For example, if employees perceive a violation of trust or
fairness (a broken psychological contract), morale and teamwork suffer.

Subtopics & Modules:

Q Stages of Team Development: Understanding forming, storming,
norming, performing phases, and how to navigate them.

Q Roles & Communication in Teams: Clarifying team roles (e.g., task roles
vs. people roles) and improving communication patterns.

Q Building Trust and Psychological Contracts: How to set mutual
expectations, give recognition, and maintain trust within teams.

Q Conflict Resolution & Feedback in Teams: Techniques for constructive
conflict management and continuous feedback loops.

Q Collaborative Decision-Making: Tools for inclusive discussions and
consensus-building.



Module 1: Trust

Why Team Dynamics
Matters

In Poland, awareness of the psychological contract concept is growing, as
many firms realize how it affects engagement. When these unwritten
expectations are not met, it disrupts employee functioning — studies found it
can reduce job satisfaction and commitment, lowering stability, loyalty, and
even cooperation in the long run. Broken team trust often leads to higher
turnover and silo mentalities.

On the positive side, well-aligned team dynamics boost performance.
Research indicates that failing to fulfill the psychological contract causes
attitudes to sour, whereas teams that actively manage mutual expectations
see stronger engagement and loyalty.

In practice, employers who invest in team-building and clarity reap benefits
in productivity and retention. For instance, Gallup data (global) shows teams
that capitalize on individuals’ strengths have 23% higher employee
engagement on average — engaged teams collaborate better and produce
more.

In short, investing in team dynamics — through trust-building, clear
expectations, and honoring the “psychological contract” — leads to more
innovative, cohesive teams and reduces the costly fallout of
miscommunication or lost talent.



This topic centers on how prepared individuals and organizations are for
change, and how agile they are in adapting to new conditions. Change
readiness is the collective mindset that change (big or small — e.g.,
implementing a new software, restructuring, or market pivot) is an
opportunity rather than a threat. It involves skills like learning agility, flexibility,
and proactive planning.

Organizational adaptability refers to a company’s ability to evolve its
strategies, processes, and culture promptly in response to external
pressures (like technological disruption or crises). Psychologically, humans
are wired to resist change to some extent — it can trigger fear of the
unknown. Thus, building change readiness often means addressing these
fears through communication, involvement, and support.

Subtopics & Modules:

v Understanding Resistance to Change: Common reasons people resist
change (uncertainty, loss of control) & how to address them.

v Change Management Models: Key principles from proven models
(Kotter, Lewin, ADKAR) to plan and execute changes effectively.

v Communication During Change: Crafting clear, transparent
communications & “change stories” to align and reassure employees.

v Building an Agile Culture: Encouraging experimentation, learning from
failure, & quick decision cycles.

v Empowering Change Agents: Identifying and training champions within
the organization who lead by example and influence others to adopt
changes.



The cost of poor change readiness is evident: globally, it's often cited that
around 70% of change initiatives fail to meet their goals (often due to people
issues and lack of buy-in). In Poland, one survey highlighted that 84% of
employees won't alter their routines unless they see the benefits of the
proposed change, underscoring how crucial communication and
involvement are in any change project.

On the ROI side, companies that manage change well perform significantly
better. A striking data point: organizations with effective change
management and communication are 3.5 times more likely to outperform
their peers. Furthermore, enterprise agility boosts financial results —
McKinsey's research shows that successful agile transformations led to 20—
30% improvements in financial performance, as well as similar gains in
customer satisfaction and employee engagement.

Locally, we've seen during the COVID-19 pandemic how firms that swiftly
adapted to remote work and new business models fared much better than
those that hesitated. The ability to pivot quickly — whether launching an
online service, retooling a supply chain, or adopting new tech — can literally
decide a company’s survival. Thus, investing in change readiness training
helps businesses build a muscle for adaptability. It reduces the friction of
transitions (minimizing productivity dips during change) and taps into
employees’ creativity and resilience. Over time, this leads to a more
innovative organization that can seize new opportunities faster than less
adaptable competitors.

The bottom line: change-ready companies in Poland will navigate economic
shifts or crises more smoothly and emerge stronger, tfranslating into
sustained performance and ROI.
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Module 2: Adapt

Emotional
Agility

The term comes from psychologist Susan David’'s work. In simpler terms, it's
about not getting stuck in emotions like fear, anger, or guilt, but rather
acknowledging them and moving forward. Someone with emotional agility
doesn't ignore difficult feelings (which can backfire) nor do they let those
feelings derail them; instead, they approach them with curiosity and
compassion, then make intentional choices.

This capability is vital in the workplace where setbacks, feedback, and stress
are common. An emotionally agile employee can receive criticism without
collapsing in self-doubt (they can process the sting and then learn from it) or
they can stay calm and effective during a crisis rather than panic.

The training often involves elements of mindfulness, cognitive reframing, and
values clarification. It's closely related to emotional intelligence, but with an
emphasis on the dynamic process of recognize > reflect > respond rather
than react.

Subtopics & Modules:

Q Self-Awareness of Emotions: Learning to identify and label emotions in
real-time rather than suppressing or being overwhelmed by them.

Mindfulness and Acceptance: Techniques to pause and observe one's
inner experience (thoughts, emotions) non-judgmentally.

Cognitive Reframing: Challenging & reinterpreting unhelpful thoughts.

Aligning Actions with Values: Identifying core personal/work values and
using them as a compass.

O 00 O

Building Emotional Range & Resilience: Practices to expand one’s
comfort with a range of emotions (so difficult feelings don't
automatically tfrigger avoidance or rash actions). 11



Module 2: Adapt

Why Emotional Aqilit
Md’ryrers Sald

From a performance angle, emotional agility correlates with better decision-
making and leadership effectiveness. For instance, an Institute for Health
and Human Potential study found that leaders with high emotional agility
were 4.6 times more likely to make effective decisions under pressure.

Moreover, emotionally agile individuals tend to be innovative because they
fear failure less and recover from setbacks faster, fueling a culture of growth
rather than caution. Data on emotional intelligence (a close cousin of agility)
reinforces ROI: as mentioned earlier, over 90% of top performers have high
EQ, and EQ is linked to a maijority of job performance success factors. If firms
invest in this areq, they likely improve metrics like employee retention
(through better stress coping and workplace harmony) and productivity.

Why retention? Someone who can cope with difficulties is less likely to quit
impulsively; they’ll seek solutions instead. Also, emotional agility contributes
to reduced absenteeism — employees with tools to manage anxiety or
frustration are less prone to stress leave.

Another ROI consideration is teamwork and client relations: emotionally agile
staff handle interpersonal issues deftly. They won't snap at colleagues or
customers when stressed; they can take a step back, manage their
response, and address the issue constructively. This means higher client
satisfaction and fewer internal HR incidents. A global example: the U.S. Navy
found that training sailors in emotional regulation significantly reduced
workplace conflicts and accidents — that's agility in action, saving costs and
even lives. On the well-being front, emotional agility is protective.

Harvard research noted that emotional agility helps people alleviate stress,
reduce errors, and improve health and performance. In Poland, where
surveys show high stress levels in workplaces, this could translate to
healthier employees and lower healthcare-related expenses for companies
(less stress-related illness).
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Communication includes active listening, clarity in speaking and writing,
tailoring the message to the audience, and non-verbal cues. Influence goes
a step further — it's about being able to shape opinions or decisions without
coercion, through credibility, logical argument, and emotional connection.
This can involve techniques from rhetoric (ethos, pathos, logos) and
psychology (principles of persuasion like reciprocity or social proof).

The training may also highlight the importance of empathy and
understanding others’ perspectives as a foundation of influence. For
example, influencing a team to adopt a new process might require
addressing their concerns (logic) and inspiring them with a vision of success
(emotion).

In essence, strong communicators and influencers can break down silos,
gain buy-in for ideas, prevent conflicts born of miscommunication, and drive
action across the organization.

Subtopics & Modules:

« Active Listening & Clarity: Skills for truly hearing others and expressing
oneself succinctly; practicing paraphrasing and asking good questions.

v Non-Verbal and Cross-Cultural Communication: Body language, tone,
and adjusting style when communicating with different cultures or
personality types.

v Persuasion Techniques: Frameworks for structuring a persuasive
message (e.g. Monroe’s Motivated Sequence, or Cialdini’s principles like
consistency, authority).

v Stakeholder Mapping: Identifying key stakeholders in an initiative and
tailoring communication strategies to each (who to convince, who are
allies, etc.).



The ROI of improving communication and influence is well documented.
Companies with strong internal communication have far higher engagement
and performance. One global stat: workplaces with effective communication
are 3—-4 times more likely to have high employee engagement and
experience 20-25% higher productivity. Furthermore, a Towers Watson study
found that organizations that communicate effectively were 3.5 times more
likely to outperform their peers financially.

The retention angle is notable too: according to Sociabble, companies with
solid communication strategies enjoy 4.5x higher employee retention —
people stay when they know what's going on and feel heard. In Poland,
improving communication could mitigate issues like the prevalent rumor mill
(often a result of insufficient official info) or employee disengagement during
changes.

Also, as more firms operate internationally or in multicultural environments,
communication & influence skills are critical fo avoid costly
misunderstandings with foreign partners or clients. A culturally aware
communicator can win deals and collaborations that others might lose.

In summary, every miscommunication is a potential cost — a lost sale, a
demotivated employee, a failed project.

Conversely, sharpening communication and influence skills at all
organizational levels leads to smoother operations and stronger business
results. Employees waste less time clarifying confusion (which, as one study
notes, can be hours per week, adding up to hundreds of thousands of ztotys
in mid-sized companies). Instead, time is spent moving forward. For Polish
SMEs and startups with constrained resources, that efficiency gain is golden.

Thus, investing in communication and influence training yields a high return:
better teamwork, faster decision-making, improved client relationships, and
a positive, tfransparent culture that underpins all other business goals.
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Module 3: Thrive

Burnout & Mental
Resilience

Burnout is the state of chronic workplace stress and exhaustion that hasn't
been successfully managed - it manifests as extreme fatigue, cynicism, and
reduced effectiveness. Mental resilience refers to the ability to bounce back
from stress, adversity, or change in a healthy way. In psychological terms,
resilience is like an emotional “immune system” — resilient individuals cope
with challenges through adaptability, optimism, and coping strategies (like
seeking support or reframing setbacks).

Training in this area often covers stress management techniques, building
healthy habits, and developing mindsets that protect against burnout (such
as setting boundaries and practicing self-care). It also encourages
organizational practices that promote well-being (reasonable workloads,
mental health support).

Burnout has officially been recognized by the WHO as an occupational
phenomenon, highlighting the need for both individuals and employers to
address it.

Subtopics & Modules:

Q Recognizing Burnout & Stress Signals: Educating on the signs of
burnout (physical, emotional, behavioral) and stress awareness.

Q Stress Management Techniques: Mindfulness, relaxation exercises,
time management, and prioritization skills to manage workload stress.

Q Building Resilience: Cognitive techniques (like reframing negative
thoughts), developing a support network, & practicing optimism
ggratitude

Q Work-Life Balance & Boundaries: Strategies for detaching from work,
taking effective rest, and preventing overwork — especially relevant in
remote/hybrid work

15



Module 3: Thrive

Why Mental
Resilience Matters

Burnout has become alarmingly commmon in Poland, even described as an
“epidemic” by local media. Surveys show that 45% of employees report
suffering burnout, with 26% experiencing its severe form. The most frequent
symptom is emotional exhaustion and cynicism towards work. This has
serious business consequences: burnout leads to more sick leaves,
presenteeism (people at work but unproductive), lower quality work, and high
tfurnover.

In Poland, 78% of employees experience at least one symptom of burnout,
and stress levels exceed global averages. Essentially, an overwhelmed,
drained workforce cannot sustain high performance, and it takes a foll on
innovation and customer service, too. On the positive side, improving
resilience and well-being pays off. For instance, the World Health
Organization found that every $1 invested in mental health (like treating
depression/anxiety) yields about $4 in improved health and productivity.

Closer to home, companies are noting the cost of inaction: a Polish study by
SW Research found burnout is correlated with more frequent errors and
missed deadlines, and nearly 1 in 5 employees in 2023 admitted their stress
was harming their personal life. Building resilience training can help reduce
these costs by equipping employees with the tools to manage pressure
effectively. Additionally, resilient organizations adapt better in crises (as seen
during the pandemic). ROI data: Deloitte Canada analyzed workplace
mental health programs and found a median $1.62 return for each $1 spent
in the first year, climbing to $2+ return within 3 years, due to reduced
absences and turnover. In short, addressing burnout and fostering mental
resilience isn't just a “nice to have” — it's a strategic investment.

Polish businesses that prioritize employee mental well-being see gains in
productivity, lower absenteeism, and a stronger employer brand (attracting
talent who increasingly value mental health support).
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Leadership behavior covers the day-to-day actions and style of leaders -
how they communicate, make decisions, motivate (or micromanage) their
teams.

Shadow dynamics refers to the unintended influence leaders exert, including
their unconscious behaviors, biases, and “dark side” traits that trickle down.

There's a saying that “the culture of an organization is the shadow of its
leader.” In practice, employees keenly observe leaders’ actions (not just their
words) and often mirror them. For example, if a CEO preaches work-life
balance but routinely emails at midnight, the shadow message is that you're
expected to be always on. Similarly, a leader’s unresolved personal biases or
insecurities might create a toxic shadow (like favoritism, fear-based culture,
or avoidance of fough conversations).

Psychological concepts like the Jungian shadow suggest everyone has blind
spots — parts of their personality they’re not fully aware of, which can affect
others. This training often involves self-awareness for leaders, emotional
intelligence development, and understanding how to role-model desired
values consistently.

Subtopics & Modules:

v The Shadow of the Leader: Exploring how leader behavior sets cultural
norms (€.g. openness vs. secrecy, integrity vs. “do as | say, not as | do”).

v Leadership Styles & Impact: From authoritarian to coaching styles —
which behaviors engage today’s workforce and which demoralize
them.

v Handling the “Dark Side”: Managing traits like ego, control, or anger in
leadership — turning potential negatives into growth areas (often linked
with emotional intelligence).
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A Polish study by PARP revealed that many managers undervalue their role
in building employee engagement — few realize how much it depends on
their behavior. The hidden cost of poor leadership behavior is huge: low
morale, high turnover, and even reputational damage.

On the flip side, good leadership behavior pays off. Leaders with strong
emotional intelligence create climates of high trust and performance.
Notably, research shows that 90% of top-performing leaders have high
emotional intelligence (EQ), and EQ is linked to better team outcomes and
retention. A leader’s EQ and behavior can account for nearly 58% of a
team’s performance variance, according to TalentSmart studies.

Moreover, the “shadow” a leader casts can either amplify or undermine all
other training efforts: for example, you can train employees in innovation, but
if leadership punishes mistakes, the shadow kills innovation. In Poland'’s
competitive market, companies are learning that leadership style directly
impacts the bottom line.

A positive leadership shadow — demonstrating mentorship, fairness, and
support — yields higher engagement (teams are more willing to go the extra
mile) and better talent retention.

Conversely, a toxic leadership shadow (e.g., a domineering or inconsistent
manager) drives talent away; indeed, poor leadership is still cited as the
number one reason people leave jobs. By training leaders to be aware of
their behavior and shadow, firms can transform their culture.

The ROI shows up in lower turnover costs, higher productivity, and a stronger
culture that attracts good people. In short, leadership behavior is a leverage
point: fixing a negative shadow or enhancing a positive one cascades
benefits to every level of the organization.
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Module 4: Lead

Motivation &
Meaning at Work

Beyond basic compensation, motivation theories (e.g., Deci and Ryan'’s self-
determination theory) highlight intrinsic motivators: autonomy, mastery, and
purpose.

Meaning at work refers to the feeling that one’s job has purpose or aligns
with one’s values — that the work “matters.” When people find meaning in
what they do, it often translates into higher engagement, satisfaction, and
loyalty. Conversely, work that feels meaningless or purely transactional can
lead to disengagement or even existential stress.

It also touches on practical steps: how managers can connect roles to a
broader mission, how employees can “job craft” to make their tasks more
meaningful, and how organizations can articulate a compelling vision or
social impact.

Additionally, motivation facets such as recognition, career growth, and work-
life balance are covered, as they contribute to overall meaningful work
experiences.

Subtopics & Modules:

Q Intrinsic vs Extrinsic Motivation: Understanding the difference between
internal drivers (interest, purpose) and external rewards (pay, titles), and
how to balance them.

Q Building a Purpose-Driven Culture: Steps for companies to define their
“why” (beyond profit) and embed it in daily work, recognition programs
that emphasize contributions to the mission, etc.

Q Goal Setting and Engagement: How clear, challenging goals that align
with personal values can boost motivation (e.g. OKRs that connect
personal growth to company impact).
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Module 4: Lead

Why Motivation
Matters

A 2025 report by SW Research found that a staggering 77% of Polish
employees do not see a sense of purpose in their work, and 80% don't feel
passion for what they do. This lack of meaning has real consequences: the
same report linked it o higher stress, burnout, and low energy even outside
of work. When work is viewed as just drudgery — “tylko robota” — people
disengage.

Indeed, Poland has one of the highest rates of actively disengaged
employees in Europe by some measures. This directly hits productivity and
innovation: an uninspired workforce likely won’t go above and beyond or
come up with creative improvements. On the other hand, when work feels
meaningful, employees are significantly more motivated, engaged, and
productive.

Psychology research (e.g. Rosso et al., 2010) indicates that meaning in work
increases not only job satisfaction but also commitment and performance.
For businesses, that tfranslates to lower absenteeism and turnover costs. In a
local context, consider Poland’s fast-growing tech and finance sectors —
these employees, especially younger ones, often choose employers based
on company mission and values (e.g. fintech startups appealing to
“changing the world of finance” or climate-tech firms offering a sustainability
mission).

By addressing motivation and meaning, companies not only get a more
energized, innovative workforce but also tackle burnout at its roots. As the
data showed, meaninglessness contributes to burnout — 80% of employees
lacking passion correlate with the high burnout rates. Therefore, investing in
this training is investing in a long-term, sustainable workforce. People who
find meaning in their jobs are more likely to stay, perform, and spread a
positive work culture, which ultimately drives better customer service,
creativity, and profits.
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DEI (Diversity, Equity, and Inclusion) and Intercultural Intelligence involve
creating a workplace where people of all backgrounds (gender, ethnicity,
age, nationality, etc.) are respected, included, and able to contribute fully.

DEI goes beyond legal compliance to actively valuing differences and
ensuring fair opportunities. Intercultural intelligence (often called cultural
competence) is the skill of working effectively with people from different
cultural or ethnic backgrounds, crucial in multicultural feams or when
expanding globally.

Psychologically, DEI satisfies basic human needs for belonging and respect,
which boosts engagement. It also leverages the collective intelligence of
diverse perspectives, which has been linked to greater innovation.

Intercultural skills help prevent miscommunication and conflict that arise
from cultural misunderstandings, and they enable smoother collaboration in
international or diverse local teams (an increasing reality in Poland with more
infernational hires).

Subtopics & Modules:

v Understanding Unconscious Bias: Recognizing and mitigating hidden
biases in decisions (hiring, promotions, daily interactions).

v Inclusive Leadership: How managers can foster inclusive team climates
(e.g. ensuring all voices are heard in meetings).

v  Cultural Differences & Commmunication: Training in cultural norms (e.g.
high-context vs low-context communication, differing attitudes to
hierarchy or time) fo improve

v Intercultural Conflict Resolution: Techniques to navigate and resolve
misunderstandings rooted in cultural differences.



Few companies had a formal diversity strategy (just a “few percent”) and
under 20% had programs supporting specific employee groups. However,
the Polish workforce is becoming more diverse: Poland is experiencing a
demographic shift with an aging population and a significant influx of foreign
workers.

Companies that embrace DEI can tap into a wider talent pool and foster
innovation. Global research links diversity to better business results — for
example, McKinsey’s analysis across 15 countries found companies in the
top quartile for gender diversity on executive teams were 25% more likely to
have above-average profitability than those in the bottom quartile.

Ethnic/cultural diversity shows a similar positive impact (36% higher
profitability for the top quartile). Locally, DEI efforts also improve employer
brand and retention: inclusive workplaces are more attractive, especially to
younger professionals and multinationals. Polish specifics underscore the
need, as society grows more diverse, issues like gender pay gaps or LGBTQ+
inclusion are coming to the fore. Notably, two-thirds of fransgender
employees in Poland haven't disclosed their identity at work, often due to
fear, and those who do report low support. This indicates a loss of
authenticity and engagement at work.

By training intercultural intelligence, firms avoid costly misunderstandings in
global dealings and harness the full potential of diverse teams. As one expert
noted, the “ability fo work effectively in intercultural teams has become a key
competency of the modern manager,” and sending employees abroad
without cultural prep can lead to failure and high turnover costs.

In summary, investing in DEI and intercultural skills yields ROI through higher
innovation, better decision-making, reduced turnover, and enhanced brand
reputation, positioning Polish businesses to compete in a global market and
to responsibly reflect the diversity of their employees and clients.
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ATLAS VALLEY
2025

Contact

Email Address: consulting@atlasvalleygroup.com

Website: www.atlas-valley.com

Office Address: 16/13 Wiadystawa Pytlasinskiego. 00-777 Warsaw,
Poland.

Tel: +48 793 944 860

Sources:

The said insights draw on a range of Polish and European research, including reports by HR associations, academic studies, and industry surveys.

Key references include the HRM Institute’s Sita Doceniania report on feedback and appreciation, the Responsible Business Forum survey on diversity in Polish firms, SW
Research studies on burnout and work meaning in Poland, and global studies (e.g., Gallup, McKinsey, Harvard Business Review) contextualized for Polish workplaces.



https://atlas-valley.com/training-solutions/#contact

