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1. Research Question 
 
How might we adapt the core principles of trust among duo acrobats to benefit trust building in virtual 
teams?  
 

2. Abstract  
 
The author was working as an aerial acrobat between the years of 1998-2007, as a solo-artist in 
different acts, and also with a partner in a duo-trapeze act.  
Back then, when literarily putting his safety in someone else’s hands, he experienced trust as 
something that was “just there”. Even though trust is such a crucial element when working in a high-
risk profession as circus, it was something that the partners rarely worked deliberately on. His partners 
and the author never workshopped on how to build trust. Trust was built through working together, 
through trying, failing, and succeeding.  
 
When the author made the transition from the stage to working in an office in 2010, one of the first 
things he learned was to hide his mistakes, don’t talk about them and that trust among colleagues 
circulated around reaching deadlines. Trust became a commodity. Trust was built through workshops, 
team-building events, and other strategic actions. The author quite often find himself asking, why is it 
so different on this side of the stage? What can his current field of work learn from the circus approach 
to build trust?  
 
The paper is exploring the importance of trust in organizations, the impact of virtual teams on that trust 
and how the approach to trust and risk in circus might positively impact virtual teams 
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4. Introduction 
 
Following the outbreak of COVID-19 early in 2020, limitations to physical contact with aim to stop the 
spread of the infection drove substantial adaptations in organizations. Teams previously working 
together in physical spaces suddenly had to coordinate their teamwork virtually. A study by Statista 
shows that before the COVID-19 pandemic, “17 percent of U.S. employees worked from home 5 days 
or more per week, which increased to 44 percent following the pandemic” (Statista, 2022). 

 
Table 1: Change in remote work trends due to COVID-19 in the United States in 2020 (Statista, 2022) 
 
However, following advancements in technology, working in virtual teams was becoming more and 
more common already before the COVID-19 outbreak. A study by Global Workplace Analytics found 
that the number of Americans participating in remote work “jumped by 159% between 2005 and 2017” 
(Lister, 2022). Virtual teams can be defined as teams “in which members use technology to interact 
with one another across geographic, organizational, and other boundaries” (Gibson & Cohen, 2003, p. 
805). Working in virtual teams was celebrated as a benefit of the globalization, McKinsey praised the 
‘Digital Globalization’ in 2016 as ‘companies can create virtual teams that span borders, using digital 
tools for remote collaboration and customer relationship management’ (Manyika et al., 2016, p.87).  
    
When virtual teams were a novelty, few expressed worries regarding challenges when an increased 
part of the workforce only met virtually. However, following the rapid changes related to COVID-19, 
more and more concerns are being raised regarding challenges for collaboration and trust building in 
the virtual landscape. In his Harvard Business Review article, Gardner (2021) argues that the increase 
of virtual teams during COVID has resulted in that companies are in a crisis of trust. Based on 
research on “dozens” of companies, he argues that all companies describe a shift from a positive ‘we 
made virtual teams work’ to recognizing that trust in their organizations, in individuals, relationships, 
and the organization — is fundamentally at risk’.   
 
Leading business influencers like Harvard Business Review and Forbes refer to a lack of trust as the 
key issue when working in virtual teams (Mortensen & Gardner, 2021; Ferrazzi, 2021; Smith, 2022).  
A lack of trust results in dysfunctional teams (Smith, 2021) through challenges with communication 
and team cohesion (Choy, 2021, Stark & Bierly, 2009) as we tend to fall back into silos, poor 
knowledge exchange and not solving the conflicts that arise (Derosa, 2021).  
 
Gardner (2021) found that the reason for the trust-crisis is that working in virtual teams eliminates the 
steady stream of reinforcing information that helps us build and maintain trust.  
This lack of reinforcing ques is what Kurzban (2001) found to contribute to an unconscious 
interpretation of untrustworthiness, which leads to large issues in teamwork and leader-employee 
relationships. The issues through lack of reinforcing information between leader and employee 
through physical presence have by Deloitte (Fisher, et al., 2022), been found to contribute to a 
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skyrocketing of burnouts and other mental health conditions as employees. They (Fisher, et al., 2022) 
refer to studies indicating that ‘75% of employees are currently experiencing burnout at work and that 
the risk for depression among U.S. workers has increased 102% (HR Executive, 2020). They (Fisher, 
et al., 2022) also refer to research by The National Alliance on Mental Illness, finding that negative 
mental health issues “cost the global economy $1 trillion in lost productivity each year” (National 
Alliance on Mental Illness, 2022).  
 
In the midst of this crisis of trust, leading business management platforms such as HBR, Forbes, and 
Entrepreneur (Gill, Boies, Finegan & McNally, 2005; Brett & Mitchell, 2021; Jankowska, 2021; 
Schroeder, 2021; Berler, 2021) argue that building relationships based on trust with clients, 
customers, and among teams is crucial for a business to succeed in the present and the future. Trust 
is also found as the very key component for virtual teams to be productive in a meta-analysis of 112 
independent studies (N = 7,763 teams) by De Jong, Dirks and Gillespie (2016). Developing trust as a 
mindset has been identified as a key factor to success for virtual teams (Dust, 2021). To have trust as 
a mindset was identified as one of the key learnings among business students at the Stockholm 
School of Economics in a research project with circus artists (Stenström, 2016). 
 
When changing the perspective to circus, trust come from training and working together, an example 
can be found in social circus. Social Circus is referring to programs “utilizing Circus Arts as a means of 
social intervention with diverse populations” (Spiegel, 2016). In Quebec, Cirque du Soleil is the 
“primary funder and initiator of social circus for the region, and manages the Cirque du Monde social 
circus programs, which usually operate in partnership with local social organizations in over 80 
countries worldwide” (Cirque du Soleil, Community, 2021). In these programs, Circus can learn the 
participants ‘that nothing is impossible, and that doubt, and fear are to be examined and absorbed into 
positive action’ (Bolton, 2004, p. 193). The discussions of trust centers on what the author would 
describe as emotional trust — namely establishing a sense of knowledge exchange without fear of 
making mistakes, where views and values can be openly shared and productive conversations can 
flourish and grow.  
Circus techniques and circus performance can be used as means for interpersonal trust as opposed to 
the achievement of a high level of artistic technique (Cadwell, 2018) when trainers aim to create a 
space ‘where ideas can be shared without fear, opinions and attitudes can be openly stated and 
fruitful conversation can flourish and grow’ (Bolton, 2004, p204).  
 
Following COVID-19, business are not the only industry facing challenges, economic indicators 
presented by UNSECO (2020) predict that the cultural sector will be one of the most 
affected by, and probably one of the latest to recover from, the pandemic and its consequences. 
Radermecker (2020) argues that for practitioners to thrive in the performing arts in the digital 
transformation following the COVID-19 pandemic, they must find alternative sources of income and 
digital access has become more critical than ever before.  
 
Conclusions  
In her Harvard Business Review article “Trust and the Virtual Organization”, Handy (1995) predicted 
that in the future, we will have to ask ourselves what a company really is, when it is developing to a 
virtual box of contracts instead of a place you go to. As large parts of organizations are developing into 
ad-hoc teams, organized for a specific time and purpose, engaging participants from inside and 
outside the parent organization, the experience of belonging to a community is vanishing. Now we are 
in the “future” and her prediction seem to have come true. 
 
Given that trust is a large problem in virtual teams and seeing the effects of it, a drastic raise in 
burnout and other mental health issues and decline in productivity is this really related to the covid 
outbreak or is this relating to a much larger topic, as defined by Schwab (2016) as the fourth industrial 
revolution, where we are becoming more and more dependent on digital technologies, without really 
knowing how to handle them? This boils down to an old problem: how do we create sustainable 
relations based on trust at work? The new problem: how do we do this in virtual environments, when 
we didn’t even solve it in the physical setting? The author’s question is: what can the business learn 
from a creative sector like circus and how can circus benefit from sharing this knowledge?  
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5. Literature Review  
 
In this section the author has selected key concepts and constructs in the area of trust research.  
 
5.1. Introduction  
 
Trust is a topic which has been studied from a multitude of perspectives. Cho, Chan & Adali (2015) 
created a comprehensive overview of key directions in the main disciplines.  
 

 
Table 2: Multidisciplinary Definitions of Trust (Cho, Chan and Adali, 2015) 
 
As table 2 shows, researchers and professionals from several disciplinary areas have studied trust – 
anthropology, economics, psychology, sociology, and political science, to name only a few.  Most 
definitions, revolves around expectations in a relationship (Gambetta, 1998, Lahno 1999; James, 
2005; Mayer et al., 1995;  Kydd, 2005; Rotter; 1980). The expectations on the relationship can be 
described as investments people make with a hope for a beneficial outcome (Pettit, 1995), or as 
positive expectations on human interactions under conditions providing no certainty about the 
outcome (Schipper & Petermann, 2011).  
 
The expectations of beneficial outcomes can be described as crucial elements for how humans 
interact. According to Luhmann (2000), trust reduces the complexity of social systems, thus is needed 
for people to function efficiently despite very high amount of information regarding social ques and 
risks regarding personal stakes.  
 
Other researchers focus more on trust as a prerequisite for societies to function, that the effect of trust 
among people is a requirement for societies to function at large. Robert Putnam (2000) wrote: “A 
society that relies on generalized reciprocity is more efficient than a distrustful society, for the same 
reason that money is more efficient than barter. Honesty and trust lubricate the inevitable frictions of 
social life (p. 135).” Coleman (1990), from sociology, argue that “...a group whose members manifest 
trustworthiness and place extensive trust in one another will be able to accomplish much more than a 
comparable group lacking that trustworthiness and trust” (p. 304, 307). O’Neill (2003) argues that all 
social situations hold a risk in terms of unknown outcome.  
 
Numerous scholars across different fields have noted that trust is easier to destroy than create (Slovic, 
1993; Lewicki & Bunker, 1996; Ballester & Alemán, 2005). Slovic (1993) argues that negative (trust 
destroying) actions are more noticeable than positive (trust-building) events. A failure in trust can be 
making a mistake, lying, manipulation, going back on your word or breaking a promise (Ediriweera, 
2021), failing to live up to the trustor’s expectations on the outcome or process. 
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5.2. Why trust is Important in the Context of Work 
 
World Economic Forum (WEF) argues that trust is crucial for business leaders, as it builds stronger 
relationships and foster innovation.   
 

 
Table 3: Five business benefits of investing in trust (WEF, n/a)  
 
5.2.1 Trust Foster Better Relationships 
 
In Paul J. Zak’s research (2021) on the neuroscience of teamwork he has found “that building a 
culture of trust is what makes a meaningful difference. Employees in high-trust organizations are more 
productive, have more energy at work, collaborate better with their colleagues, and stay with their 
employers longer than people working at low-trust companies.” De Jong, Dirks, & Gillespie (2016) 
argue that trust enables team members to cope with ambiguity and accept vulnerability toward 
teammates, supporting better team collaboration, coordination and performance. They (De Jong, Dirks 
and Gillespie, 2016) further found that having trust in colleagues within a team was significantly 
correlated with team performance, over and above their trust in the team leader. In her article “Why 
Organizational Trust Is 2021's Hot Employee Engagement Topic” in Forbes, Kohler (2021) refers to 
research indicating that the differences between high trust and low trust organizations are staggering: 
high trust organizations have 106% more energy, 50% higher productivity, 13% fewer sick days, and 
40% less burnout (Forbes, 2021). 
 
5.2.2 Trust Enables Innovation 
 
Innovation is closely related to failure and trust is a requirement for team members to speak openly 
about failure and daring to fail (Rapp, 2022). Failing fast is an agile concept (Salimi, n.d.), it includes 
applying a process where feedback is gathered from users immediately after a prototype is developed, 
and then decide whether to continue working on that task or take a different approach. Elon Musk 
stated in an interview with Fast Company, “If things are not failing, you are not innovating enough” 
(Reingold, 2022). On VentrueBeat, Brown (2022) speak about failing fast as a mindset, an approach 
where you break down the failure into smaller steps, into experiments of failure to prevent failing large. 
In his book Work Rules!, Google’s Head of People Operations Laszlo Bock states that the team 
behind Google Wave, an online platform launched in 2010 and closed a year later,  took a massive 
calculated risk. And failed, for this they were rewarded. (Bock, 2015).  
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5.3. Key Concepts of Trust in Business  
 
There are several concepts regarding trust in the context of business, this section will focus on those 
most relevant to the areas of discussion in this paper. 
 
5.3.1. Swift Trust  
 
Swift trust is a form of trust that occurs in “short-lived, transient, and fleeting temporary organizational 
structures” (Crisp & Jarvenpaa, 2013). Swift trust was initially developed to “describe high-risk and 
high-stake temporary groups such as film crews or cockpit crews” and the way trust was built among 
these temporary teams. This make the concept interesting to circus as creation processes often are 
characterized by groups of actors coming tougher, working in a relatively short timeframe and need to 
build trust fast (Rantisi & Leslie, 2014). When a team first meet, the members are most often ready to 
give others the benefit of the doubt. In Harvard Business Review, (Ferazzi, 2021) explains: “the 
prevailing feeling is that “we’re in the same boat together”: success will reflect well on everyone, 
whereas failure could hurt people’s careers.”  
 
Jarvenpaa and Leidner (2016) argue that swift trust in global virtual teams builds on communication 
and behaviors. Communication in terms of from an early stage acknowledging each other’s abilities to 
solve tasks, and explicit statements of commitment, excitement, and optimism strengthen trust.  
Some researchers describe trust as a conscious choice of giving trust to others (Hurley, 2012; Lewis 
and Weigert, 1985; Riker, 1971).  
However, swift trust is very fragile and need constant reimbursement (Jarvenpaa & Leidner, 2016).  
Which indicate that for swift trust to be built, a trusting mindset must be applied. Or, pretending to have 
that mindset, imitating, as swift trust has also been defined as “people must reduce their uncertainty 
about one another through operations that resemble trust” (Meyerson, et.al., 1996p.169). Other 
researchers continue that due to the limits of time, “people import trust and assign perceptions based 
on past personal and professional stereotypes” (Coppola, et.al., 2004,p 95). 
 
5.3.2. Organizational Trust  
 
For a company to be productive and flourish, organizational trust is essential as it contains the  
fundamental characteristic of any work relationship (De Jong, Kroon, & Schilke, 2017; Fulmer & 
Gelfand, 2012; De Jong, Dirks & Gillespie, 2016). When collaborating, people depend on others to 
achieve their organizational goals (Mayer, Davis & Schoorman, 1995). But organizational trust is not 
limited to trust in the organization as such, but also a trustor’s expectation on a trustee, based on their 
organizational roles, relationships and experiences” (Shockley-Zalabak, P., Ellis, K. & Winograd, G. 
2000, p.66). Organizational trust can also be described as employees’ confidence in the actions of the 
company (Otto, n.d.), or the readiness of employees to make themselves vulnerable to the decisions 
of their leaders (Kohler, 2021). It also extends to factors such as the company’s vision, leadership 
vison and the organization’s culture, values, and purpose. (Otto, n.d.). As team’s work is largely 
influenced by the level of trust in the organization (Salanova, et.al., 2021; Acosta, et.al., 2011) the 
author has identified it as one of the key concepts.  
 
To understand how trust is built in organizations, the author uses Mayer, Davis and Schoorman’s 
(1995) Integrative Model of Organizational Trust, which have had influence on research in several 
different areas, spanning from psychological safety, (Edmondson, 1999), online shopping behavior 
(Gefen, Karahanna & Straub, 2003), trust formation (McKnight, Cummings and Chervany, 1998), 
ethical leadership (Brown, Treviño & Harrison, 2005), to consumer decision-making model in 
electronic commerce (Kim, Ferrin & Rao, 2008).  
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Table 4: Integrative Model of Organizational Trust (Mayer, Davis & Schoorman, 1995) 
 
The model outlines the perceived trustworthiness (based on assessments of their ability, benevolence 
and integrity), the individual’s disposition to trust, and affect felt toward the trustee. The Mayer et al. 
model is among one of few models that explicitly includes a feedback loop from the outcomes of 
trusting behavior back to the factors of trustworthiness (Scherer & Wimmer, M. A. 2014). 
 
5.3.3. Factors of Trustworthiness  
 
In their Integrative Model of Organizational Trust, Mayer Davis, and Schoorman (1995) defined three 
factors of trustworthiness: ability, benevolence and integrity. Their model have had a large influence 
on the research on trust and are referred to in several researchers’ work (Poon, 2013; Svare, Gausdal 
& Möllering, 2019; Gill, Boies, Finegan & McNally, 2005; Song & Zahedi, 2007) as indicators for trust.  
 
5.3.4. Ability, Benevolence and Integrity  
 
When accessing a trustee’s ability as a factor for trustworthiness, a specific set of skills within a 
specific domain is taken into consideration (Poon, 2013; Svare, Gausdal & Möllering, 2019; Gill, Boies, 
Finegan & McNally, 2005; Song & Zahedi, 2007). Zand (1972) points out that the trustee may have 
shown competence in some area, e.g. technical, but may have little experience in another area, for 
instance in interpersonal communication. Thus, even though the trustee may be trusted for ability in 
technical tasks, they may not be trusted in matters where communication skills or empathy is needed.  
 
Another factor of trustworthiness is benevolence, defined by Mayer, Davis and Schoorman (1995) as 
“the extent to which a trustee is believed to want to do good to the trustor, aside from an egocentric 
profit motive” (p. 718). Benevolence has been defined as enabler for open and honest communication 
as well as knowledge sharing (Svare, Gausdal & Möllering, 2019).  
 
In regard of integrity as a factor of trustworthiness, it has been argued to contain the trustor's 
assessment of the trustee’s principles, and if they follow these to an expected level (Mayer, Davis & 
Schoorman, 1995). Several factors play in to accessing integrity-based trust, such as a trustees’ 
motivations, honesty, and character (Sitkin & Roth, 1993).  
 
Conclusions 
 
If trust within an organization builds on employees’ agreement and alignment with the companies and 
other team members’ ability, benevolence and integrity, how could this be built under such fragile 
conditions that are the characteristics of swift trust? The question triggered the author’s interest in 
interpersonal trust and its conditions to explore whether there are key components which are possible 
to include in a tool for trust building.  
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5.3.5. Interpersonal Trust  
 
To achieve successful organizational trust, Interpersonal trust plays a large role (Bakiev, 2013), it has 
also been defined as one of the key factors for successful virtual teams (Connelly & Turel, 2016, 
Johnson, 2018, Henley, 2021, Forbes, 2021, BHR, 2021). Interpersonal trust develops when different 
parts in a relationship reach a state in which each partner can be expected to act aligned with the 
other's preferences and priorities (Lewicki et al., 2006; Saparito et al., 2004). When high relational trust 
is reached, the partners develop a common ground and shared identity in which they “‘think like’ the 
other, ‘feel like’ the other, and ‘respond like’ the other” (Lewicki & Bunker, 1996 p. 122–123). 
Interpersonal trust has cognitive and affective foundations (Lewis & Wiegert, 1985), which are 
described below.  
 
5.3.6. Cognition Based Trust  
 
Cognition-based trust (CBT) is rooted in a rational assessment of the trustee’s trustworthiness 
(Kanawattanachai & Yoo, 2002). Similar to cognition-based trust, Lewicki and Wiethoff (2000) define 
calculus-based trust, a system common in the workplace, in which people tend to function on a 
reward/punishment system. They (Lewicki & Wiethoff, 2000) further explain, that in CBT, trust is built 
slowly, gradually and sequenced. Would a mistake or failure occur, the trust level would be on a 
”reset” and the trustee need to rebuild the trust again.  
 
A higher level of cognition-based trust between employer and leader may reduce employee’s 
experienced uncertainty at work and let the trustor fully focus on job activities and positive effects on 
the team performance and psychological safety are possible to see when a team enjoy high cognition-
based trust (Ma, Schaubroeck, & LeBlanc, 2019).  
Dirks and Skarlicki (2009) argue, based on a study using Mayer et al.’s (1995) Integrative Model of 
Organizational Trust, that the degree to which the employee was perceived as trustworthy by 
colleagues, according to benevolence, integrity, and ability, had positive impact on the employee’s job 
performance.  
 
Mortensen and Gardner (2021) argue that the direct experience of others and limited possibilities to 
assess their trustworthiness in remote work makes it significantly more difficult to establish trust in 
virtual environments.  
 
5.3.7. Affect-based trust  
 
Affect-based trust (ABT) is described as having mutual interpersonal care and concern or emotional 
bonds. Other researchers (Lewicki & Bunker, 1995; Shapiro, Sheppard & Cheraskin, 1992) have a 
similar definition of trust to affect-based trust: identification-based trust (IBT). They (Lewicki and 
Bunker, 1995) define IBT as a process more typical in personal relationships. In IBT, the involved 
individuals create a common ground by getting to know one and other and understand their 
expectations on their responsibilities. With time, this enables them to understand what the other 
individuals expect from them in different situations and can take responsibility for the other individuals 
in certain situations. These individuals often share common values and have an objective based on 
mutual benefits, sharing social norms and culture. As summarized by Williams (2001), “The types of 
trust that are associated with affect are more stable over time, across situations, and with respect to 
small trust violations” (p. 379). ABT is also similar to relational trust, defined by Rosseau et al. (1998) 
as a heuristic, a shortcut to rational assessment, based on the overall quality of the relationship rather 
than each single transaction.  
 
Conclusions  
 
If the possibility to assess another persons’ ability, benevolence and integrity is limited in virtual teams, 
new tools have to be created to build trust in business under these new circumstances. As focus in 
companies traditionally has been on creating cognitive based trust, which takes longer time to build, 
what role could affect based trust play in this tool? 
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5.2. Construct Definitions 
 
The author has identified key construct definitions fundamental to trust building in business and where 
the business world and virtual teams have the most potential to learn from circus.  
 
5.2.1 Risk  
 
In business, circus, and trust, risk play a crucial role as key component. (Mayer et al. 1995; Rousseau 
et al. 1998; Zand, 1997) argue that trust often is confused with acts of risk-taking. Independently of 
motivations to trust (choice, intentions, or personality traits), risk is a key factor, as without something 
to risk, trust would not be needed (Coleman, 1990; Deutsch, 1958; Jøsang and Presti, 2004; Molm, 
Takahashi & Peterson, 2000; Szerszynski, 1999). The link between risk and trust becomes even more 
clear through Robbins’ (2016) reasoning that trust emerges under conditions of risk and uncertainty – 
conditions in which the outcome of matter ‘Y’ is unknown. Thus, risk and uncertainty are necessary 
conditions for trust. Or to rephrase it, trust is a way to logically calculate how to deal with uncertainty 
and risk. Trust is also needed to dare to take a risk, and without risk, no advancement (HBR, 2014). 
Thus, for a virtual team to be productive, trust is central for risk-taking.  
 
Risk in circus is a paradox as it is prevented in the learning process (Shrier & Hallé, 2011) but often 
plays a central part in the performance of the act, the performed danger, as performative risk (Tait, 
2007). The audience’s perceived risk in the performed circus act is what draws an audience, to be 
amazed by “death-defying” acts (Tait, 2020). Yet, research amongst flying trapeze artists implies that 
aerial performers mostly seek mastery and control rather than sensation (Hofsess, 1986).  
 
These findings resonate with an experiment conducted by Hanoch, Johnson and Wilke (2006), in 
which they recruited documented risk-takers (skydivers, bungee jumpers, etc.) and explored their 
willingness to take risks in other areas. Their findings showed that even though these persons had 
high scores in one domain (e.g. skydivers on the recreational risk), they scored low in other (e.g. 
financial). The term risk taking implies selecting the route with the higher result, but according to 
Figner and Weber (2011), “risk taking is neither a singular act nor a single personality trait, and it can 
be motivated by various processes, not just risk attitudes (i.e., an ‘appetite for risk’)” (p. 212).  
 
In economics, Kenneth Arrow (1972) famously stated that “virtually every commercial transaction has 
within itself an element of trust” (p. 357), which implies that every commercial transaction also holds 
an element of risk. The different types of risks in business can be described as:  

• Strategic – if a company does not act in line with its strategy, the strategy becomes less 
effective and it is less of a chance that the company meets its goals  

• Compliance– for multinational companies it can be a challenge to understand, and act 
accordingly, to each country’s (or state’s) laws specific for its products or services  

• Operational – the risk of loss consequential to unproductive or unsuccessful internal 
processes, people, or systems 

• Reputational – when failing to meet expectations of stakeholders or customers damage can 
result in customer loss or image damage  

(Investopedia, 2020) 
 
Having a high level of trust in teams does not only foster collaboration but is also a precondition for 
innovation and entrepreneurial mindset (Forbes, 2014). Innovation can be defined as bringing new 
ideas to life and entrepreneurship as bringing the ideas to a market (Fadaee & Abd, 2014; Drucker, 
2002). What they have in common is the central role of risk taking (Allah & Nakhaie, 2011). Deloitte 
argues that the most successful companies embrace risk taking as a part of doing business (Deloitte, 
n.d.). Risk assessment is a large industry, the global market size was valued at $7.39 billion in 2019 
and is projected to reach $28.87 billion by 2027 (Allied Market Research, 2021), indicating that we as 
humans, have a need to feel safe even when taking a risk.   
The American Enterprise Institute (AEI) found that 88% of the Fortune 500 firms that existed in 1955 
are gone (AEI, 2014). Two of the most well-known companies who vanished failed to keep up with the 
digital revolution, due to lack in daring to take risks.  
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• Blockbuster was founded in 1985 and developed to the market leaders in video rental.  At 
heydays in 2004, they employed 84,300 people worldwide and had 9,094 stores. However, 
due their choice to stick to their core business, they did not dare to take the risk of a transition 
towards a digital model and filed for bankruptcy in 2010. 

• Kodak was one of the world’s largest film companies, but one example of their lack of 
innovation was their acquisition of a photo sharing site called Ofoto in 2001. Instead of 
pioneering what might have been a predecessor of Instagram, Kodak used Ofoto to try to get 
more people to print digital images. Their fear of letting go of their focus on printed images 
and take a risk in a new direction was one of the reasons that the company filed bankruptcy in 
2012. (Goh, 2021) 

 
5.2.2 Failure  
 
When our invested vulnerability is not met with the expected outcome, it can be defined as a failure of 
the trustee (Gillespie and Dietz, 2009). When a failure occurs, the trustee must take steps to rebuild 
the trust again (Lewicki and Wiethoff, 2000). A failure, or a breach of trust can be related to 
competence or moral. People tend to be more easily forgiven as people will consider situational 
factors and understand that incompetence can be temporary (Elsbach, 2021). If the failure has a moral 
characteristic, a lack of benevolence or integrity, Elsbach, and other researchers (Ma, Schaubroeck & 
LeBlanc, 2019) argue that people are less forgiving as we see moral as something consistent, not 
temporary, or situational. The way to rebuild a breach of this trust is for the person to show over time 
through actions what has been learned from the mistake, owning the mistake.  
 
Several researchers argue that there is a relationship between trust and self-disclosure (Wheless & 
Grotz, 1977; Steel, 1991; Macdonald, Kessel & Fuller, 1972), indicating that being open about failures 
and ‘owning them’ (Mostovicz, Kakabadse & Kakabadse, 2011; Bucholz, 1987; Gray et al., 2000) 
shows of strong character and authenticity. These findings indicate that fostering conversations 
around failure, directed to what the individuals have learned from them could build trust within a virtual 
team.  
 
In business, failure has traditionally been identified as something that should be prevented, and a 
failure can indeed be damaging. A study in The Economist (2018) explored the financial impacts on 
failure among 8 large companies between the years 2010-2018. The study included companies like 
Uber which is ‘plagued by a long list of failures, ranging from reports of sexual harassment to 
aggressive strategies to take down the competition’ (Business Insider, 2018). They (Schumpeter, 
2018) found that their median firm was worth 30% less when comparing what they would have valued 
to had they not experienced a scandal.  
 
In Forbes, Edward D. Hess, Professor of Business Administration and Batten, Executive-in-Residence 
at the Darden Graduate School of Business argue that accepting failure is a precondition to foster 
innovation. They refer to a key finding after 17 years of studying innovation leaders, systems and 
processes, that “innovation requires a mindset that rejects the fear of failure and replaces that fear of 
failure with the joy of exploration and experimental learning” (Forbes, 2021). Business professionals 
are increasingly arguing that the problem with failure is not that they happen, but how they are dealt 
with within organizations and teams (HBR, 2011). Instead of learning from the failure by analyzing it in 
depth, the more typical approach is blame game, or involving the employee to plead guilty and 
promise that it will never happen again (HBR, 2021). The fear of failure has been identified as one of 
the key obstacles to innovation in teams (Loewe & Dominiquini, 2006) and leading researchers such 
as Brené Brown argue that “failure can become our most powerful path to learning if we’re willing to 
choose courage over comfort” (Brown, 2021). In circus, failure has traditionally been regarded as a 
precondition for development as clowns use failure to evolve their acts and acrobats see it as an part 
of the learning process (Bouissac, 2010). Stefan Haves, the creative director of one of the world’s 
most successful circuses, Cirque du Soleil, stated "I don't run away from, but actually embrace failure", 
he acknowledges the failure as a part of the innovation process (Moothedath, 2021).  
 
Having a mindset to embrace failure and their consequences is not only a large topic in business 
research but also in education. At the Institute for Educational Advancement, Ibañez (2018) argues 
that trying out something new offers us opportunities for growth, and change, “but with those 
opportunities comes the risk of failure. While we intellectually understand that in order to grow, we 
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must take chances and try things we cannot accomplish until the skill has been learned, it doesn’t 
seem to help how we feel about failing.”  
 
In an interview with Tim Harford, economist and Financial Times columnist and the author of the book 
“Adapt: Why Success Always Starts With Failure” on 99U, the creative career resource from Adobe, 
Sarah Rapp argues that “When our mistakes stare us in the face, we often find it so upsetting that we 
miss out on the primary benefit of failing: the chance to get over our egos and come back with a 
stronger, smarter approach” (Rapp, 2022). She (Rapp, 2022) argues that as soon as we notice that 
things are going the wrong way, our defense mechanisms kick in, and we do what we can to save our 
face.  

• We Deny  
o As admitting the mistake would challenge the status quo of our own making, we do 

what we can to put it right.  
• We Try to Cover Up   

o We are so anxious to admit the failure that we often cause more damage when trying 
to erase it, or not admitting it.  

• We Edit Hedonic  
o We try to convince ourselves that the mistake doesn’t matter, trying to find a way to 

reinterpret our failures as successes. 
 
Ibañez (2018) argues that when we fail, it triggers a series of events and chemicals in the brain. 
Feelings such as distress, anxiety, and humiliation may arise.  
 
“When we experience a win, our brains release endorphins, dopamine, and serotonin, which 
encourage us to engage in a task again. When we experience a failure, our brains release cortisol, 
which triggers a respond to being under threat, cortisol is the body’s main stress hormone, and it 
works alongside certain parts of your brain to regulate your “mood, motivation, and fear.” It is also 
known for fueling your fight-or-flight response, which is a psychological reaction that occurs in your 
brain to a highly stressful or dangerous situation” (Ibañez, 2018).  
 
Researchers from the University of Southern California explored what happens in the human brain 
when we make mistakes. Their results indicate that the human brain learns in two different ways when 
experience failure:  

• “Avoidance learning  
This form of learning trains the brain to avoid making a mistake, this is seen as a negative 
experience, which punishes the brain. 

• Reward-based learning 
Reward-based learning happens when making a mistake rewards us as the brain learns from 
its failures, it is a reinforcing process that occurs when someone gets the right 
answer.” (Palminteri et al., 2015) 

Failure can offer an opportunity for building trust through vulnerability, when acknowledging the failure 
to a colleague. Failures also offer chances for evolution and to learn new things, if you learn from 
mistakes you make. Which ties in with Harford’s reasoning that failing can be productive: “You have to 
cast a wide net, “practice failing” in a safe space, and be primed to let go of your idea if you’ve missed 
the mark” (Rapp, 2022).  
 
Conclusions 
 
In innovation, failure culture is often referred to as a key ingredient to archive psychological safety and 
increase productivity. But ‘failure culture’ is often defined as ‘speaking openly about problems’, 
sometimes ‘learning from them’ but from my perspective, this is not a new solution to the problem of 
establishing trust in virtual teams. Research has shown that only the thought of failing, triggers 
mechanism of self-protection and a need to try to hide the mess we have created. In Reward-based 
learning, however, making a mistake rewards us as the brain learns from its failures, something which 
comes natural in circus. “Providing people with strategies for taking risks, acknowledging them as a 
problem to solve, something normal and expected, rather than avoiding them” (Bolton, 2004, p204) is 
the very core of social circus.  
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5.2.3 Vulnerability  
 
The role of vulnerability in trust is closely related to risk; the worth of what is invested in the action of 
trust is used to determine the risk (Anderson, 2021).  
 
Meyer, et.al. (1995) conceptualized trust as ‘the willingness of a party to be vulnerable to the actions 
of another party based on the expectation that the other party will perform a particular action important 
to the trustor, irrespective of the ability to monitor or control the party’. (p. 712). The worth of the 
investment is also used to determine the risk. What the trustor makes vulnerable in this action spans 
from tangible objects such as money, or a house, to less tangible things like a belief the trustor have, a 
certain way of doing things, their “good name,” or even their sense of pleasure and security (Feltman 
et al., 2009).  
 
Vulnerability is also connected to predictability, on Harvard Business Review, Mortensen and Gardner 
(2021) argue ‘Predictability is the foundation of trust. We’re willing to be vulnerable — to expose 
ourselves to potential risk — when we have reason to believe that someone will not take advantage of 
us or disappoint us’. Some claim that, just like with risk, vulnerability is a key factor in trust as one 
does not need to risk anything to trust, but one must engage in vulnerability to participate in a trusting 
action (Mayer, Davis & Schoorman, 1995).  
 
When assessing leading influencers on business management, vulnerability is identified as a key 
factor in building trust in virtual teams as communication without the interpersonal cues of body 
language needs to be emphasized with honesty and vulnerability to raise trust (Leadership Institute, 
n/a; Forbes, 2021; TED, 2012). Brené Brown argues that vulnerability is “the birthplace of innovation, 
creativity and change” as it is closely linked with courage to take a risk (TED, 2012). In circus, 
vulnerability is one of the key elements in trust as the very act of holding and being held is essential 
and an act of showing vulnerability (Zisman, 2021).  
 
Vulnerability is the source of authenticity (Brown, 2021). The Gustavson Brand Trust Index (GBTI) is 
‘the only study done by an academic institution that investigates consumer trust. The index is based 
on data from 9,000 consumers about 391 national (Canadian) and 10 regional brands’ (University of 
Victoria, 2022). Their latest study ‘reveals a dramatic shift in consumer loyalty and purchase 
considerations, highlighting the relationship between consumer trust, brand advocacy and authenticity’ 
(University of Victoria, 2022), supporting that consumers' trust in brands is linked to authenticity. The 
score for previously trusted brands such as Amazon has dropped radically following the pandemic.  

 
• Even though many consumers were dependent on Amazon’s services during the pandemic, 

University of Victoria’s findings indicate that consumers perceived Amazon’s values to no 
longer aligned with their own, thus were not to be trusted. This might, among many things, be 
linked to reporting about their inability to restrain COVID among employees (Vox, 2022; NPR, 
2021).  

 
A misalignment in terms of values is not only affecting what we consume but also where we apply for 
work, Glassdoor argues that ‘company mission & culture matter more than salary’, referring to a study 
showing that ‘73% of professionals say they take an organization’s values into account and would not 
apply to a company unless its values aligned with their own’ (Glassdoor, 2019). 
 
 
Conclusions  
 
Fundamentally trust is required in organizations in order to take risk, organizations need to take risk to 
evolve and grow – some more than others. Vulnerability and the ability to fail fast also have a 
significant impact on the willingness to take risks and the ability to show vulnerability and to have a 
positive attitude to failing fast you need to have trust.   



Andreas Skjönberg    Creating a Method to Build Trust in Virtual Teams                Page 
 

16 

5.3. Challenges for Trust in Digital Teams  
 
Most of the key challenges to in virtual teams compared to physical teams, are connected to elements 
of interpersonal trust, defined by Rapp and Rapp (2021):  

• Cognitive-based trust take time to build – for a team to achieve an effective collaboration, they 
must feel assured in the other’s abilities to believe that they can depend on each other. This 
type of trust is challenging to develop since it requires an assessment of other’s credibility and 
trustworthiness in the past and virtual communications slow this process down.  

• Affect-based trust require informal communication – for a team to reach a state where they 
care about each other’s wellbeing, they need to get to know each other and develop personal 
relationships. But in virtual teams, the members might never meet in person and the digital 
communication makes building personal relationships difficult.  

Additional challenge is identified as:  
• Lack of Common Ground – before the digitization, many companies struggled with a company 

culture with shared and lived goals which unified its employees, and very few have even 
started building a digital version of a company culture (Deloitte, 2016). On World Economic 
Forum, Hansen argue “without strong company values, the practice of trust building is mere 
risk management” (World Economic Forum, 2015). 

 
The lack of interpersonal trust and common ground results in issues in some areas which are crucial 
for innovation and relationships.  

• Lack of knowledge sharing – reluctance in sharing knowledge due to distrust results in:  
o Waste of time – McKinsey reports find that employees spend 1.8 hours every day 

searching and gathering information (McKinsey, 2021). Which represent almost 25% 
of work time.  

o Knowledge loss – as employees leave a company, their knowledge disappear with 
them if it has not been shared in the organization to an estimated cost of within a 
company of 1000 employees and 7% attrition at $300,000 per week (Nesh, 2021).  

• Increase of distrust – the distrust among team members increases when not being able to 
observe how much effort other members and leaders put into their work (Mortensen & 
Gardner, 2021). Arguably we can see this being exacerbated by not operating together in a 
shared space. Physical observance needs to be replaced by mechanisms aligned with the 
virtual team model  

• Reduced initiatives – challenges in communication leads to reduction in employee’s own 
initiatives for solving problems as they there are an insecurity of responsibilities (Mortensen & 
Gardner, 2021) 

• Increase of surveillance - Hubstaff, a provider of time-tracking tools for remote work, reported 
a four-fold increase in its UK customers since February of 2020 (BBC, 2020), and Sneek, an 
always-on video service which take webcam pictures of employees every fifth minute reported 
a five-fold increase (Business Insider, 2020). 

• Increase of chronic stress - McGregor and Doshi (2015) refers to “surveys with over 20,000 
workers around the world and analysis of 50 major companies, conducting scores of 
experiments, and scouring the landscape of academic research in a range of disciplines, they 
came to one conclusion: Why we work determines how well we work.” Zak (2017) refers to a 
study conducted by The Achievers in 20105 which found that only 40% of employees agree to 
being well informed about their company’s goals, strategies, and tactics. Zak (2017) argues 
that “this uncertainty about the company’s direction leads to chronic stress, which inhibits the 
release of oxytocin and undermines teamwork.”   

 
5.4. Current Solutions  
 
Traditionally, building trust within teams has relied on different team-building events which involve 
different games which aim support an exchange of more personal characteristics, or personality 
assessments such as Myers Briggs, which aim to unify around understanding and acknowledging 
team members’ differences (Forbes, 2019). When accessing current suggestions for how to increase 
trust in virtual teams, most unify in areas which are typical for affect-based trust. Such as:  

• Dedicating time for more personal interaction  
• Foster authentic conversations (Vulnerability-based trust) 
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• Create common ground  
(Connelly & Turel, 2016, Johnson, 2018, Henley, 2021, Forbes, 2021, BHR, 2021) 
  
Interestingly there are very few suggestions for frameworks or workshop formats but more general 
suggestions on how to build interpersonal trust, which indicate a business opportunity. 
 
As the suggestions for new, concrete, solutions to this old problem are limited in the literature, the 
author decided to assess the existing ones and explore how these can be adapted to create a 
framework for trust in virtual teams.  
  
5.4.1. Dedicating time for personal interaction  
 
Mayer, Davis and Schoorman (1995) argue: “trustworthiness should be thought of as a continuum, 
rather than the trustee being either trustworthy or not trustworthy” (p. 721). Brené Brown argue that 
trust is built during small, rather insignificant moments in our lives (Schwable, 2013). It can be a 
colleague remembering the names of your parents or acknowledging your need for a cheer-up when 
feeling down. The notion of change being made in small is found in a large body of research, on 
behavior change (Anderson, 2003), culture change (Bate, 2010), psychology (Gottman, 2011),  
management (Sinha, 2021), only to name a few. ‘The best way to create lasting change is through 
repeated, small, reinforcing steps. Building trust is no exception.” (HBR, Mortensen and Gardner, 
2021). One of Choy’s (Forbes, 2021) key recommendations to build trust in virtual teams is to 
“Dedicate time to personal stories”. The personal stories that used to humanize us at the workplace 
were the small, insignificant moments that connected us beyond the tasks we had to solve.  
If trust is built in small steps and other research show that trust builds on the direct experience of 
others (Choy, 2021; Jonker & Treur,1999; Birk, 2000; Barber & Kim, 2001), this indicate that a new 
solution should enable discussions beyond the deadlines.  
 
5.4.2. Foster Authentic Conversations  
 
Frei and Morriss (2021) argue that ‘people tend to trust you when they believe they are interacting with 
the real you (authenticity), when they have faith in your judgment and competence (logic), and when 
they feel that you care about them (empathy)’ (HBR, 2021).  
 

 
Table 5: Begin with Trust (Frei and Morriss, 2021) 
 
LinkedIn Learning argue that “openness is the backbone of a trusting relationship” and when a more 
authentic conversation is initiated it will start a loop of trust and, as a result relationships will be 
depend (Trust in virtual and hybrid teams: 8 tips for building and maintaining trust, 2021). Sharing 
tough moments in conversations help build empathy, which then paves the way for trust (Ferrazzi, 
2021). The New York Times refers to a google study which found teams where their managers 
established a communication based on “interest in and concern for team members’ success and 
personal well-being” outperform others in the quality and quantity of their work (Duhigg, 2016).” These 
findings indicate that a new solution should encourage the participants to interact more authentically 
with each other. 
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5.4.3. Create common ground  
 
In his neurological research, Zak (2017) has found that by giving teams a challenging but possible 
task, the positive stress of the task releases neurochemicals, including oxytocin and 
adrenocorticotropin, which support people’s determination and social contacts. Zak (2017) argue:  
“When team members need to work together to reach a goal, brain activity coordinates their behaviors 
efficiently.” This reasoning is also found in research on team sports. In Di Bartolomeo and Papa’s 
(2017) work they argue that physical activity in the form of sports participation builds trust among the 
participants as the team unifies in taking a risk (loosing) and solving the problem (how to win). They 
(Bartolomeo and Papa, 2017), argue that “these communities seem to produce strong feelings of 
belonging based on the norm of reciprocity. As a result, members of the community support each 
other both inside and outside the sports context” (p63).  
This is where the aspect of circus could play a very interesting role as it has characteristics of sharing 
experiences, solving problems, and taking risks together.  
 
Conclusions  
 
The suggestion to focus on areas to build interpersonal trust essentially all ties in with Maslow’s 
Hierarchy of Needs, indicating that the issues faced by virtual teams are not new. Dedicating time for 
personal interactions, foster authentic conversations and create common grounds ties in with the 
human needs for a sense of belonging and respect from others before “become everything one is 
capable of becoming” (Maslow, 1987, p.64).  
 

 
Table 6: Maslow's hierarchy of needs. (McLeod, S., 2007) 
 
To return to the authors initial question in the introduction, are the issues digital teams are facing really 
new, or are they related to the new digital technologies, which we don’t really now to handle? When 
assessing the key suggestions to increase trust in digital teams, they seem to be areas where the 
business world has struggled for a longer period of time. Ongoing personal connections, authenticity 
and creating common grounds. Which also are identified as the key components in swift trust. 
However, given the added challenges of lack of physical interactions and shorter time frame, the 
author see a clear opportunity to create a virtual space for personal connections beyond deadlines, 
authentic conversations and learning from failures, inspired by circus.  
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6. Research  
 
This section will discuss the approach, methodology, primary research and its findings. It will also 
discuss the development of a workshop building on findings from primary and secondary research to 
build trust in virtual teams.  
 
6.1. Methodology  
 
For this research the principles of design thinking has been used, following the steps of the double 
diamond, developed by the British Design Council in 2005.  
The framework divides the design process into four phases: Discover, Define, Develop and Deliver.  
It was chosen because of its focus on understanding the users’ needs and developing a solution meet 
these rather than creating a product/service based on a creator’s ideas.  
 

 
Table 7: The Double Diamond design thinking process (Designorate, 2021) 
 
 
First step: Identifying the Problem  
The literature review included in this paper was made to identify key areas for trust generally and the 
challenges in digital teams specifically. To identifying the problem, the findings from literature review 
were discussed and validated with representatives from the insurance company Allianz. 

• 4 interviews were conducted with respondents from HR, team managers and team members. 
 
Second step: Discover  
Following the secondary research, primary research was conducted to understand what make trust 
building in circus a natural part of working together.  

• 16 interviews were conducted with respondents who all have circus as their profession or 
have had connections to circus in their professions.   

 
The data was analyzed through thematic analysis with systematically identifying, organizing, and 
clustering patterns of meaning (themes) across the data set. Based on Braun and Clarke’s (2016) 
identified six steps:  

• Familiarization with the data 
• Generating initial codes  
• Searching for themes 
• Reviewing themes 
• Defining and naming themes 
• Producing the report 
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Third step: Define  
Insights from the interviews and literature review were presented in a co creation workshop with the 
goal to create a workshop to build trust in digital teams. The workshop itself is described more in detail 
later in this document.  
 
Fourth step: Develop  
A digital workshop format was developed and tested with a total of 95 participants from different target 
groups to understand its potential, shortcomings and areas for further development:  

• 10 participants who are locally employed in Swedish embassies across Europe  
• 9 participants who are employees at Allianz Suisse, from HR, team members and external 

management coach  
• 8 participants who are employees at Allianz Suisse as team managers  
• 34 participants, also employees at Allianz Suisse, mix of team members and managers 
• 34 participants, students on a global master program at SSE  

The details of each iteration is described later in table 19.  
 
Ethics 
All participants in the iteration workshops, co-creation workshop and interviews were asked to sign a 
consent from where they agreed for the author to use their input following these key regulations:  

• All data were to be anonymized  
• All were asked to read and agree to a privacy note  
• All were informed that they have the right to change their mind about what the author do with 

their information, and to withdraw from the research entirely at any point and for any reason 
Some participants did not agree to be recorded or appear on screenshots, thus no recordings or 
screenshots capturing these participants can be shared.  
 
Fifth step: Deliver  
This paper represents the delivery phase, however, the workshop format is still to be refined and 
further developed.  
 
The Core Group  
The research, creation of method and iteration described in this paper has been made in collaboration 
with several people. The core group had regular meetings once every second week starting in 
September 2021. The core group has explored current circus methods for trust and met with an 
extended group of circus acrobats and pedagogues once a month for further development and 
inspiration in workshops.   
The core group consists of 1 strategist from Cirkus Cirkör, 1 associate professor from the Stockholm 
School of Economics, one circus pedagogue/artist and the author.  
 

 
Table 8: The Extended Group Homepage (Author, 2022)  
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6.2. Participating Organizations 
 
Cirkus Cirkör 
Cirkus Cirkör (CC) “started 1991 when Tilde Björfors and some artists went to Paris and fell in love 
with the possibilities that the contemporary circus offered. Twenty years later more than 2 million 
people has seen a CC show on stage and in festivals around the world. 400 000 children and youth 
har trained, created and been taught with contemporary circus. Contemporary circus is now an 
established art form in Sweden. 
CC has 30 full-time employees and a network of thousands freelancing artists and creators.” (About 
Cirkör | Cirkus Cirkör, n.d.). 

 
Table 9: CC Homepage (Author, 2022) 
 
Stockholm School of Economics  
“The Stockholm School of Economics (SSE) is a private university that was founded in 1909 by the 
Swedish industry. SSE is rated as the top business school in the Nordic and Baltic countries. The 
business school offers Bachelor, Master, PhD, MBA and Executive Education programs.  
SSE’s programs are developed in close cooperation with the research and business communities. 
SSE is accredited by EQUIS, certifying that all of the main activities – teaching as well as research – 
are of international standards. SSE is also the only Swedish member institution of CEMS and PIM, 
which are collaborations between top business schools worldwide” (Stockholm School of Economics, 
n.d.).  

 
Table 10: SSE Homepage (Author, 2022) 
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Allianz  
Allianz is a German multinational financial services company headquartered in Munich, Germany. Its 
core businesses are insurance and asset management. 
In 2013, it was the world's largest insurance company, the largest financial services group and the 
largest company according to a composite measure by Forbes magazine (Forbes, 2013).  

 
Table 11: Allianz Homepage (Author, 2022) 
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6.3. Discover  
 
6.3.1. Research Methodology  
 
As insights into behavior, attitudes, and values are at the core of this research, qualitative interviews 
with a semi-structured discussion guide were set up to make the responses comparable.  
 
Due to the constraints experienced as a result of the ongoing Covid situation a qualitative approach 
with online interviews was taken in order to collect evidence and information. Other approaches such 
as the collection of quantitative data or observational data were discounted. 
 
The participants were interviewed in online interviews, each lasting about 1hr. Detailed discussion 
guide is attached in the appendix.  
 
6.3.2. Interviews Round 1 – Understanding the problem  
 
N=4 – participants from HR, team managers and team members. 
 
The Author has been working at Allianz since June 2021 and have entered a working environment 
characterized by online meetings due to COVID-19 restrictions.  
In January 2022 the company policy was that 20% of the workforce was allowed in the office, resulting 
in an estimated number of 90-80% of the workforce collaborating in virtual teams.   
To understand current challenges related to trust at Allianz, 4 interviews were conducted with the HR 
Manager, HR team member, one team leader and one employee.  
 
Based on insights from the interviews, the key challenges were identified as:  

• The increase in online meetings has been extremely challenging in relation to company 
culture, especially to new employees as the onboarding process usually involve 
understanding of the company’s culture from experiencing it through visual observations, and 
physical experiences. 

• Online meetings have a task-based character, team members meet to solve tasks and not to 
get to know each other. This results in a low level of interpersonal trust.  

• In many meetings, most participants refrain from turning on their web cameras, which results 
in a digital space where it is even harder to read social cues and opens up for 
misunderstandings.  

• The lack of spontaneous conversations has resulted in a lack of communication in general, 
which prevents knowledge sharing.  

• Trust and failure are topics that are addressed too little and, above all, not explicitly enough. 
However, especially the HR staff emphasize on it is very fundamental importance, especially 
against the backdrop of Allianz’s transformation to an agile organization and the new hybrid 
work environment. 

• Virtual teams has increased siloed working  
 
 
Based on insights from the interviews, the problem was formulated as a “how might we” question:  
How might we adapt the core principles of trust among duo acrobats to benefit trust building in virtual 
teams?  
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6.3.3. Interviews Round 2 – Explore    
 
To understand the circus perspective on trust, the core-group identified 16 respondents who all have 
circus as their profession or have had connections to circus in their professions.   
To gather insights on what role risk play in trust building among circus duo acrobats, we recruited:   

• 7 acrobats. All working professionally since no less than 4 years in a duo, in aerial- and/or 
floor acrobatics.  

To gather already developed circus methods for trust building and to understand each methods’ 
purpose and intended target group, we interviewed:  

• 4 circus pedagogues. All with at least 5 years’ experience as a pedagogue and some 
professional experience working as a performing artist. 

To understand what makes the circus methods and its approach unique to actors from other fields we 
interviewed:  

• 5 people whom we called ‘receivers’. They are all working in organizations, municipalities or 
companies who have engaged Cirkus Cirkör for trust building workshops.  

 
6.3.4. Focus on Explorative Interviews  
 
Focus areas for the interviews:  

• Construct definitions 
• Propensity to Trust  
• Self-Trust and Trust in Others  
• Outlining the dimensions of trustworthiness, and identification vs calculus-based trust 
• Key elements for trust building in circus  

 
Target group specific focus:  

• Duo acrobatics – failure  
• Circus pedagogues – methods and target groups (young and adults with circus experience, 

people with no circus experience) 
• Receivers – what made the circus experience different to other worskhops?  
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6.4. Themes  
 
6 themes were identified by summarizing and analyzing the interviews. Below, the themes are 
described in detail. Quotations from the interviews were added to exemplify the circus perspective on 
the topic.  
 
6.4.1. Trust is Built by Reflections on Failure  
 
Between acrobats, failure is the very start of each new learning curve. When an acrobat starts training 
a new trick, with a partner or alone, failure is assumed. The process has similarities with reward-based 
learning (Palminteri et al., 2015) as among acrobats, the failure is acknowledged, thus there is no 
shame, and no blame game, which enables a more factual reflection dethatched from influences of 
emotions. A reflection of this is captured in a quotation by one of the acrobats:  
 

 “We learn so much from every time we fail, we need to crash to develop. And by 
crashing, we learn about what could go wrong.” Interview partner 1 

 
The attitude to failure in circus reflects the Failing Fast concept (Salimi, n.d.) as failing among acrobats 
is a process where feedback is gathered immediately after the prototype (trick) is developed (tried). 
Besides being viewed as a natural and accepted way of developing a new trick, the failure is also 
broken down and analyzed in steps. Which resonates with the mindset Brown at VentrueBeat (2022) 
describes for Failing Fast previously mentioned in this paper. When acrobats break down the process 
to several small steps, each of the involved parties learn how the other(s) behave in situations of 
danger and stress. And, through the event of failure, each party learn about the other’s (and own’s) 
ability, benevolence, and integrity. This mindset to failure is also reflected in Forbes’ definition that 
“innovation requires a mindset that rejects the fear of failure and replaces that fear of failure with the 
joy of exploration and experimental learning” (Forbes, 2021).  
 
Among acrobats, there is a clear relationship between trust and self-disclosure. Being open about your 
failures and owning it reflects a strong character and authenticity, which is a reflection of what several 
researchers have identified in their research (Wheless & Grotz, 1977; Steel, 1991; Macdonald, Kessel 
& Fuller, 1972; Mostovicz, Kakabadse & Kakabadse, 2011; Bucholz, 1987; Gray et al., 2000). Among 
the acrobats, acknowledging the failure, owning it, taking responsibility and show change in the next 
training session builds trust. This quotation was captured in one of the interviews:  
 

“It’s important to know your strengths and weaknesses, give space to be human. 
Mistakes will happen, but it’s all about how you deal with that failure.” Interview 
partner 3 
 

Authenticity and being present in the moment play a large role in the trust assessment among the 
acrobats. The reasoning found in Frei and Morriss’ (2021) article around being a trustworthy leader 
resonates with findings in the primary research: ‘People tend to trust you when they believe they are 
interacting with the real you (authenticity), when they have faith in your judgment and competence 
(logic), and when they feel that you care about them (empathy)’. When acrobats train a trick together, 
trust is built by acts of vulnerability, authenticity, and appreciation, this was especially distinct when 
one of the acrobats described the process of preparation before training:  
 

“It is important that the other person is authentic, honest with their limits and 
speaking about their needs and feelings.” Interview partner 8  
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Table 12: Trust building when training (Author, 2022) 
 
6.4.2. Trust is Built by a Shared Identify  
 
Most of the respondents refer to a common language among acrobats which is spoken, but also 
physical. The spoken language has characteristics of the international community of circus artists, a 
spoken English with some expressions in French and Russian for some tools and physical actions for 
which there lack an English translation.  
The physical language ascends from same school of training (e.g., Russian vs French technique) and 
same school of movement (acrobats vs dancers), this creates a unique way of communicating 
physically within the community. One of the acrobats described this in a very relatable way:  
 

“When we work together in the trapeze, she understands if something hurts by how I 
move my body, we don’t have to say anything.” Interview partner 7 

 
Through the sense of belonging to a community with clearly defined social norms, a shared identify is 
created. Poppo, Zhou and Li (2014) described a shared identity as a strong social attachment that 
develop when different people consider individual interests as shared interest. Among circus acrobats 
this does not only create a shared identity but also a community. The Cambridge Dictionary define a 
community as “people who are considered as a unit because of their common interests, social group, 
or nationality” (Cambridge Dictionary, n/d). The circus acrobats have a sense of being a part of the 
same community and have a similar understanding of the culture and its social norms in which they 
operate. The sense of belonging to a community with clear distinctions to others are described through 
this quotation:  
 

“Sometimes I long for a circus person that I can just stand on. When that person 
says ouch, you know it hurts.” Interview partner 5 

 
6.4.3. Swift-, affect- and cognitive-based trust   
 

“If you take a risk without trust, you are just naive. For me to be brave, to dare to do 
something scary, I have to trust the other person.” Interview partner 4 

 
The quotation above reflect most acrobats attitude to trust, trust is a chosen mindset. When starting to 
work with a new partner, it is generally assumed that this person is to be trusted. The time to build 
trust is often limited when e.g., rehearsing a new show, thus trust as a mindset is a necessity to speed 
up the creation process. Described in the quotation below:  
 

"When starting to rehears a new trick, I have to give my trust to the people carrying 
me. We cannot waste months on getting to know each other before I give my trust. If 
I don’t give it right away, it won’t work.”  Interview partner 9 
 

Also reflected in this quotation is the process of giving and taking trust. To give and take trust is 
described as a conscious choice process, which ties in with several researchers’ findings (Hurley, 
2012; Lewis & Weigert, 1985; Riker, 1971). The finding goes against others that argue that trust is a 
behavioral intention (Deutsch, 1958; Mayer et al. 1995; Mc- Knight, Cummings & Chervany, 1998; 
Rousseau et al., 1998) and a personality trait (Rotter, 1967; Webb & Worchel, 1986).   
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However, interestingly the choice to give trust to others among acrobats is clearly linked to a shared 
identity, and values. If other people express other values than the trustor, the trustee is perceived with 
distrust and suspicion. These values are based on how the other duos work together, and work with 
others. An example given in the interviews were a duo where the male part was disrespectful to the 
female part, and they often had arguments:  
 

“There were these other pair-acrobats, I noticed right away that there was something 
off, rivalry and competitive attitude, jealous looks, I did not trust them and we asked 
other to spot us, even though they technically seen would most probably have been 
the best .” Interview partner 2 
 

For all involved artists and pedagogues, it was impossible to separate affect-based- and cognition-
based trust, but when analyzing their responses, the author sees a clear division. Within the duo, 
affect based trust play a large role as the connection between the parts needs to be on a deeper level 
to withstand the challenges of training, failure, pain, and exhaustion. The characteristics of affect 
based trust resonate with other researchers’ findings (Lewicki & Bunker, 1995; Shapiro, Sheppard & 
Cheraskin, 1992) involving individuals creating a common ground by understanding expectations on 
responsibilities. Enabling them to understand what the other expect from them in different situations 
and behave accordingly.  
 
6.4.4. Self-Trust is an Ascendant to Interpersonal Trust  

 
“You can only trust others if you trust yourself. I can trust people I don’t like, but I 
can’t trust people who don’t trust themselves.” Interview partner 3 

 
The quotation above is a reflection of the notion among all respondents that trust in others is 
impossible without self-trust, and others will not trust you if you do not trust yourself. The approach to 
trust among the circus acrobats resonates with Mayer, Davis and Schoorman’s (1995) definition: 
“trustworthiness should be thought of as a continuum, rather than the trustee being either trustworthy 
or not trustworthy” (p. 721). The process of trust building is described as a process of consciously 
giving and taking trust, which needs to be constantly reinforced. And also, as a part of the physical 
language, if one appears hesitant to do a trick or to give required support, the others will become 
insecure on that person’s ability and benevolence.  
 
6.4.5. Circus Methods 
 
Among the ‘receivers’, the core difference in trust building workshops carried out by Cirkus Cirkör is 
the circus pedagogue’s attitude. When probing on what the uniqueness of their attitudes were, they 
described characteristics as: daring to give trust and daring to trust oneself, ability to turn weaknesses 
into strengths, having trust as a mind-set and attitude to everything being possible.  
 
The methods used and developed by the pedagogues all follow a step-by-step approach in trust 
building. E.g., in one method trust is built through someone falling and being caught by others. The 
falling will start from a low level and slowly increase. In another method, the common physical 
language, so important for duo-acrobats, is trained initially by one person with closed eyes being led 
by another only with the other person’s hand on their back. The leader communicates only with the 
hand, no words, how the other should walk. What direction, when to stop, etc. This is increased to 
moving faster and later to acrobatic formations.  
 
When building trust, solving a problem together (learning something) and general mindset (trust as a 
choice) seem to play larger roles than physical touch and objects involved.  
Five formations should be included: whole group, individual, smaller groups, in pairs. 
 
All gathered methods are included in the appendix.  
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7. Conclusions – The Process of Trust Building Among Circus Acrobats 
 
The key findings from our research on circus acrobats are that there are three aspects that make 
building trust in the circus unique:  

• Trust is a mindset, you make a conscious decision to trust another person, recognizing that 
trust is a give-and-take process in which you must invest time and energy.  

• The shared experience of failure or success when training the trick. 
• Failure is a calculated part of the process, thus nothing that indicate a breach of trust. 

 
The process of dealing with failure has clear similarities with Kolbe’s Experiential Learning Cycle, it 
actually follows each step of his defined actions of making an experience and reflecting on the 
experience to evolve.  
 

 
Table 13: Kolbe’s Experiential Learning Cycle (McLeod, 2017) 
 
Based on the identified themes and the similarity with Kolb’s Experiential Learning Cycle, the author 
returned to his question “what is the process for trust building among circus acrobats” and developed 
a model for trust building among duo-acrobats, inspired by Mayer Davis, and Schoorman’s Integrative 
Model of Organizational Trust (1995). Just like Mayer’s model, a feedback loop is incorporated from 
the outcomes of trusting behavior back to the act of taking a risk again. 
 
 

  
Table 14: The Process of Trust among Circus Acrobats (Author, 2022) 
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The proposed model follows the steps a circus acrobat working in a duo takes when training a new 
trick with their partner. The model is described in detail in the table below:  
 

 
Table 15: Detailed Process of Trust among Circus Acrobats (Author, 2022) 
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8. Define  
 
Content 
As the key challenge to trust in virtual teams is building interpersonal trust, and cognitive based trust 
require time (Rapp & Rapp, 2021), focus was given to affect-based trust. Affect-based trust is central 
in trust building among circus acrobats, thus the core team found it interesting to explore how this 
process could be digitized in a training session.  

• The core-group wished to:  
1. Include a movie with short interviews with circus acrobats reflecting on their attitudes 

to trust. Supporting the swift trust concept where trust has to be chosen as a mindset 
and that trust is process of give and take.  

2. Make the swift trust in virtual teams less fragile through focusing on discussions to 
build affect-based trust.  

3. Build better relationships through establishing a common ground though sharing 
experiences  

4. Establish a shared language around trust, contributing to “social autopilot” and “social 
radar.” 

5. Make the participants work together to reach a goal and unify in taking a risk.  
 
The trigger for mind shift in terms of failure culture built on the circus acrobats’ mindset that failure is a 
part of the innovation process.  

• The core-group wished to:   
1. Include a movie contain interviews with circus artists reflecting on failure. How failure 

is a precondition for development and should be acknowledged as a part of the 
process.  

2. Focus on the circus perspective of failure, encourage participants to take risks and 
make failure a calculated part of the process.  

3. Training the participant in owning their failures, showing vulnerability through sharing 
experienced failures.  

 
Based on the insights from interviews with the circus pedagogues, the core group wanted to build trust 
in steps, starting with simple exercises and advance into more tough topics. Also the participants 
should be divided into groups of different sizes, with time allocated for personal reflection as well.  
Activities were created for:  

• The whole group  
• Individual  
• Smaller groups  
• Pairs 

 
Format 
It was determined that the most effective way to deliver the insights was through workshops, to enable 
real-time interactions with the facilitator and the participants.  
Workshops have been proven to create intrinsic values of involvement through a sense of co-creation 
(Corcoran, Marshall & Walsh, 2017), support idea generation (Innella, et.al., 2016) and to foster 
conversations across disciplines (Mitchell, 1995). Based on the findings that change has been found 
to be most successfully implemented in small steps (Anderson, 2003; Bate, 2010; Gottman, 2011; 
Sinha, 2021), the workshop format was chosen as the best framework to influence a change in 
mindset (Angheloiu, Chaudhuri & Sheldrick, 2017). The workshop format has also been identified as 
the best way to introduce a new idea, inspire participants to further explore it on their own and to 
enable new relationships among the participants (MeraEvents, 2021). A workshop format also enables 
different people to facilitate and to conduct the training online and offline.  
 
Due to COVID restrictions the workshop was designed for virtual delivery, which also opened up to the 
possibility of participants and facilitator being in different locations. Zoom was chosen as the mean of 
communication on the assumption  that most participants would be familiar with the platform.  
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The workshop’s goals:  
• Explore the possibility to create swift trust among the participants built on inspiration from 

circus artists perspective and reflections on how to implement this in day to day work life  
• Function as a mind shift for perception of failure and build trust among the participants through 

personal stories and reflections on these  
• Support authentic discussions to inspire the participants to take this more honest and open 

approach when collaborating with their teams  
 
An online workshop enables splitting the participants into smaller groups in “breakout rooms” for more 
intimate group discussions.  
 
Some disadvantages were identified for the online workshop format: 

• Participants may be on different levels in terms of experience working with online tools and 
also in terms of comfortability with speaking openly in digital environments.  

• A stable internet connection is required.  
• Video playback is often lagging.  
• A fatigue of working in digital environments could influence the participant experience.  
• Digital workshops has been proven to exhaust the human mind and body, resulting in “Zoom 

Fatigue” (Stanford University, 2021), thus regular breaks are suggested.  
 
To mitigate these challenges the core-group took some actions described later in this paper, under 
facilitator instructions and through integrating video material. Challenges due to stable internet 
connection was not further thematized as the core group assumed that all participants would have 
stable connections following the establishment of work from home. Different solutions were tried 
regarding video playback such as sharing a link and letting the patricians 
 
8.1. Co-creation  
 
To develop this workshop, an initial co-creation session was conducted with participants from Cirkus 
Cirkör and external long-term partners (Svenska Institutet and Futurniture), to ensure an outside 
perspective and relevance of the solution for a broader field.  
 
Learnings from the interviews and the literature review were presented as well as the initial ideas for 
format.   
 

  
Table 16: Workshop at CC (Author, 2022) 
  



Andreas Skjönberg    Creating a Method to Build Trust in Virtual Teams                Page 
 

32 

8.2. Key Output 
 

 
Table 17: Example of output from workshop at CC (Author, 2022) 
 

 
Table 18: Detailed output of Workshop (Author, 2022)   
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9. Develop 
 
The outcome from the co-creation session was further developed by the core-croup and resulted in a 
90 min online workshop. A detailed script of the workshop is attached in the appendix.  
 
9.1. Workshop Structure  
 
The workshop initially ran for 90 minutes without a break, as it has been defined as the maximum to 
work in an online workshop without a break (Stanford University, 2021).  
The workshop consist of breaking down the process of trust building among circus acrobats by 
following each step in the creation of a new trick, as defined in table nr 13, to create swift trust among 
the participants.  

1. Preparations – building trust in self/system: The workshop begins with time allocated for 
social and technical onboarding of the participants. Each participant was greeted upon 
entering the workshop and asked if they had any needs in terms working in the digital 
environment.  

2. Preparations – create common ground and initiate discussions involving authenticity: the aim 
of the workshop and its agenda is explained. Participants are asked to check-in with 
describing a failure in their lives which have led to a success to establish an open 
environment and challenging the participants to dare to show themselves vulnerable.  

3. Training – the participants share an experience of excitement: the first film is shown, on the 
topic of trust and the participants are instructed to create a balancing object from a plastic 
bag. The instructions are easy at first but gets harder and harder until everyone fail.  

4. Reflecting on outcome – participants are divided into smaller groups to reflect on the failure.  
5. Training – the participants share an experience of excitement: the second film is shown, on 

the topic of failure.  
6. Reflecting on outcome – participants are asked to reflect individually on an experienced 

personal failure.  
7. Reflection on implementation – participants are asked to identify their key learnings and how 

they can apply these on their workplace.  
 
To assure that the workshop mitigated the obstacles listed in the section “Define”, facilitator 
instructions were defined in order to maximize trust among the participants, towards the facilitator and 
the digital workshop itself. The way the workshop is facilitated was identified to be one of the core 
factors for its success. Following instructions were defined:  

• Ask everyone to turn on their webcam to increase feeling of human connectivity  
• Only one device per participant to prevent a sensation of being left out 
• Encourage participants to manage their own mute instead of asking them to mute themselves 
• Be inclusive and assure that all participants feel involved in the discussions 
• Keep the timing 
• Ask if there are any questions after each presentation 
• Assure that all information is gathered anonymously (e.g. no spaces on Miro with designated 

names) 
• Assure that all give their permission for the session to be recorded. If one objects, do not 

record 
• Assure that you are sitting in a calm space without distracting sounds or people moving in the 

background  
• Ask for feedback on the workshop at the end of the session 
• Look as much as possible directly into the webcam to make the participants feel seen 
• Be personal, be authentic and take own real life examples 

 
9.2. Iterations  
 
The workshop was conducted in 5 iterations between November 19th 2021, and February 8th. 2022.  
A summary of each step, feedback from the participants and undertaken adjustments can be found in 
the table below.  
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Table 19: The workshop’s iterative process (Author, 2022) 
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9.3. Workshop Format After Iterations 
 
The workshop ran for 2 hours and following key adjustments were made:  

• Allocate more time for reflection on trust and connect it to the workplace/studies  
• Added introduction and closure with some theory around trust and failure  
• Adding an additional circus artist to add to the “live experience” and share a more directed 

personal story about trust  
Full overview of the Miro board and facilitator instructions can be found in the appendix.  
The table below illustrates the workshop’s first 60 minutes. Preparations and training – focus trust.  
 

 
Table 20: The workshop’s structure, first part (Author, 2022)  

MINUTES WHAT WHY CONTENT/PROCESS Digital Support 

00:08:00 Preparations Building trust in 
self/system

The workshop begins with time allocated for 
social and technical onboarding of the 
participants. Each participant was greeted 
upon entering the workshop and asked if they 
had any needs in terms working in the digital 
environment. An introduction to Miro was 
made and participants were asked to sign a 
consent form. 

Exercise on Miro
00:08:00 Preparations Create common 

ground
A circus artist participate to tell a story about 
a recent project and how they had to trust 
themselves and their team in order for the 
project to succeed. Supported by video and 
images. 

Examples from visual presentation 
00:09:00 Preparations Create common 

ground/
establish authentic 
communication

All participants are asked to capture their 
reflection on previous speaker on the Miro 
board. The facilitator choose 2-3 reflections 
to be shared with the group.

Exercise on Miro
00:04:30 Preparations Theory - Create 

common ground/
establish authentic 
communication

A personal story from the facilitator relating to 
trust and the purpose of the workshop. 
Formal introduction to the topic of trust, 
supported by power point document with core 
theories around interpersonal trust. 

Examples from visual presentation 
00:04:30 Training Share an 

experience of 
excitement

The first film is shown, on the topic of trust 
with authentic stories through interviews with 
circus artists and their perspective on trust. 
That trust is a process of give and take and 
that trust must be chosen as a mind set. 

Screenshot from film clip
00:06:00 Training Reflecting on the 

shared experience 
Participants are asked to individually reflect 
on three questions: 

How do you decide if you can trust another 
person?
What do you do to gain the trust of others?
What do you find difficult in terms of trust?
What could you learn from the circus 
approach? Exercise on Miro

00:11:00 Training Establish authentic 
conversations in the 
group

The participants are divided into smaller 
groups and are asked to discuss their 
perspectives and gather these in "key 
insights"

Exercise on Miro
00:10:00 Reflections on 

the 
experience

Establish common 
ground and 
interpersonal trust

One from each group is asked to share their 
key insights with the larger group 
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The table below illustrates the workshop’s last 60 minutes. Training – focus failure.  
 

 
Table 21: The workshop’s structure, second part (Author, 2022)  
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10. Conclusions and Recommendations  
 
Iteration workshop 1-4 was conducted among relatively homogenous teams, all business 
professionals with mainly Western European origin, established on the job market since several years.  
 
The most interesting findings in the participants’ feedback was gathered in the last iteration, when 
testing the workshop with another demographic: students with a more diverse cultural background.  
 
Conditions 
Simultaneously with the workshop based on circus principles as described in this paper, a control 
workshop took place. The control workshop had its focus on cognitive based trust.  The two different 
workshop are below referred to as:  

• Group A – the workshop based on circus principles, conducted in a digital environment 
• Group B – a workshop building on cognitive based trust, conducted in a physical environment 

 
All students answered a survey before and after the workshops to measure if a sense of trust was 
increased.  
 
Feedback was gathered before the workshop on general attitudes to trust with questions from the trust 
barometer. The feedback shows that the general attitude was fairly equal in the two different groups.  
 
In the table below, the three staples above represent group A and the three staples below 
represent group B.  
 

Q4: Generally speaking, do you think that most people can be trusted, or do 
you think that you can't be too careful when dealing with other people? 
 
• Group A: 48% state that most people can be trusted  
• Group B: 58% state that most people can be trusted  
 

 You can trust most people  
 You can’t be too careful  
 Don’t know, no opinion 

 
 

 
 
Table 22: Generally speaking, do you think that most people can be trusted, or do you think 
that you can't be too careful when dealing with other people (Author, 2022) 

  

Group B 

Group A 
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Q5: How much do you trust people you meet for the first time? 
 
• Group A: 52% trust only to some extent  
• Group B: 70% trust only to some extent 
 

 Don’t trust at all  
 Trust only to some extent  
 Trust quite a lot 

 
 
Table 23: How much do you trust people you meet for the first time? (Author, 2022) 
 
Q15: I feel like I can trust the other participants 

 
When asked about their trust to the other participants before the workshop started: 
• Group A: 48% somewhat agreed that they could trust the others 
• Group B: 55% somewhat agreed that they could trust the others 
 

 Strongly disagree 
 Somewhat disagree 
 Neither agree nor disagree 
 Somewhat agree  
 Strongly agree  

 
 
Table 24: I feel like I can trust the other participants in the workshop. (Author, 2022) 

  

Group B 

Group A       
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Q20: I feel like I trust the other participants more  
 

When asked again after the workshop if the workshop increased their experienced 
trust to the others:  
• Group A: 11% strongly agree and 48% somewhat agrees  
• Group B: 6% strongly agree and 54% somewhat agrees, 3% strongly disagrees 
 

 Strongly disagree 
 Somewhat disagree 
 Neither agree nor disagree 
 Somewhat agree  
 Strongly agree  

 

 
Table 25: How much do you trust the other participants after the workshop? (Author, 2022) 
 
Q22 - What are the key challenges related to trust you’re facing when 
working/studying in digital teams (except for technical issues)? 
 
When asked about their struggles related to trust when working in digital teams: 
Group A: physical distance and problem reading body language is mentioned by 8 
Group B: not taking time for personal discussions was mentioned by 7 people.  
 
Q23 - Could this workshop be a way to address these issues? 
 
If this workshop could be a way to address these issues, there is clearly more 
positive reception of workshop B.  
• Group A: 7% say definitely not, 35% probably not, 55% say probably yes  
• Group B, 27% say probably not, 63% say probably yes and 10% say definitely yes 

 Definitely not  
 Probably not  
 Probably yes 
 Definitely yes  

 

 
Table 26: Cold this workshop be a way to address these issues? (Author, 2022) 



Andreas Skjönberg    Creating a Method to Build Trust in Virtual Teams                Page 
 

40 

When asked about suggestions for improvements, a clear majority in group A state that they would 
have preferred doing the workshop in a physical setting “just do it in person”.  
The feedback from group B is more substantial with 7 mentioning time aspects, to spend more time to 
go in depth with the exercises and the potential of inviting guest speakers.  
 
When comparing these results with previous iterations, there are a clear differences related to if the 
participants would recommend the workshop to a colleague or friend.  
Net Promoter Score (NPS) is derived from responses to a single question: How likely is it that you 
would recommend our workshop to a friend or colleague?  
 
Individual responses to the question are based on a 0-10 scale.  

• Those with scores of 9 or 10 are referred to as Promoters.  
• Those with scores of 7 or 8 are called Passives.  
• Those who score 0 through 6 are called Detractors.  

 
NPS is calculated by subtracting the percentage of participants who are Detractors from the 
percentage of customers who are Promoters. The NPS score will range from -100 (worst) to 100 
(best). An NPS above 0 is considered "good", above 50 is "excellent," and above 70 is considered 
"best in class."  
 

January 10th (Allianz, leaders) 
• 80% Promoters 
• 20% Passive  
• Overall score: 80 

 
• N=5  

February 3rd 2022 (Allianz, teams)  
• 52% Promoters 
• 29% Passive  
• 19% Detractors  
• Overall score: 33 
• N=22 

February 8th, 2022 (SSE, 
students) 
• 12% Promoters 
• 44% Passive  
• 44% Detractors  
• Overall score: - 41 
• N=34 

 
 

 

 
 

 

 
 

 

 
 

Table 27: NPS-Score from three workshops? (Author, 2022) 
 
Based on the feedback, the developed workshop was better received among a more senior target 
than a younger, less experienced. To establish a virtual space for vulnerability and affect based 
conversations seem to have a larger effect on a senior target, and interestingly enough also the effect 
seem to be higher among men than women.  
 
Reasons for this might depend on several reasons:   

• A younger target has not yet experienced the challenges of working in digital environments. It 
might also be dure to the fact that the students did not choose to participate voluntarily.  

• Hybrid environments are even more challenging to online collaboration as some of the 
students were sitting alone at home, whilst their fellow students were all together in a physical 
space.  

• A workshop designed to support collaboration and trust building at the workplace does not 
translate that easy to a learning context. 

• The groups’ increasing size, as the size increased, the score reduced.  
• Certain demographics might have different attitudes to trust.  

 
Also when conducting the workshop with the students, they were rushed into signing the consent form 
during the first 5 minutes of the workshop as it could not be sent in advance due to SSE standards of 
not sending any emails to the students. Many were skeptical to sign the consent form at the start of 
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the workshop, as they had no idea what they were signing up for. This might have influenced their 
trust level to the workshop format as such.  
 
The participant’s age was not captured in the surveys. Thus, the conclusions I make in this paper are 
limited to seniority on work market. However, there are clear indications that this workshop resonates 
better with an older male target, which is very interesting since the author would assume that this 
target has a harder time speaking openly about values connected to trust and failures. But maybe the 
reason for this is that discussions around these topics are easier for younger and females, that they 
take place more naturally, thus the workshop does not serve as much of a challenge or “eye-opener”.  
 
Based on the NPS-score, the workshop has demonstrated clear limitations in being “one size fits all” 
due to the mixed reception of the participants.  
What the workshop has achieved is to build trust among the participants, even with the more critical 
students, which indicate that the effect of creating a virtual space for trust building is possible to even 
measure.  
 
The authors’ key insights:  

• It is important to create a space where people feel safe – assure that all participants know 
how to navigate and operate in the space and be clear about the principles of communication.  

• Sharing personal stories make a difference – sharing an experience of a failure and what the 
person has learned from this does not only serve as a mind shift in relation to failure but also 
as personal anecdotes which bring the participants closer, building on a interpersonal trust.  

• Authenticity makes a difference – as a facilitator it has been a key to the author to share 
personal stories in the workshop. This has clearly influenced the participants to dare to be 
more open, which has resulted in most positively reception of the workshop.  

• People tend to see trust as a one-way street – one of the key take a way that the participants 
have mentioned is that trust is a process of give and take. A question in the reflective exercise 
to achieve this has been “what do you deliberately do to gain the trust of others”.  

 
Suggestions for future development:  

• Hybrid environments: working in hybrid work environments will most likely be the next large 
challenge as it separate individuals from the group. When all are working in a digital 
environment, the workshop has shown clear indications that it is possible to create a shared 
experience of being together, alone, in front of digital devices. But when some of the 
participants are in a shared physical space, the ones alone in front of their devices are 
separated from the community and become observers of others, who are together. This 
became very obvious to the author in the test with the students at SSE as their feedback were 
mostly around the feeling of missing out on being together with their fellow students. Future 
trainings will have to take this into consideration.  

• A possible addition to the workshop for a younger target could be to add elements on how to 
read and communicate with other things than words online, e.g. giving the participants an 
exercise to tell a story to each other with only body language.  

• Future training sessions should allocate more time on the topics of trust and failure, 90-120 
min can only serve as initial introduction of the topics. A continuous critique has been the 
workshop’s short length, which ties in with all findings regarding the challenges for virtual 
teams, that time it is need to build trust. More time should be spent on participants to reflect 
individually and ideate for solutions together in smaller teams, e.g. to create tools which can 
be implemented in their day to day work/study environments.  
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11. Reflective Statement  
 
In my previous profession as a qualitative market researcher, I often had the task to explore how to 
communicate about new products to make these resonate with the company’s target audiences. 
Rarely did I work with products where simply describing its content and purpose was enough, often 
the products were out of touch with the target’s needs. However, this workshop has managed to 
create excitement with its core target group – business professionals – only by describing its content. 
Circus is a credible source for trust, and trust in virtual environments is something that many are 
struggling with. The circus element gives the workshop credibility and manages to create enough 
curiosity for the participants to register to the workshop. The circus metaphors in the workshop in form 
of film clips and personal stories are experienced as strong, authentic and have been a wonderful 
accelerator for discussions among the participants.  
 
When I started working on this paper in August 2021, my initial approach was to gather as much 
knowledge as possible regarding trust. Many times I regretted my focus area of trust since I was 
overwhelmed by the large body of research projects, articles and voices on the topic. Quite quickly my 
focus had to be changed from gathering as much knowledge as possible to limiting what I was 
gathering and to keep focus on the research question. A vast body of information has also been 
created in this project, in the form of feedback on Miro and through surveys. Next time I will set more 
time for analyzing the results from each iteration.  
 
I experienced my work with the core group surprisingly rewarding on a personal as well as on a  
professional level. The project offered me the possibility to revisit my previous area of expertise and 
my previous network with a new focus, with new knowledge and from a new perspective.  
My work with the core-group was however also partially quite challenging as I often was the only one 
participating online, observing a group of people being together. 
Working in a project on trust with a virtual team has been very interesting on a meta-level as the core-
group never really applied the learnings from the work on the workshop to our work together. But 
when reflecting back on the work, we naturally moved between solving tasks and having a strong 
emotional connection. We never created a common ground in terms of a clear goal, we more unified in 
a quest to gather methods for trust building in circus and to translate these to other industries and 
areas. A focus has also been to create a digital tool to generate new sources of income for CC, for this 
a project with the agency Doberman is initiated.  
Our largest challenge, to transfer the circus’ physical methods on trust to digital environments was 
mostly met with enthusiasm by the core group, also by an extended group of artists as many 
mentioned that this is a new reality, in which they have to understand how to navigate and identify new 
sources of income.  
 
The evolution of the circus community in Sweden has been extremely interesting to observe. When I 
started working as an aerial acrobat, there were no academical programs to attend. However, during 
my last years of actively working, the circus program at the former university of dance in Stockholm 
just started and I have been extremely excited to see what this program has contributed to the larger 
circus community in Sweden.  
When conducting interviews with the circus acrobats, the generation that now is establishing 
themselves on the market, I realized that they are on a much higher level of reflection than I was when 
working as an artist. They can talk about processes of building trust, how they access risk, and how 
they incorporate this in their artistic work. Through the interviews, I learned a lot about myself, why I 
often have felt like an outsider in the business world. Why my attitudes to taking risk is more “just try it” 
and why my perspective on failure often has resulted in me not fitting into the “new” community, not 
following the social ques.  
 
In the workshop, I take myself as an example when introducing the task of describing a failure and 
what the participants have learned from it.  
After my bachelor in production management for performing arts I moved to Berlin to work as a 
producer. I did this a couple of years and then I decided to change my profession and started to work 
at an agency for qualitative market research. However, after 6 years I received an offer to work for the 
most prestigious contemporary dance festival in Berlin, Tanz im August. As I started my new job I 
realized that the tasks I had were too complex for my experience. But as I was leading a team, I was 
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afraid to ask my colleagues for help as I thought doing so would make them loose trust in me and my 
abilities. So, I did as I had learnt to do when working in an office, I tried to hide my mistakes and solve 
them on my own. In the end, my mistakes were not possible to hide anymore and my team lost their 
trust in me, and I lost my job.  
When now reflecting back on the work with this paper, I realize that not being open about my mistakes 
was only one part in losing that job. I also did not fit into the community, I spoke another language, 
one of products and profit, not a language of audience and art. I expressed different values than the 
group and I did not manage to connect with the community’s common ground. Additionally, when 
trying to hide my mistakes I did not speak from a place of authenticity. I realize now that these factors 
played a much larger role in losing my job than I realized back then.  
 
What I have learned from this process can be summarized in three key learnings:  

• Owning your failure is important, but also owning what makes you different to the team you 
are working with. Differences can become strengths, if they are identified as strengths to unify 
the group. Just as reflecting on a failure together can build trust and identify what you can 
learn in order to grow as a team, reflecting on differences can do just the same.  

• Trust is really not that complicated, essentially it comes down to the most basic human needs. 
We trust others who make us feel safe, feel like we belong, appreciate our contribution and  
assures that we belong to the community. The real challenge for trust is taking time, time to be 
present, authentic and appreciative. 

• We trust others not to harm us, attack us, tell our secrets, or break our hearts. But to receive 
trust we have to give it deliberately. As Brené Brown puts it ‘If we don’t feel like we can trust 
ourselves, we can’t expect others to trust us, because we can’t give others what we don’t 
have’.  
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13. Appendices  
13.1. Interview Guide for Explorative Interviews  
Translated into English with Deepl 
 
General perceptions of trust  

- What does trust mean to you on a personal level? How would you describe it?  
 

- Can you give three associations in the form of adjectives? 
 
- How would you describe trust in your personal life in relation to:  

• Risk taking 
• Fear 
• Uncertainty  
• Security  

 
Trust in working life  

- Are there any differences in your general thoughts about trust if we talk more specifically 
about your professional life?  

• Which?  
• How do they differ?  

 
- How would you describe trust in your professional life in relation to:  

• Risk taking 
• Fear 
• Uncertainty  
• Security  

 
Trust - how is it built?  

- How would you describe trust being built in your professional life/workplace (e.g. through 
shared experiences, problem solving, physical activities, other people's advice, people's 
actions, people's character)? 

 
- What do you need to know about a person to decide if you can trust them?  
 
- What do you think if I say that trust is:  

• Calculation-based trust e.g. that people tend to work with a reward/punishment system. 
That trust is built on a person having delivered what you have expected over an 
extended period of time.   

• Identification-based trust, e.g. the parties get to know and understand each other's 
expectations. Over time, they develop the ability to know what the other party would 
want in a given situation and take the initiative to act on each other's behalf in certain 
situations. 

 
- In your work, is one of the mentioned descriptions more dominant?  

• What does it mean for you in your working life?  
• Do you wish it was different?  
• Are you taking any actions to change this?  

 
Trust - is there a process?  

- Could you describe your process when you decide to trust someone?  
• What factors play a role in deciding to trust (see below, "factors of perceived 

trustworthiness")?  
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• What factors play a role before you decide to perform an action based on trust in 
another person (see below, "perceived risk")?  

 
For example;  
 

 
 

Introduction - trust-building methods 
- How do you go about getting others to trust you (e.g. students, colleagues, team members, 

course participants)?  
 
- Do you create specific methods or does it come more naturally?  
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Questions only for Artists  
 
Challenges of trust-building methods  

- What do you find most difficult about trust and trusting partners?  
• What are the reasons for that?  

- What do you find easier about trust?  
• What are the reasons for that?  

 
Trust in self, trust in others 

- What are your thoughts on trust in yourself and trust in others?  
o Is one possible without the other? 

- How would you describe the difference in approach to building trust in yourself or in others? 
 

 Trust-building methods  
- How do you and your partner(s) work with trust?  
- Would you say it's something that comes automatically or requires special focus?  
- Have you developed, or come into contact with, specific methods of confidence building? Or, 

do you and your partner(s) work with specific practices/disciplines?  
 

Make a note of the methods/exercises/disciplines and repeat the questions below for each method:  
- How would you describe this method?  
- What role does it play:  

• Physical activity?  
• Non-verbal communication? 
• Joint problem solving?  
• Physical touch?  
• Group feeling / belonging?  

- How would you describe the effects of this method?  
- How do you measure the impact/effect? 
- How does it differ from the others you have mentioned?  
- What are its advantages/disadvantages?  
- In what situations do you usually use this? 
- How do you decide which method to use in which situation?  
 

The role of circus  
- What is "circus" about this method? In what way is it based on circus principles? What are 

the elements of circus? 
- What does it matter that you both/you all have a background in circus?  
- If you were to teach this method to someone who doesn't have a background in circus, how 

would you adapt it?  
- What would you adapt and on what grounds?  

o Which of the basic principles of the circus are best suited for developing/teaching 
trust?  

o Which ones don't work so well?  
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Questions only for circus pedagogues  
 
Challenges of trust-building methods  

- What do you find most difficult about trust and creating methods for trust?  
• What are the reasons for that?  

- What do you find easier about trust and methods?  
• What are the reasons for that?  

- Are there specific groups that are more difficult to teach trust?  
- Do you adapt your "teaching style" to different recipients?  
 

Trust in self, trust in others 
- What are your thoughts on trust in yourself and trust in others?  

o Is one possible without the other? 
- How would you describe the difference in approach to building trust in yourself or in others? 

 
Trust-building methods  

- Have you developed, or come into contact with, specific methods of confidence building?  
Make a note of the methods and repeat the questions below for each method:  

- How would you describe this method? What happens? How is it performed? 
- Is it aimed at building trust in oneself or trust in others?  
- What role does it play:  

• Physical activity?  
• Non-verbal communication? 
• Common problem solving?  
• Physical touch?  
• Group feeling / belonging? 

- How would you describe the effects of this method?  
- How do you measure the impact/effect? 
- How does it differ from the others you have mentioned?  
- What are its advantages/disadvantages?  
- In what situations do you usually use this? 
- How would you describe the ideal recipient (children, teenagers, adults, circus performers, 

"office workers")?  
- How do you decide which method to use in which situation?  

 
The role of circus in the method 

- What is "circus" about this method? In what way is it based on circus principles? What are 
the elements of circus? 
 

After each method is covered, continue:  
The role of the educator  

- What is the role of the educator(s) in influencing the reaction of the recipients?  
• What does his background matter?  
• What signals do they need to send out to participants?  

o How do these signals manifest themselves?  
 

The role of the circus in general 
- One of the questions I asked was "what was circus about this method". I'm interested to hear 

some more about your thoughts on circus, trust and methods;  
• Which of the basic principles of circus are best suited to develop/teach trust to non-

acrobats/artists?  
• Which ones don't work so well? 
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Confidence building in different target groups 

 
- What do you think is important to consider when teaching trust to different groups?  

• Children  
• Teenagers  
• "Professional artists"  
• "Professional office workers" 
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Questions only for receivers 
 

Challenges of confidence building  
- What do you find most difficult about building trust in your workplace?  

• What are the reasons for that (digital teams, digital onboarding, etc. )?  
- What do you find easier about trust and methods?  

• What are the reasons for that?  
- Are there different channels that are more difficult than others (digital vs physical)? 
- Do you adapt your "learning style" according to different channels?  

• What is important to consider? 
 

Trust in self, trust in others 
- What are your thoughts on trust in yourself and trust in others?  

o Is one possible without the other? 
- How would you describe the difference in approach to building trust in yourself or in others? 
 

Trust-building methods  
- What types of trust-building methods have you come across? Generally speaking, not 

focusing on Circus.  
- How do these differ from the methods you have come into contact with through Cirkör?  

• In relation to; planning, implementation and impact?  
- If we focus on the methods that you have come into contact with through Cirkör, could you 

tell us what they are?  
 

Make a note of the methods and repeat the questions below for each method:  
 

- How would you describe this method?  
- How have your colleagues reacted to different elements of the training? I think about:  

• Physical activity? 
• Non-verbal communication? 
• Joint problem solving?  
• Physical touch?  
• Group feeling / belonging?  
• Other?  

- Did one or more of the elements mentioned play a greater role than the others in confidence 
building? 

o Which ones/by what means? 
- How would you describe the effects of this method?  
- How have you measured the impact/effect? 
- What were its advantages/disadvantages?  
 
- Have you continued to use certain methods after the Circus' visit?  
- Who? Why these and not others? 

 
The role of circus in the method 

 
- What do you consider "circus" about this method? That is, which/what were the principles 

underlying the circus?  
- What role did the circus elements play? 
- How have circus educators differed from other coaches/educators?  

• What has worked worse/better?  
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After each method is covered, continue:  
 
The role of the educator  

- What was the role of the educator(s)?  
• What was his background?  
• What signals would you say this person needs to send to the participants?  

o How do these signals need to manifest themselves? 
 
Future needs  

- What developments have you identified in your workplace if we think about trust (e.g.; WFH, 
digital teams, agile structures, etc.)?  

- What challenges do you see now?  
- What challenges can you imagine arising in the future?  
- How do you handle this? What action are you taking?  
- Could Cirkör help you with this?  

• How?  
• In which format (digital vs. physical)?  

 
 
Closure - for all  

- After all we have talked about today, what stands out as the most important thing in relation 
to trust and the creation of trust between different people?  
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13.2. Physical methods gathered from the interviews  

5 moment som bör ingå, oavsett om man ses 1 eller 5 dagar: 

·       Helgrupp  

·       Individuellt  

·       Mindre Grupper  

·       Parvis  

  

Pedagogisk uppbyggnad: 

1. Lära sig namnen 
2. Isbrytare 
3. Tillitsövningar 

1.     Lära sig namnen  

1.a.     Vem har jag på ryggen – vem bär mig? Hur kommunicerar man när man inte ser? Kan man stampa 
för ja och nej eller förvränga rösten? Labba vidare! 

• När man känner en grupp, alla får en annans namn, ge positiv feedback, kolla vilket namn det står, 
gissa – det är en kille. Nästa, jag vet att jag har en kille, - gå ut i naturen. Får nya ledtrådar av alla. 
Backar ur när man tror att man vet. Berättar hur alla beskrev henne.  

• Möjlig utveckling: Dela upp i halva gruppen bärare och flygare, bära någon på ryggen. Vem har jag 
på ryggen eller vem bär mig. Ögonbindel  

2.     Bryta isen  

2.a.     Clownövning- ex 12 personer i en cirkel. Ska räkna till 7. 7an byter ut en siffra till en rörelse eller ljud. 
Man får inte rätta någon som gör fel, man får endast börja om från början. Vidare förklaring nödvändig från 
Baha. 

2.b. Hälsa byt namn - övningen vi gjorde första mötet. Alla går runt i rummet, hälsar på varandra, man "tar 
över" namnet och presenterar sig nästa gång som det namnet man "fick". Slut när man har fått tillbaka sitt 
eget namn. 

2.c. Räkna till 25 - alla står i en cirkel med slutna ögon, gruppen ska räkna till 25, varje gång flera säger ett 
nummer samtidigt börjar man om från början. 

2.d. Balanslek på rep 

•  Lägg ut ett långt rep på golvet och be alla deltagarna att ställa sig med båda fötterna på repet, 
bredvid varandra. 

• Lekledaren säger sedan åt alla att ställa sig i födelsedagsordning, med 1:a januari längst ut ill 
vänster och 31:a december längst ut till höger. 

• Man måste hela tiden ha en fot på repet och får därför klättra och krama sig förbi varandra. 
• Fungerar bra som uppvärmningslek. Sedan kan man dela in deltagarna i lag eftersom alla nu står 

blandat, så att de fyra första personerna bildat ett lag och de fyra nästa ett lag osv. För detta 
ändamål fungerar det också utan rep och kroppskontakt - om det inte skulle passa evenemanget. 
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2.e.     Säga ”ja” i kombination med att se sig själv som en tillgång (Tillit till sig själv) 

• Kasta ett objekt (A4), eller ledarna lägger ut, titta var den landar. Blunda gå med bestämda steg 
och försök pricka rätt. 

• Känna av var pedagogen står, alla står vid kortsidan av rummet och en pedagog ställer sig 
någonstans längs långsidan av rummet medan personen som är på tur blundar. Försök ställ dig i 
linje med pedagogen.  

2.f. a men, ja och! 

•  Para ihop 2-4 personer i varje grupp. Ge dem uppdraget att planera något, t ex en stor fest. De ska 
turas om att komma med förslag och varje mening ska starta med orden "ja men". Låt paren 
planera en stund. Bryt sedan och gör om övningen. Nu ska varje mening börja med "ja och". 

• Med den här övningen illustrerar du skillnaden på att blockera och acceptera. Deltagarna kommer 
att märka att dialogen dör direkt av "ja, men...". "Ja men" är som ett kamouflerat nej. De kommer 
också att märka att "ja och" genast leder vidare, planeringen drar iväg - allt är möjligt, det blir 
skojigt, kreativt och ger många nya idéer! 

• Övningen ger en positiv stämning och en bra upplevelse att utgå från för att prata vidare om hur vi 
bemöter varandra och varandras idéer. De flesta kan känna igen sig i hur vi slentrianmässigt 
kommer med invändningar (ja, men...) när kollegor kommer med förslag - vad gör det med 
kreativiteten och arbetsklimatet? 

• Bestäm er för att medvetet börja använda "Ja, och!" och se vart det leder! 
• Varianter: 

o två och två bara bejaka. Ska vi krypa till andra sidan rummet, ja! Växla, ska gå snabbt  
o Sedan göra om och bara säga nej men, ja men 

3. Konkreta tillitsövningar  

3.a. Parakro - hitta basen 

• Två och två tränar på en enkel parakrofigur i några minuter. Sedan får en flygare ögonbindel och 
fyra basar i samma position. En av basarna är den basen hen hade i övningen innan och nu gäller 
det att lista ut vem det är genom att göra den enkla parakrofiguren som de tränat på tidigare. 

• Variant: 
o För akrobater som redan har tränat tillsammans: en flygare med förbundna ögon och fyra 

baser. De provar lyft, kolla om flygaren kan hitta sin bas. 
• Reflektion: Om man tror att man hade hittat sin bas, varför kändes det tryggt, diskutera. Kände att 

andra inte hade det stabila greppet etc. Diskussion kring valet 

3.b. Gå runt i rummet 

• Man går runt i rummet och en person stannar och säger något och faller efter 5 sek. Gruppen 
måste hinna dit för att fånga. 

3.c. Springa full fart och bli mottagen av gruppen. 

• Springa med full fart, lita på att ledarna eller gruppen fångar. 
• Öva på att inte sakta in, ledarna eller gruppen följer med i farten och ansvarar för bromssträckan 

3.d. Parakro-byggklossar - jobba med att se varandras likheter och olikheter, i parakro är skillnader en 
tillgång. 

• Med vuxengrupper, kolla på varandras likheter, under tystnad gruppera sig efter frisyrer. Se 
varandras likheter 
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• Sedan gruppera i grupper 4 om 4, hitta så olika personer i en grupp som möjligt 
• Sedan visade två pedagoger hur man gjorde olika positioner. 
• Fick två byggklossar var i grupperna som dom fick döpa (se bild nedan) 
• Ge ut mer och mer byggklossar 

Steg 2 - skapa egna byggklossar när man vet hur man kan lägga vikt och stabilisera – beroende på grupp 

 

·3.e. Kända byggnader 

• Variant 1 – jobba i ganska stora grupper. Alla grupper får en utskriven bild på en känd byggnad 
(eifeltornet, lutande tornet i Pisa, operahuset i Sydney osv) 

• Gruppen får x min på sig att med hjälp av parakro efterlikna byggnaden. Grupperna redovisar för 
varandra och ska gissa vilken byggnad de fick i uppgift att efterlikna. 

o Variant 2, improvisation – berättelse om ex en resa och gruppen gestaltar det du berättar med hjälp av 
parakro. 

3.f. Ljudtvilling – styr en partner med ljud 

• Parvis, bestämmer vad "deras" ljud är. Den ena har ögonbindel och den andre ska följa ljudet i ett 
rum fullt av andra ljud. 

3.g. Trafikskolan 

• I par, en är förare och en är bil. Den ena står framfor bilen med förbundna ögon. Man styr sin bil 
genom att lägga båda händerna på den andres axlar, då kommer man framåt. En hand i ryggen för 
att backa, höger eller vänster, hand på respektive axel. Stanna när man släpper taget helt. 

• Tillit till varandra, den som blundar lita på att man inte krockar. Den som kör måste lita på att den 
andra följer instruktioner 

4. Samarbetsövningar, gemensam problemlösning, hur reagerar folk i olika sammanhang. Vem blir ledare, 
etc.   

4.a. Flytta matta i lag utan att prata, 3-4 pers. 

• Hitta teknik för hur all fyra personer kan röra mattan utan att lämna den  
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4.b. Rockringsvandring 

• Alla står i en cirkel och håller varandras händer. Lägger på rockring, ska från start till mål. Om den 
fastnar måste andra hjälpa till utan att man tappar greppet  

4.c. Cirkus(hinder)bana 

• Hinderbana med cirkuselement, ska vara så många moment som det är personer i gruppen.  
• Dela in gruppen i 2 (eller fler grupper) - efter tillit till vem som tror sig skulle klara de olika 

momenten på ett bra sätt. 
• Om dom aldrig har provat innan, dom får diskutera vem som har bra balans eller är höjdrädd.  
• Man gör banan på tid och twisten är att deltagarna inte vet är att det inte går ut på att göra på 

snabbast tid utan att göra banan en andra gång och då komma så nära sin första tid som möjligt.  
• Tar tid på momenten  
• Går inte ut på att göra snabbast, säger bara att vi kommer ta tid 
• Nästa runda, komma så nära första tiden (instruktion)  

4.d. Levande Memory (kan funka 20 minuter om de gillar uppgiften) 

Variant 1 

• Två som tävlar mot varandra går ut, resten parar ihop sig. 
• Para ihop sig 2 å 2, hitta på en rörelse bara eller både rörelse och ljud 
• Sprid ut i en grupp i cirkel. 
• De två tävlande kommer in. – När man får ett par så är det ens tur igen. 
• Säg namnet på två personer – som gör sina ljud. Hitta två ljud som passar ihop. 
• Passar de inte ihop så är det nästa tävlandes tur. 

Variant 2 

• Para ihop sig 2 å 2, men bestäm inget ljud, utan den som först får namnfrågan bestämmer ljudet, 
vilket blir parets andra dels ljud. 

5. Kommunikationsövningar: 

5.a. Bygga rygg mot rygg eller i lag diagonalt. 

• Sitter som par, Baha har gjort i lag. Objekt: Legobitar eller jongleringsprylar.  
• Sitter rygg mot rygg och har likadana objekt. Ska bygga något av det. Förklara för den som sitter 

med ryggen mot hur jag har byggt så att den kan skapa samma bygge.  

Variant 

• En person ska få hela gruppen att utföra något. Med nonsensspråk eller i gruppen okända språk 
• Gjorde med klass i Alby som hade många modersmål, stökigt, vill man förstå varandra så går det. 

Skrev utmaningar på lappar, stå i en cirkel, stå på ett ben, kollade vilka språk som fanns, först säga 
på grekiska, se om det händer något. Förklara först bara med orden, sedan med kroppen.  

6. Koncentration och fokus:  

• Stå i en ring, spring emot en person -gör ett val halvvägs - klapp i hand eller klapp på mage 
• Har en cirkel, en person börjar. Springer emot den personen, antingen klappa händerna eller på 

magen. Mage – bounce emot magen, händer – hoppa och klappa. Upp med armar, fånga under 
rumpan, försvinner ofta i en grupp med olika stora personer 
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Trust circle 

• 1. One person stand in the center, the other make a circle around 
• 2. The person in the middle start leaning in different directions, grabbed by the other people in the 

circle 
• 3. Start by catching early and develop to letting the person in the middle falling closer to the floor 
• Reflections 
• -If we show that you can trust us, you get to a point where it feels like a freedom, does not have to 

think about what you’re doing or in what direction you are falling 

Passing the signal 

• -All stand in a circle holding hands 
• -On person start sending signals through pressing hands, one direction at the time 
• -Sending as fast as possible 
• -Sending twice as fast 
• -Sending and counting 1,5 
• -Sending, making in 2 seconds 

Finding balance together 

• 1. Standing facing eachother holding hands 
• 2. Both leaning backwards, finding the balance 
• 3. Finding balance only pressing hands against each other 
• 1. All standing on a line, holding hands, pushing down and pulling upwards 
• 2. Contact with foot and leg 
• 3. Leaning one direction, then the other 
• Leaning circle (being aware of each other’s weight, how do I have to adapt to other participants 

size?) 
• 1. Stand close in a circle, start leaning out together 
• Leaning against each other (back to back), going up and down 

Creating movements together 

• -Standing in circle 
• -One stands in front, start moving and the others have to mirror their moments 
• -The “leader” passes on to another in the group by turning so that this person is standing in the 

front 
• -Passing on the leading function among the participants 

Imaginary rope  

• -Two people facing the wall 
• -Two stands behind, facing the same direction 
• -The persons standing behind walk up to the two facing the wall 
• -Pretend to tie a knot around them with an imaginary rope 
• -Imagine to keep tension to the rope 
• -Take an imaginary pair of scissors, cut the rope 
• -The one facing the wall try to fall when the people behind cut the rope 
• Reflections 
• -The two facing the wall felled pretty close to when the imaginary rope was cut 

Driving a car  



Andreas Skjönberg    Creating a Method to Build Trust in Virtual Teams                Page 
 

67 

• -One is a car and the other the driver, close their eyes 
• -The driver is steering the “car” only by sound. Have to create a language to direct the person 

around in the room. Not crashing into others or objects 
• Level 2 
• -Over the wire, around objects and obstacles 

Reflections  

• -It was possible to create a language 
• -When there is trust, there is less resistance 
• -Some ques harder to understand than others, long sound indicating driving, short sound 

indicating stop 
• -Felt safe and secure, trusted instinctively 
• -Important that quickly agree on stopping 
• -Was amazing that we found the sound of turning, but we didn’t have a sound for which way to 

turn 
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13.3. Summary Explorative Interviews 
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13.4. Survey Feedback Iteration 1 

 

Timestamp What happened? 

What did you learn? About 
yourself? About the other 
participants? 

Did you experience trust in 
the other or not? How? 
Did you trust yourself? 

How did you feel when 
you failed? 

What could you learn from 
the circus 
approach/mindset to 
failure and trust that you 
can apply in a personal 
work situation?

How could these learnings 
be incorporated in a Circus 
toolkit in your local 
context?

11.24.2021 15:55:46
I dropped my bag very 
very quickly. I failed.

I learned that I have some 
work to do on my 
balancing skills.

I felt I trusted the other 
participants to continue 
the performance.

It was OK. But I was sad I 
couldn't participate any 
longer.

I could trust that others 
pick up things when I fail. I 
can trust colleagues in not 
checking all their work (like 
the acrobat would trust the 
technician).

11.24.2021 15:56:44

Det var kul att få bli 
utmanad och testa 
något nytt!

Att jag faktiskt kunde mer 
än vad jag först trodde. 
Det var festligt att lära sig 
något nytt. 

Det var helt okej, jag 
kände mig inte pressad 
eller att situationen blev 
otrevlig.  Jag kände att det 
var en bra stämning i 
rummet. Jag hade tillit till 
mig själv.

Det var okej att misslyckas. 
Inte mycket var på spel så 
det kändes inte jobbigt.

Att våga misslyckas och 
framförallt hur viktigt det är 
att våga testa nya saker 
och söka sig till 
utmaningar. 

Tror det kan fungera som 
en Ice-breaker eller som 
en rolig övning bland flera 
olika typer av människor, 
akademi, politik, näringsliv 
för att starta samtal om 
misslyckande, tillit och 
samarbete.

11.24.2021 15:58:30

Jag rörde på mig lite, 
följde uppmaningarna, 
försökte titta på de 
andra vilket inte gick 
så bra och så tappade 
jag pappret till slut

Inte så dålig på balans 
som jag trodde. Om de 
andra - inte så mycket

Inte gentemot de andra 
då kontakten inte fanns 
där genom skärmen. Jodå 
jag litade på mig själv och 
vad kunde egentligen gå 
fruktansvärt fel i 
sammanhanget?

Ingen särkild känsla, tror 
nog jag skulle bli bättre 
omjag höll på med det ett 
bra tag. 

Jag vet för lite om min 
lokalal kontext än så 
länge. vad jag htitills har 
sett och vad som planeras 
för nästa år har jag svårt 
att se tillfällen att 
inkorporera detta

11.24.2021 15:59:17

I failed immediately. 
But I was happy to 
watch the others 
instead. 

Some follow instructions, 
others don't. 

Not sure trust is the right 
word. I did not trust myself. 
I trusted others, but I am 
not sure how that played 
out here. 

Fine. It was difficult to 
observe and perform at 
the same time, and I was 
more curious about 
observing. 

I like to embrace failures 
more, but it is not so easy 
in an organizational 
culture that is very critical 
and judgmental. But I 
teach others how to fail 
and fail intelligently. Not 
sure how that is related to 
trust, though. 

11.24.2021 15:59:45 I failed
I was reminded that failure 
is necessary and good

I am struggling to trust 
others but working on it. :-) 
Today I trust myself - this 
was not case earlier on. I 
had to learn it. Relief and progress

Failure is a precondition 
for development

Focusing on how to go 
from a low-trust society to 
a high-trust society and all 
the positive consequences 
that come with the latter. 
Theoretical data 
presentations can be 
combined with practical 
exercises led by circus 
artists. Integrate circus 
artistry in promotion 
activities as we did at 
Lucia in Budapest.  

11.24.2021 16:00:51

I've learned a new 
thing,  played, had 
fun. Felt my body. 
Experienced focus 
(inner and out.)

So good to step out of my 
comfort zone and learn 
new things.

I trusted that everyone will 
play along and they did! :)

No regrets. Rather: when 
can I try it again?

trying new things equals 
failing too. Trust needs to 
be sort of gained and 
given.

1) At events (promotion or 
protocol) to have one or 
two (or groups) of circus 
artists who open the minds 
and trust channels of the 
participating guests, 
especially if they are 
involved. 2) At lectures or 
more kind of oral meetings 
(conferences, negotiation) 
to use some kind of 
icebreaker, trust building 
techniques to loosen up 
and get to know each 
other.

11.24.2021 16:00:53

People were focusing, 
I was struck about how 
quiet everything felt at 
first. I think that we 
should add 
background music, 
possibly. I did see 
some people "cheet", 
It would be intresting 
to here their 
disussions. I hope that 
some of it comes out 
in this survey

I like to turn to individuals, 
when I work in a digital 
environment. Is that ok? 
Feedback on that... I was 
unsuprised at what I saw, 
but irritated that it was so 
difficult to see faces.

I trusted my group to give 
it a shoot, In what 
situation could that be 
challenged?...

A little stress, comes with 
faliure, dry mouth, 

I should continue to be 
open with my worries. 
State your needs to the 
universe Notes, talks, meetings...

11.24.2021 16:28:13
It was fun but I failed 
quickly! It's ok to fail Yes and yes

Not bad at all, cause it 
was a game!

That it's ok to fail and that 
you might judge yourself 
more than other judge 
you.

A toolkit with some 
activities (set up for failure) 
would be a fun thing to do 
at the office, to encourage 
people to fail and then be 
forgiving  to yourself.

11.24.2021 16:39:58

I played being aware 
of the other people 
doing it with me at the 
same time. I felt 
comfortable and had a 
lot of fun.

I learned something new 
(how to balance a 
newspaper in my hand). I 
experienced that I don't 
care if someone is 
watching when I am 
having fun or when I am 
very focused on 
something. I learned 
about the others that they 
looked very happy when 
they were just standing 
while watching the others 

Yes, I experienced trust in 
the sense that I knew that 
nobody would make fun of 
me or judge me while 
balancing badly. ;) So I felt 
very comfortable and 
therefore trusted myself. 

At ease. And then happy 
that I could now watch the 
others. 

Working together (well) is 
about collaboration, 
practice practice practice 
and patience. More 
playfulness would be very 
good also in a formal 
context as you actually 
"perform" better because 
you have fun and try out 
new things. Trust has to 
be constantly built. 

By workshops (analogue 
and digital) 

11.24.2021 16:49:22

During balancing I was 
completely absorbed 
in the task, didnt really 
check up on how it 
went for the others. 
After I had failed I 
could check in how the 
others were doing.

Perhaps that I'm slightly 
competitive and don't like 
to fail. That people 
seemed to be having a 
good time trying circus 
exercises.

I trusted myself to do okay 
on the balancing task and 
that it was okay to fail it. 
However, I noticed during 
the three high that I 
definitely wanted to do 
well, and if I had failed, I 
was scared I would be 
seen as a pretty sad circus 
artist. I wanted to try again.

There are times when 
failing is a part of the 
process and doesn't feel 
bad, there are times when 
risk of failure is a part of 
the process but feels 
terrible, there are times 
when failure is not an 
option (risk for someone 
elses safety for example in 
partner acrobatics). Part of 
the challenge is learning 
to distinguish between 
them.

I believe the experience of 
doing circus to be a lot 
more valuable than 
watching circus. And that 
there are things that can 
be learnt about failure, 
creativity etc that 
translates okay to a digital 
format, but that social 
aspects (which definitely 
affects trust) that are hard 
to adapt do a digital 
format.
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13.5. Survey Feedback Iteration 2  
 Standardbericht 
W

S Vertrauen_nach Ü
bung 

D
ecem

ber 15th 2021, 5:07 pm
 C

ET 
 Q

1 - W
as ist in

 d
er Ü

b
u

n
g p

assiert? 

W
as ist in der Ü

bung passiert? 

Es hat ein offener A
ustausch stattgefunden in dem

 es w
eniger um

 V
ersagen, sondern Lerneffekte ging. 

 Q
2 - W

as h
ast d

u
 ü

b
er d

ich
 selb

st u
n

d
 d

ie an
d

eren
 T

eiln
eh

m
en

d
en

 gelern
t? 

W
as hast du über dich selbst und die anderen Teilnehm

enden gelernt? 

Bis zu einem
 bestim

m
ten Level können w

ir uns auch in so einem
 W

orkshop recht schnell vertrauen. Ich gehe je älter desto leichter und 
entspannter m

it 'Fehlern' um
. Fehler sind Lern-Erfahrungen.  (N

ichts davon neu gelernt, aber w
ieder m

al ins Bew
usstsein gekom

m
en) 

D
as Teilen von Fehlern schafft V

ertrauen und V
erbundenheit 

w
ir alle haben Fehler gem

acht und w
erden noch Fehler m

achen 

D
ass Fehler von anderen anders w

ahrgenom
m

en w
erden als von m

ir selbst. 

andere verzeichen Fehler viel eher als m
an selbst 

D
urch das Scheitern, können w

ir vieles lernen und uns w
eiterentw

ickeln 

M
an kann auch "frem

den" V
ertrauen schenken und V

ertrauen erfahren. 
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Q
3 - H

ast d
u

 d
en

 an
d

eren
 vertrau

t? 

 
 # 

Field 
M

inim
um

 
M

axim
um

 
M

ittelw
ert 

Standardabw
eichung 

A
bw

eichung 
A

nzahl 

1 
H

ast du den anderen vertraut? - Selected Choice 
1.00 

1.00 
1.00 

0.00 
0.00 

8 
 # 

A
ntw

ort 
%

 
A

nzahl 

1 
ja 

100.00%
 

8 

2 
nein 

0.00%
 

0 

3 
keine A

ntw
ort m

öglich 
0.00%

 
0 

 
G

esam
t 

100%
 

8 
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Q
3_1_TEX

T - ja 
ja – Text 

Für das, w
as es im

 W
orkshop w

ar, Ja. 

Ja und nein. Es w
urden Beispiele vom

 Scheitern genannt, allerdings hatte ich den Eindruck, dass es eher sanfte Beispiele w
aren. 

sehr angenehm
es K

lim
a, w

enn m
an gem

einsam
 über Fehler und daraus G

elerntem
 spricht 

ja, ich habe m
ich als Teil eines Team

s gefühlt, obw
ohl ich die anderen gar nicht w

irklich kannten.. 
  Q

3_2_TEX
T - nein 

nein – Text 
Q

3_3_TEX
T - keine A

ntw
ort m

öglich 
keine A

ntw
ort m

öglich – Text 
Q

4 - H
ast d

u
 d

ir selb
er vertrau

t? 
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 # 
Field 

M
inim

um
 

M
axim

um
 

M
ittelw

ert 
Standardabw

eichung 
A

bw
eichung 

A
nzahl 

1 
H

ast du dir selber vertraut? - Selected Choice 
1.00 

1.00 
1.00 

0.00 
0.00 

8 
  # 

A
ntw

ort 
%

 
A

nzahl 

1 
ja 

100.00%
 

8 

2 
nein 

0.00%
 

0 

3 
keine A

ntw
ort m

öglich 
0.00%

 
0 

 
G

esam
t 

100%
 

8 
     Q

4_1_TEX
T - ja 

ja – Text 

Ja 

Ja 

ja 
Q

4_2_TEX
T - nein 

nein – Text 
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Q
4_3_TEX

T - keine A
ntw

ort m
öglich 

keine A
ntw

ort m
öglich – Text 

Q
5 - W

as k
an

n
st d

u
 au

s d
er Z

irk
u

sm
eth

od
e lern

en
, u

m
 b

esser zu
 vertrau

en
 u

n
d

 zu
sam

m
en

 zu
 arb

eiten
?  W

as k
ön

n
test 

d
u

 au
f d

ein
e p

ersön
lich

e A
rb

eitssitu
ation

 an
w

en
d

en
? 

 W
as kannst du aus der Zirkusm

ethode lernen, um
 besser zu vertrauen und zusam

m
en zu arbeiten?  W

as könntest du auf deine persönliche 
A

rbeitssituation anw
enden? 

Scheitern als im
pliziten Bestandteil vom

 A
lltag verstehen K

ooperation häufiger initiieren V
orausschauend agieren 

- D
en M

ensch in den M
ittelpunkt stellen, sprich an allererster Stelle steht das W

ohlbefinden aller Teilnehm
er, D

as "Publikum
" ist zw

ar w
ichtig, 

steht aber nicht an erster Stelle.  - W
ir können es nur gem

einsam
 schaffen 

gute V
orbereitung &

 Ü
bung im

 V
orfeld.  A

nfangsvertrauen schenken statt zuerst m
isstrauisch sein. 

V
ertrauensvorschuss geben, klar kom

m
unizieren, Zw

eifel aussprechen und gem
einsam

 die beste Lösung erarbeiten 

N
och enger m

it anderen zusam
m

en zu arbeiten. D
ies baut V

ertrauen auf, es m
uss ständig neu erlebt w

erden, dam
it es auch anhält. 

m
ehr O

ptionen im
 V

orfeld überlegen, w
as alles schief gehen könnte und ob das ok ist oder ob es Lösungen dafür braucht. G

leichzeitig ein 
bisschen ein W

iderspruch zum
 G

rundvertrauen in den A
nsatz "D

as m
achen w

ir jetzt einfach m
al und probieren es aus - nicht schlim

m
 w

enn m
an 

scheitert". Etw
as unklar, w

o im
 A

lltag w
elcher A

nsatz besser ist, w
enn die K

onsequenzen eben nicht w
ie im

 Zirkus sind. 
D

as V
ertrauen m

uss stets aufgebaut w
erden, m

an m
uss sich m

it den anderen austauschen und kom
m

unizieren 

O
ffen und transparent kom

m
unizieren, gerade w

enn es um
 eigene Ä

ngste geht. 
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Q
8 - W

ie k
ön

n
ten

 d
iese E

rk
en

n
tn

isse in
 d

en
 T

eam
s b

ei d
ein

er A
rb

eit u
m

gesetzt w
erd

en
? 

W
ie könnten diese Erkenntnisse in den Team

s bei deiner A
rbeit um

gesetzt w
erden? 

siehe oben 

Zuerst daran denken, ob es allen gut geht dabei, m
ehr auf Team

arbeit setzen.  V
ertrauen schenken um

 V
ertrauen zu erhalten. 

K
ollegen vertrauen 

Beispiele bringen, offene Fehlerkultur fördern 

N
och öfters kom

m
unizieren m

it anderen, gerade im
 individuellen A

ustausch 

w
eitere D

iskussion über das Them
a führen 

M
ehr inform

eller A
ustausch einplannen, dam

it w
ir uns näher w

erden und den anderen noch besser vertrauen können... 

W
enn alle offen und transparent kom

m
unizieren ist der gem

einsam
e Erfolg gesichert und jede/r ist m

it auf der Reise. 
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13.6. M
iro Board Iteration 2  
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13.7. Survey Feedback Iteration 3  
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13.8. M
iro Board Iteration 3  
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13.9. Survey Iteration 4  
 

Standardbericht 
Vertrauen - 1 
February 20th 2022, 8:19 am MST 
 
Q1 - How long have you been working at Allianz? 

 
 

# Field Minimum Maximum Mittelwert Standardabweichung Abweichung Anzahl 

1 

How long 
have you 

been 
working 

at 
Allianz? 

1.00 5.00 3.59 1.53 2.33 22 

 
 
 

# Antwort % Anzahl 

1 1 year or less 18.18% 4 

2 1-3 years 4.55% 1 

3 3-6 years 22.73% 5 

4 6-9 years 9.09% 2 

5 9 years or more 45.45% 10 

 Gesamt 100% 22 
Q2 - What position are you working in at Allianz? 



Andreas Skjönberg    Creating a Method to Build Trust in Virtual Teams                Page 
 

80 

 
 

# Field Minimum Maximum Mittelwert Standardabweichung Abweichung Anzahl 

1 

What 
position 
are you 

working 
in at 

Allianz? 

1.00 2.00 1.86 0.35 0.12 21 

 
 
 

# Antwort % Anzahl 

1 Leadership 14.29% 3 

2 Team member 85.71% 18 

 Gesamt 100% 21 
Q3 - What gender do you identify as? 
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# Field Minimum Maximum Mittelwert Standardabweichung Abweichung Anzahl 

1 

What 
gender do 

you 
identify 

as? 

1.00 2.00 1.55 0.50 0.25 22 

 
 
 

# Antwort % Anzahl 

1 Male 45.45% 10 

2 Female 54.55% 12 

3 Non-Binary, Gender-Fluid, etc 0.00% 0 

4 Prefer not to answer 0.00% 0 

 Gesamt 100% 22 
Q4 - Generally speaking, would you say that you can’t be too careful in 
dealing with people or that most people can be trusted? Please tell me on a 
score of 0 to 10 (0 = you can’t be too careful, 10 = most people can be 
trusted) 

 
 

# Field Minimum Maximum Mittelwert Standardabweichung Abweichung Anzahl 

1 Generally 
speaking, 1.00 10.00 7.36 2.03 4.14 22 
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would 
you say 
that you 
can’t be 

too 
careful in 

dealing 
with 

people or 
that most 

people 
can be 

trusted? 
Please 

tell me on 
a score of 
0 to 10 (0 

= you 
can’t be 

too 
careful, 

10 = most 
people 
can be 

trusted) 
 
 
 

# Antwort % Anzahl 

0 0 0.00% 0 

1 1 4.55% 1 

2 2 0.00% 0 

3 3 0.00% 0 

4 4 4.55% 1 

5 5 4.55% 1 

6 6 9.09% 2 

7 7 18.18% 4 

8 8 36.36% 8 

9 9 9.09% 2 

10 10 13.64% 3 

 Gesamt 100% 22 
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Q6 - Would you say that most of the time people are mostly looking out for 
themselves or that they try to be helpful? (0 = people mostly look out for 
themselves, 10 = people mostly try to be helpful) 

 
 

# Field Minimu
m 

Maximu
m 

Mittelwer
t 

Standardabweichun
g 

Abweichun
g 

Anzah
l 

1 

Would you 
say that 

most of the 
time 

people are 
mostly 

looking out 
for 

themselves 
or that they 

try to be 
helpful? (0 

= people 
mostly 

look out 
for 

themselves
, 10 = 

people 
mostly try 

to be 
helpful) 

2.00 9.00 6.41 1.80 3.24 22 
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# Antwort % Anzahl 

0 0 0.00% 0 

1 1 0.00% 0 

2 2 4.55% 1 

3 3 4.55% 1 

4 4 4.55% 1 

5 5 18.18% 4 

6 6 9.09% 2 

7 7 22.73% 5 

8 8 31.82% 7 

9 9 4.55% 1 

10 10 0.00% 0 

 Gesamt 100% 22 
Q6 - How do you see yourself: Are you a person who takes risks or do you 
try to avoid risks? Please self‐grade  below (0 = I am someone who takes 
risks, 10 = I try to avoid risks) 
 

# Field Minimum Maximum Mittelwert Standardabweichung Abweichung Anzahl 

1 In general 0.00 9.00 4.95 2.42 5.86 22 
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Q7 - How much do you agree or disagree to following statements regarding 
your feelings towards the other participants in your breakout room at the 
beginning of the workshop? (1) Strongly disagree; (2) Disagree; (3) Neither 
agree nor disagree; (4) Agree; (5) Strongly agree. 
 

# Field Minimu
m 

Maximu
m 

Mittelwer
t 

Standardabweichun
g 

Abweichun
g 

Anzah
l 

1 

I felt like I 
knew the 

other 
participant

s on a 
personal 

level 

1.00 4.00 2.76 1.06 1.13 21 

2 

I felt like I 
could trust 

the other 
participant

s 

1.00 5.00 3.76 1.11 1.23 21 

3 

I felt like I 
could be 

open with 
the other 

participant
s 

2.00 5.00 4.05 0.79 0.62 21 
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Q8 - How much would you agree or disagree to following statements 
regarding your feelings towards the other participants in your breakout 
room at the end of the workshop? (1) Strongly disagree; (2) Disagree; (3) 
Neither agree nor disagree; (4) Agree; (5) Strongly agree. 
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Q9 - How well did you know the other participants in your breakout room 
before the workshop? 

 
 

# Field Minimu
m 

Maximu
m 

Mittelwer
t 

Standardabweichun
g 

Abweichun
g 

Anzah
l 

1 

How well 
did you 

know the 
other 

participant
s in your 
breakout 

room 
before the 

workshop? 

2.00 5.00 3.33 0.99 0.98 21 

 
 
 

# Antwort % Anzahl 

1 Very well 0.00% 0 

2 Well 23.81% 5 

3 Somewhat 33.33% 7 

4 Not really 28.57% 6 

5 Not at all 14.29% 3 

 Gesamt 100% 21 
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Q10 - What are the key challenges related to trust you’re facing at Allianz 
when working in digital teams? Please describe 1 or more (except for 
technical issues) 
 
What are the key challenges related to trust you’re facing at Allianz when working in digital teams? 
Please describe 1 or more (except for technical issues) 
We need to find a common goal and pull together in the same direction 
Trust that the members of the project are committed to the product/customer/company and not to 
their departmental environment 
lacking personal contact 

interpersonal interactions 
Uebungen und darüber sprechen ist gut und Andreas hat das beste aus dem Thema rausgeholt. Um 
aber wirklich eine Veränderung zu erzielen, muss das effektive Handeln und Verhalten in realen 
Situationen umgesetzt werden. Es bringt nichts wenn wir in ODT nur theoretisch über das Thema 
sprechen. Es muss konsistent und authentisch gelebt werden. 
setting of trusted mindset 

no room for personal, non-work related exchange; interpersonal connection is hard to uphold 
Making mistakes and drawing the right conclusions from them is still not seen as an opportunity 
(the topic of fingerpointing). 
- 

Direct interaction with colleagues is very difficult 

Honesty, Respect 

Lack of error culture in top management. Fingerpointing 

fördern einer offenen und positiven Haltung den anderen Teammitgliedern gegenüber 
Es gibt nicht mehr Herausforderungen nur weil es digital ist. Ich habe sehr gute digitale Erfahrung 
gemacht - besser als früher im persönlichen Umgang. Weil jeder im Team hat am gleichen Strick 
gezogen & es war ein positives Mindsetting 
joint decision to trust each other 
we don't know each other very well and sometimes have only little interaction with each other - so 
people do not see me as a person but rather my environment and what goals I might try to achieve 
because of my position 
not knowing the other person on a personal level 

Not seeing each other, not knowing each other personally 
 
 
 

What are the key challenges related to trust you’re facing at Allianz when working in digital teams? 
Please describe 1 or more (except for technical issues) 
We need to find a common goal and pull together in the same direction 
Trust that the members of the project are committed to the product/customer/company and not to 
their departmental environment 
lacking personal contact 
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interpersonal interactions 
Uebungen und darüber sprechen ist gut und Andreas hat das beste aus dem Thema rausgeholt. Um 
aber wirklich eine Veränderung zu erzielen, muss das effektive Handeln und Verhalten in realen 
Situationen umgesetzt werden. Es bringt nichts wenn wir in ODT nur theoretisch über das Thema 
sprechen. Es muss konsistent und authentisch gelebt werden. 
setting of trusted mindset 

no room for personal, non-work related exchange; interpersonal connection is hard to uphold 
Making mistakes and drawing the right conclusions from them is still not seen as an opportunity 
(the topic of fingerpointing). 
- 

Direct interaction with colleagues is very difficult 

Honesty, Respect 

Lack of error culture in top management. Fingerpointing 

fördern einer offenen und positiven Haltung den anderen Teammitgliedern gegenüber 
Es gibt nicht mehr Herausforderungen nur weil es digital ist. Ich habe sehr gute digitale Erfahrung 
gemacht - besser als früher im persönlichen Umgang. Weil jeder im Team hat am gleichen Strick 
gezogen & es war ein positives Mindsetting 
joint decision to trust each other 
we don't know each other very well and sometimes have only little interaction with each other - so 
people do not see me as a person but rather my environment and what goals I might try to achieve 
because of my position 
not knowing the other person on a personal level 

Not seeing each other, not knowing each other personally 
Q11 - Could this workshop be a way to address these issues? 

 
 

# Field Minimum Maximum Mittelwert Standardabweichung Abweichung Anzahl 

1 
Could 

this 
workshop 

1.00 3.00 1.70 0.84 0.71 20 
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be a way 
to address 

these 
issues? - 
Selected 

Choice 
 
 
 

# Antwort % Anzahl 

1 Yes 55.00% 11 

2 No 20.00% 4 

3 Comment 25.00% 5 

 Gesamt 100% 20 
 
 
Q10_3_TEXT - Comment 

Comment – Text 

partially 

partly 

Not sure 

could be 

Yes, if done together with the people whom you have trust issues that you want to improve 
Q12 - How likely are you to recommend this workshop to someone? 
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# Gruppe % Anzahl 

1 Detraktor 19.05% 4 

2 Passiver 28.57% 6 

3 Promotor 52.38% 11 

 Gesamt 100% 21 
Q13 - What from the workshop made the most impression on you? 
 

What from the workshop made the most impression on you? 

collaboration 

balancing a plastic bag - good/deep discussion in the breakouts 

what a common goal and the conviction to achieve it can do 

Teamsessions 

the explicit treatment of the topics trust & fail, in general life you won't do this 
failure should be celebrated, as it offers the opportunity for something new; self-trust is as important 
as trust in others 
That we could speak openly and didn't have to pretend. 

How circle people handle trust 

Videos: Learnings regarding trust from circus experiences 
Die Videos über den Zirkus waren sehr beeindruckend. Vertrauen ist essenziell insbesondere bei 
den Artitsten. 
Wir wurden auf eine sehr spannende, sanfte & interessante Art in das Thema eingeführt. Hat mich 
sehr beeindruckt 
the whole story felt logic and complete - the link to the Circus gives a good visualisation as a base 
for the discussions 
Videos and Oskar 
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Q14 - Do you have any suggestions for how the workshop could be 
improved? 
 

Do you have any suggestions for how the workshop could be improved? 

The breakout sessions were too short to really get to know each other or develop common ground. 

- 

could help for team-buildung for new teams 

More time for reflection and discussion 
Personally, I don't like Miro as a tool and had a hard time navigating it. Otherwise, I found the 
workshop very successful. 
- 

Die Zeit in den Breakoutsesssions war teilweise sehr knapp. 

Ich fand es sehr toll & kreativ, deshalb kann ich nur sagen: weiter so! 
bigger breakout groups - due to cancellations we were only 4 - would have been interesting to hear 
more peoples opinions 
more time 
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13.11. Survey Iteration 5 
 

Default Report 
Trust - Global Citizenship at SSE - 08.02.22 
February 20th 2022, 4:32 pm CET 
 
Q1 - Which group are you in? 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 1.00 1.00 0.00 0.00 35 

2 Group B - Emma 2.00 2.00 2.00 0.00 0.00 33 
 
 
 

# Answer % Count 

1 Group A - Andreas 51.47% 35 

2 Group B - Emma 48.53% 33 

 Total 100% 68 
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Q2 - What is your region of origin? 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 5.00 2.94 1.24 1.54 35 

2 Group B - Emma 1.00 5.00 2.67 1.09 1.19 33 
 
 
 

# Question Group A - 
Andreas  Group B - 

Emma  Total 

1 Nordic Countries 44.44% 4 55.56% 5 9 

2 German-speaking Countries 52.38% 11 47.62% 10 21 

3 Other European Countries 42.11% 8 57.89% 11 19 

4 Asia 58.33% 7 41.67% 5 12 

5 Rest of the world, including Latin 
America 71.43% 5 28.57% 2 7 
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Q3 - What gender do you identify as? 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 2.00 1.51 0.50 0.25 35 

2 Group B - Emma 1.00 2.00 1.33 0.47 0.22 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Male 43.59% 17 56.41% 22 39 

2 Female 62.07% 18 37.93% 11 29 

3 Non-binary / gender fluid 0.00% 0 0.00% 0 0 

4 Other 0.00% 0 0.00% 0 0 

5 Prefer not to say 0.00% 0 0.00% 0 0 
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Q4 - Generally speaking, do you think that most people can be trusted, or 
do you think that you can't be too careful when dealing with other 
people? 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 3.00 1.57 0.60 0.36 35 

2 Group B - Emma 1.00 3.00 1.45 0.56 0.31 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 You can trust most people 47.22% 17 52.78% 19 36 

2 You can't be too careful 55.17% 16 44.83% 13 29 

3 Don't know, no opinion 66.67% 2 33.33% 1 3 
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Q5 - How much do you trust different groups of people? For each of the 
following groups, please mark how much you trust them. Mark with a 
cross on each line. 
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Group A - Andreas 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Your family 3.00 4.00 3.77 0.42 0.18 35 

2 Your friends and 
acquaintances 2.00 4.00 3.37 0.59 0.35 35 

3 Your work or study 
colleagues 2.00 4.00 2.63 0.59 0.35 35 

4 People who have a 
different religion 2.00 5.00 3.46 1.20 1.45 35 

5 People of a different 
nationality 2.00 5.00 3.23 1.15 1.32 35 

6 People you are meeting 
for the first time 1.00 3.00 2.00 0.68 0.46 35 

 
 
Group B - Emma 

# Field Minimum Maximum Mean Std 
Deviation Variance Count 

1 Your family 2.00 4.00 3.79 0.54 0.29 33 
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2 Your friends and 
acquaintances 2.00 4.00 3.30 0.63 0.39 33 

3 Your work or study 
colleagues 1.00 4.00 2.61 0.60 0.36 33 

4 People who have a 
different religion 2.00 5.00 3.30 1.00 1.00 33 

5 People of a different 
nationality 2.00 5.00 3.21 1.04 1.08 33 

6 People you are meeting 
for the first time 1.00 3.00 2.00 0.60 0.36 33 

 
 
Your family 

# Question Group A - Andreas  Group B - Emma  Total 

1 Don't trust at all 0.00% 0 0.00% 0 0 

2 Trust only to some extent 0.00% 0 100.00% 2 2 

3 Trust quite a lot 72.73% 8 27.27% 3 11 

4 Trust completely 49.09% 27 50.91% 28 55 

5 No opinion 0.00% 0 0.00% 0 0 
 
 
Your friends and acquaintances 

# Question Group A - Andreas  Group B - Emma  Total 

1 Don't trust at all 0.00% 0 0.00% 0 0 

2 Trust only to some extent 40.00% 2 60.00% 3 5 

3 Trust quite a lot 51.43% 18 48.57% 17 35 

4 Trust completely 53.57% 15 46.43% 13 28 

5 No opinion 0.00% 0 0.00% 0 0 
 
 
Your work or study colleagues 

# Question Group A - Andreas  Group B - Emma  Total 

1 Don't trust at all 0.00% 0 100.00% 1 1 

2 Trust only to some extent 55.56% 15 44.44% 12 27 

3 Trust quite a lot 48.65% 18 51.35% 19 37 

4 Trust completely 66.67% 2 33.33% 1 3 

5 No opinion 0.00% 0 0.00% 0 0 
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People who have a different religion 

# Question Group A - Andreas  Group B - Emma  Total 

1 Don't trust at all 0.00% 0 0.00% 0 0 

2 Trust only to some extent 60.00% 9 40.00% 6 15 

3 Trust quite a lot 41.94% 13 58.06% 18 31 

4 Trust completely 33.33% 1 66.67% 2 3 

5 No opinion 63.16% 12 36.84% 7 19 
 
 
People of a different nationality 

# Question Group A - Andreas  Group B - Emma  Total 

1 Don't trust at all 0.00% 0 0.00% 0 0 

2 Trust only to some extent 57.89% 11 42.11% 8 19 

3 Trust quite a lot 45.16% 14 54.84% 17 31 

4 Trust completely 50.00% 1 50.00% 1 2 

5 No opinion 56.25% 9 43.75% 7 16 
 
 
People you are meeting for the first time 

# Question Group A - Andreas  Group B - Emma  Total 

1 Don't trust at all 57.14% 8 42.86% 6 14 

2 Trust only to some extent 47.50% 19 52.50% 21 40 

3 Trust quite a lot 57.14% 8 42.86% 6 14 

4 Trust completely 0.00% 0 0.00% 0 0 

5 No opinion 0.00% 0 0.00% 0 0 
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Q9 - How much do you agree to following statements?  1.  Most people 
only think about their own best interests, and you can't trust them 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 5.00 2.89 0.95 0.90 35 

2 Group B - Emma 1.00 5.00 2.79 1.01 1.02 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 33.33% 1 66.67% 2 3 

2 Somewhat disagree 50.00% 14 50.00% 14 28 

3 Neither agree nor disagree 56.25% 9 43.75% 7 16 

4 Somewhat agree 52.63% 10 47.37% 9 19 

5 Strongly agree 50.00% 1 50.00% 1 2 
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Q10 - 2. You should trust other people, even if you don't know them very 
well 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 5.00 3.14 1.05 1.09 35 

2 Group B - Emma 1.00 5.00 2.94 1.07 1.15 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 33.33% 1 66.67% 2 3 

2 Somewhat disagree 48.00% 12 52.00% 13 25 

3 Neither agree nor disagree 55.56% 5 44.44% 4 9 

4 Somewhat agree 53.57% 15 46.43% 13 28 

5 Strongly agree 66.67% 2 33.33% 1 3 
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Q11 - 3. You should trust your fellow human beings without having sure 
proof that you can really do so 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 5.00 3.17 1.08 1.17 35 

2 Group B - Emma 1.00 4.00 3.30 0.87 0.76 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 66.67% 2 33.33% 1 3 

2 Somewhat disagree 62.50% 10 37.50% 6 16 

3 Neither agree nor disagree 38.46% 5 61.54% 8 13 

4 Somewhat agree 47.06% 16 52.94% 18 34 

5 Strongly agree 100.00% 2 0.00% 0 2 
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Q12 - 4. Most people would try to take advantage of you if they had the 
chance 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 4.00 2.60 0.93 0.87 35 

2 Group B - Emma 1.00 4.00 2.55 1.13 1.28 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 22.22% 2 77.78% 7 9 

2 Somewhat disagree 63.33% 19 36.67% 11 30 

3 Neither agree nor disagree 50.00% 5 50.00% 5 10 

4 Somewhat agree 47.37% 9 52.63% 10 19 

5 Strongly agree 0.00% 0 0.00% 0 0 
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Q13 - How do you see yourself: Are you a person who takes risks, or do 
you try to avoid risks? Please self‐grade your choice below (0 = I am 
someone who takes risks, 10 = I try to avoid risks) 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 2.00 9.00 5.51 2.12 4.48 35 

2 Group B - Emma 2.00 9.00 5.67 2.27 5.13 33 
Q14 - How much do you agree or disagree to following statements 
regarding your feelings towards the other participants in this workshop?  
1. I feel like I know the other participants 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 4.00 2.94 1.01 1.03 35 

2 Group B - Emma 1.00 5.00 2.21 1.15 1.32 33 
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# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 15.38% 2 84.62% 11 13 

2 Somewhat disagree 54.17% 13 45.83% 11 24 

3 Neither agree nor disagree 50.00% 5 50.00% 5 10 

4 Somewhat agree 75.00% 15 25.00% 5 20 

5 Strongly agree 0.00% 0 100.00% 1 1 
Q15 - 2. I feel like I can trust the other participants 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 2.00 5.00 3.63 0.80 0.63 35 

2 Group B - Emma 1.00 5.00 3.48 0.89 0.80 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 0.00% 0 100.00% 1 1 
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2 Somewhat disagree 42.86% 3 57.14% 4 7 

3 Neither agree nor disagree 57.89% 11 42.11% 8 19 

4 Somewhat agree 48.57% 17 51.43% 18 35 

5 Strongly agree 66.67% 4 33.33% 2 6 

Q16 - 3. I feel like I can express myself openly with the other participants 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 2.00 5.00 3.71 0.88 0.78 35 

2 Group B - Emma 1.00 5.00 3.09 1.22 1.48 33 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 0.00% 0 100.00% 4 4 

2 Somewhat disagree 33.33% 4 66.67% 8 12 

3 Neither agree nor disagree 61.54% 8 38.46% 5 13 
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4 Somewhat agree 56.67% 17 43.33% 13 30 

5 Strongly agree 66.67% 6 33.33% 3 9 
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Q19 - How much do you agree or disagree to following statements 
regarding your feelings towards the other participants in this workshop?  
1. I feel like I know the participants better 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 2.00 5.00 3.97 0.61 0.38 29 

2 Group B - Emma 1.00 5.00 4.00 0.73 0.53 30 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 0.00% 0 100.00% 1 1 

2 Somewhat disagree 100.00% 1 0.00% 0 1 

3 Neither agree nor disagree 60.00% 3 40.00% 2 5 

4 Somewhat agree 48.84% 21 51.16% 22 43 

5 Strongly agree 44.44% 4 55.56% 5 9 
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Q20 - 2. I feel like I can trust the other participants more 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 2.00 5.00 3.83 0.79 0.63 29 

2 Group B - Emma 2.00 5.00 3.67 0.70 0.49 30 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 0.00% 0 0.00% 0 0 

2 Somewhat disagree 50.00% 2 50.00% 2 4 

3 Neither agree nor disagree 42.86% 6 57.14% 8 14 

4 Somewhat agree 47.06% 16 52.94% 18 34 

5 Strongly agree 71.43% 5 28.57% 2 7 
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Q21 - 3. I feel like I can express myself more openly with the other 
participants 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 2.00 5.00 3.93 0.64 0.41 29 

2 Group B - Emma 2.00 5.00 3.67 0.83 0.69 30 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Strongly disagree 0.00% 0 0.00% 0 0 

2 Somewhat disagree 25.00% 1 75.00% 3 4 

3 Neither agree nor disagree 33.33% 4 66.67% 8 12 

4 Somewhat agree 57.14% 20 42.86% 15 35 

5 Strongly agree 50.00% 4 50.00% 4 8 
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Q22 - What are the key challenges related to trust you’re facing when 
working/studying in digital teams (except for technical issues)? 
Group A - Andreas 
What are the key challenges related to trust you’re facing when working/studying in digital teams 
(except for technical issues)? 

Not being able to notice the body language as this one is also part of getting to know people 

cannot evaluate body language as well 

Whether they will take it as serious as they would if they were doing this offline 

Not feeling the necessity to fully trust people because I don't see them in front of me all the time 

Enthusiasm 
I can’t really answer this as my whole group was present in the same room, but generally I would 
say it is harder to pick up on social clues 
not knowing the others very well. Not having established rapport or a track record 
not getting to know people properly. also, its tempting to skip the "build trust" phase on purpose 
(since its "not fun" or "doesn't work anyway" online 
No one wants to speak in a digital setting so it's mostly just awkward silence 

social distance with others makes me feel less relaxed with others 

Don't feel the same connection 

It is easier for team members to "disappear" 

little space for personal issues 

Not being able to hear the vpice or see facial expressions clearly 

To keep track of others 

Less trust-creating environment 
More awkward and boring. Much more exciting to see people in real life, their body language and 
their expressions. 
No sharing of personal stories but only class materials 

We were next to each other physically, so we didnt face this issue 

- 

its kind of hard to get to know them very well in order to form a relationship and build trust. 

More difficult to build a relationship with others virtually 

Knowing too less about each other 

getting to know people 
 
 
Group B - Emma 
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What are the key challenges related to trust you’re facing when working/studying in digital teams 
(except for technical issues)? 

Not ”feeling the room” and atmosphere 

Nihil 

Physical distance, cannot see/touch the people, limited eye contact, limited attention 

language 

you do not get to know the other people as well when you just meet them through a screen. 

n/a 

Barriers in creating meaningful connections 

Getting to know them and grasp how trustworthy i perceive them 

Lack of body language and emotions transmitted. No time to be vulnerable. 

None, my current strategy works just fine. 
creating the safe environment, because there is often only a formal experience, no informal team 
building, exchanges 
Every interaction happens in front of the entire audience, there is no room for individual 
exchange. 
Not seeing the other person 

Getting to know the persons 

People can leave any second so they cannot be held accountable. 

Non verbal dimensions of communication 
Little exchange of personal information (small talk) and more only doing the work so you do not 
really form a connection 
Lack of reality, feels not tangible 
Failure to express freely, because in online environment people tend not to know when to speak 
up 
Less talk about non-study related stuff 

Not feeling the real reaction of the person 

No body language 

the facial expressions 

Eye contact. First impressions. 

Hard to get to know people 
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Q23 - Could this workshop be a way to address these issues? 

 
 

# Field Minimum Maximum Mean Std Deviation Variance Count 

1 Group A - Andreas 1.00 4.00 2.55 0.67 0.45 29 

2 Group B - Emma 2.00 4.00 2.83 0.58 0.34 30 
 
 
 

# Question Group A - Andreas  Group B - Emma  Total 

1 Definitely not 100.00% 2 0.00% 0 2 

2 Probably not 55.56% 10 44.44% 8 18 

3 Probably yes 45.71% 16 54.29% 19 35 

4 Definitely yes 25.00% 1 75.00% 3 4 
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Q26 - How likely are you to recommend this workshop to others? 

 

 
 

# Group Group A - Andreas  Group B - Emma  Total 

1 Detractor 57.69% 15 42.31% 11 26 

2 Passive 42.31% 11 57.69% 15 26 

3 Promoter 42.86% 3 57.14% 4 7 
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Q24 - What from the workshop made the most impression on you? 
Group A - Andreas 

What from the workshop made the most impression on you? 

I liked the parallel with the circus. I never thought of how much trust is needed there, yet it is, in a 
way, easier to establish than in the other industries or real life 
sharing failures 

plastic bag 

Videos 

How little I know people who I've worked with for quite a while 

I liked the circus part 

The juggling of the bag was a fun experience 

"no innovation w/o failure". hearing a failure of a colleague 

The short movie clips 

Discussion about trust 

The insights provided by real circus artists 

Circus video; balancing 

Bungee player 

Focusing on a non-business area and projecting it into our studies 

Reflecting about failures and building trustworthy relationships 

Interviews with very trusting people 

Circus tricks were cool! 

the choice of acrobats as an example 

- 

how we were able to engage with others and share experiences 
 
 
Group B - Emma 

What from the workshop made the most impression on you? 

The discussions 

Trust game 

Get people to talk about failures 

the cultural map regarding trust 
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The distinction between government trust and particular trust. Multiple ways of trusting where 
you can be really good at one and bad at the other. 
how "easy" it is to trust other people you may not know 

Hearing about the different cultural norms tied to trust 

Reflecting on trust in different cultures and countries 
Reflecting on whether it was easier for me to trust the other person or myself when guiding/being 
guided 
blind following to seeing leader 

walking exercise and sharing failures 

The differences in trust between countries and where that trust originates from. 

Compring cultures and impact on trust 

The guiding while having my eyes closed 

Telling about failures 

Cultural differences in trust 

Trust exercise (walking blindly) 

The process, the topic 

The "blind" test and trust the other one to direct your way 

Discussing cultural differences 

The little “game” 

The different types of trust per country 

Different kinds of trust. 

My colleagues 

Q25 - Do you have any suggestions on how the workshop could be 
improved? 
Group A - Andreas 

Do you have any suggestions on how the workshop could be improved? 

Make it physical rather than online 

Do it in person!!! 
In my opinion it didn't provide a lot of value/opportunity for learning. Surely don't mean this in a 
bad way, simply doubt the additional value 
Make either everyone be fully online (in seperate locations) or everyone partly offline (in the 
same room). 
physical 
Failure question may give the participants the impression that they are going through a job 
interview. 
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- 

No 
It being digital just did not work for me. Trust is such an issue that is hard to analyse in a digital 
workshop. 
- 

in person 
 
 
Group B - Emma 

Do you have any suggestions on how the workshop could be improved? 

Perhaps do the first exercise in different pairs/variations 

Nihil 

Longer discussion time 

invite people who have written about trust 
a bit more time for failures because it felt weird being interrupted when someone is telling 
something so personal. 
Ensuring that groups are randomized with individuals who don't know each other. Maybe a 
different first trust game 
The short duration makes it hard to pick everyone up from their level of trust and their knowledge 
on the topic. Hence, using more detail and giving bigger challenges to those confortable with trust 
would make it better and more engaging. 
1-2 hours more time to go deeper in the exercises, it felt a bit rushed at some points. 

Asked to prepare before, would give more interesting examples 
Such a long part on theory and a long speech on trust might not be the most efficient to convey 
these informations 
Explain a bit more what makes different cultures differ on trust 

No 

I really liked it 
I think maybe we can move around the classroom more freely so to talk with more people and 
share the opinions 
Could be a bit longer, we had to cut off some discussions 

Doing more “physical” activities to improve trust between participants before opening up 

Maybe add interesting video material 

More in feedback loops when speaking about failures. 

Nope 
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13.12. Miro Board Iteration 5  
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13.13. Full Facilitator Script Iteration 5  
 

1:15:00 0:08:00 Is everybody seen? Hear each other? 
 
I am Andreas I am working as a Service Designer at the insurance company Allianz 
in Switzerland.  
 
Today's workshop is a part of a research project with Hyper Island and Stockholm 
School of Econominc where we are researching how to build trust in digital teams.  
 
I will now ask you to complete a survey and I also I have to ask for your consent to 
participate in the research project.  
 
After answering the questions on the survey’s first page, click on the arrow which 
will take you to the next page where you will find a link to a consent form. Regarding 
the consent form: The most central things you agree to are:  
a recording of the workshop, which only will be used internally.  
And, that we are allowed to use the material you produce during the workshop in our 
research project. You will be anonymized and nothing that you share with me will be 
possible to trace back to you as a person 
 
You must tick all the boxes and at the end, sign with your mouse before ticking the 
last box.   
 
After finalizing this, please go to our Miroboard and write three words that best 
describe your associations with trust.  
 
 
Step 1: Follow this link to the survey  
https://hhs.qualtrics.com/jfe/form/SV_eX43gKQMGyXuFPo  
 
Step 2: After answering the questions on the first page, click on the blue icon with the 
arrow which will take you to a page where you find the link to the consent form.  
 
Step 3: Copy paste the link into a new window, read through the consent form 
carefully. Please tick all the boxes and at the end, sign with your mouse before 
ticking the last box.  
 
Step 4: Go on this Miro board and write three words that best describe your 
associations with trust. 
 
https://miro.com/app/board/o9J_lur5LsM=/?invite_link_id=747816797312   

1:23:00 0:08:00 Hi and welcome back, thank you very much for answering the survey and giving 
your consent. I am very excited about the 2 hours we have in front of us. We are 
starting with a guest speaker, Jacob Vestin.   
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1:31:00 0:01:00 Thank you Jacob! Hello, I am Andreas and I am a former aerialist, I am currently 
working as a Service Designer at the insurance company Allianz in Switzerland as a 
service designer.  
 
Today's workshop is a part of a research project with Hyper Island, Cirkus Cirkör and 
Stockholm School of Econominc where we are researching how building mutual trust 
by dealing with failure and mistakes in circus can be transferred to digtial teams.  
 
In the 2 hours we have in front of us, you will see two short films, we will do some 
exercises, but most of all we will reflect on what you can learn from the circus 
attitude and how you can apply it to your self and your future worklife. There will be 
a 5-10 min break after ca 1.5 hrs  
 
I would like start by gathering your insights from Jacob's presentation.   
 
On Miro, please write the 3 key insights you gathered in Jacob's presentation.  
 
Please capture your thoughts on a post-it. I will ask a few of you to present your 
insights to the larger group.  

1:32:00 0:08:00 Andreas chooses 1-2 to share their insights with the larger group.  
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1:40:00 0:04:30 Thank you all, exciting!  
 
When I worked as a circus performer, TRUST was something that was "just there". 
Now I work in an office, and suddenly trust is something you have to do workshops 
to build. And I asked myself the question, why did this happen naturally in the circus, 
but not in my current job? Trust is also a huge topic in topics that you have discussed 
this morning - trust in vaccination, also Corruption - both connected to system trust 
and trust in society at large. But also connected to trust in self, do I choose to trust the 
system or not? Which leads to the next question, why are we fighting so much with 
trust in other areas when it develops naturally among circus acrobats?   
 
With that question in mind, we began our research. We conducted interviews with 15 
circus performers and pedagogues, read minimum 400 research papers on trust, and 
also conducted interviews with employees at Allianz.  
 
I would like to share some of our preliminary findings and a very short theoretical 
introduction!  
 
PPTX  

1:44:30 0:04:30 We will now show the first out of two films, which were created by Cirkus Cirkör 
with support from the Swedish Institute. The two films were created just before the 
premiere of circus days and nights, cirkörs latest collaboration with Philipp Glass.   

1:49:00 0:06:00 We will shortly send you into your breakout rooms, there will be 7 rooms. (Explain 
on Miro)  
I would like to start with giving you 5 minutes to reflect on trust individually.  
 
Please capture your thoughts on Miro:  
 
How do you decide if you can trust another person? 
What do you do to gain the trust of others? 
What do you find difficult in terms of trust? 
What could you learn from the circus approach?  
 
After the individual reflections, you will have 8 min to share your thoughts in 
Breakout rooms and identify your key insights.  
 
Later, one of you will share your key insights with the larger group so decide on who 
will share. I will set the timer in Miro, keep an eye open on it.  
 
So when we open the breakout rooms, look at which number you’re in and find that 
board.  
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1:55:00 0:11:00  
Reflections in groups  

2:06:00 0:10:00 We now have one minute per group to share their key insights. We will follow the 
numbers, so group 1 start, then group 2, etc. As I said, you have 1 minute per group 
and I will set the timer.  

2:16:00 0:03:00 Welcome back, I will now ask you to go into speaker mode on Zoom (show)  
 
And welcome our special guest, Oskar!  

2:19:00 0:08:00 We will now perform in our first Circus show! As a group you will face your cameras 
and try to follow my instructions. 
 
Whenever you can, try to observe the other performers, and remember their 
expessions and behavior. 
 
If you should drop your object, or happend to touch it with your off hand, the 
performance is finnished for you and you 
should continue to observ the others! 
 
1. Place yourself in front of your chair, stand tall and wait  
2. Place the object, in balance, in the palm of your dominant hand, place your off-
hand on your back. 
3. Lift your hand up, slowly in front of your face, keeping the balance 
4. Lower your hand, slowly, keeping the balace 
5. Make a full 360 degrees turn 
6. Sit down on your chair 
7. Stand up again 
8. Lift your hand, strait up, towards the ceiling 
9. Make a full 360 degrees turn, with your hand streached towards the ceiling 
10. Transfer the object to your nose, keeping the balance 
11. Lay yourself down, on the floor, keeping the object in balance on your nose. 
 
Thank you all, taka a bow! 
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2:27:00 0:10:00 Groups of 2-3 persons in break out rooms: discussions captured on Miro with the 
questions already written  
 
1. how did you feel when you performed? 
2. how did you feel when you failed?  
3. how do you usually feel when you fail? 
4. What makes you feel this way?  
 
One of you should be ready to present your discussions with the larger group. I will 
not ask everyone to present, since we are tight on time. You have 9 minutes for your 
discussions starting now!  

2:37:00 0:07:00 We now have a few minutes to share thoughts together, anyone want to share their 
thoughts (2 groups) 

2:44:00 0:10:00 Please be sharp! Prepare Failure Film  

2:44:00 0:03:00 I will now show you the second film, which is about failure. When I made my change 
from stage to the office, one of the first things I learned was to hide my mistakes and 
not talk about them. That's very different from the "circus approach." 
 
Among acrobats, failure plays a central role. When you start learning a new trick, you 
assume failure will happen, it's an accepted part of the innovation process. So when 
failure happens, no one has to feel ashamed and try to hide the mistake. 
 
Through the event of failure, both parts learn how the other behaves in a moment of 
stress: Does he/she try to save him/herself? Does he/she give everything to save the 
other? After the failure, the failure is discussed. By reflecting on the failure, 
participants understand what the other person has learned from the failure and what 
he/she intends to improve. 
So, failure builds trust.  
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2:47:00 0:02:00 Now I would like to ask you to give an example of a failure that you learned 
something from, it can be something from your studies or from work. It can be 
something minor or major. The most important thing is that it is something that has 
relevance and not a missed call or a forgotten email. It has to be something that really 
affected you on a deeper level.  
 
I'll use myself as an example, after my Bachelors, I had a short career as a theater 
producer.  
 
The job I got after my bachelor's degree was at one of the most prestigious dance 
festivals in Berlin, Tanz im August, my dream job! 40 productions over theo course 
of three weeks, in 6 venues all across Berlin.  
But, I was completely overwhelmed. The tasks I had were way too complex for me, it 
was my first big job after all.  
Because I was leading a team, I never asked for help because I felt I would lose my 
status as a leader if I shoved myself too dependent on the team. So, instead of asking 
for help, I tried to hide all my mistakes, and in the end, my team lost their trust in me. 
And I lost my dream job. 
 
What I learned from this is that when I work as a leader, I want to lead by example. If 
I try to hide my mistakes, what kind of example am I setting for my team? When I 
lead a team, I want to set a good example for how I want them to behave. I keep that 
learning with me in my day to day life and I am very happy to have made this 
learning.  

2:49:00 0:05:00  
We will do this in 2 steps in your breakout rooms.  
 
First step is individual reflections:  
Give an example of a failure that happened to you that resulted in a life-long 
learning.  
 
- What happened? 
- Why did it happen? 
- What were the consequences? 
- What did you learn from the failure?   

2:54:00 0:12:00 The second step is to share your failures in the break out rooms. Each person get 1 
minute. You have to agree on a time keeper!  
 
Question to those who shared: What did it feel like to share your failure with the 
group?  
Question to the listeners: What did it feel like to listen to the people sharing?  
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3:06:00 0:04:00 We are now coming to the end and I would like to conclude and summarize what we 
have done. This short workshop has two goals, to explore if using the circus method 
can build trust in digital teams, and also serve as a start of a mind-shift in terms of 
failure.  
 
What we have done is to explore circus based trust.   
 
Then we went on to create a shared experience, the circus show, whcih resulted in a 
failure. After the failure, you talked about failures in your life and what you learned 
from them.  
 
By sharing, you showed vulnerability, you took a risk together and we created a 
shared experience, key components to interpersonal trust.  
 
What I want to share with you as a tool is the role of failure in trust. In a lot of 
research, but also in the literature, like Harvard Business Review, you can read about 
the importance of a failure culture, that failure should be allowed.  
 
Our definition of failure is connected to social norms, wich are associated with, and 
sustained by, feelings of embarrassment, anxiety, guilt and shame that a person 
suffers at the prospect of violating them, or at least at the prospect of being caught 
violating them.  
 
TRUST DEFINITION, koppling till failure “Trust is choosing to risk making 
something you value vulnerable to another person’s actions.” (Feltman, 2009) 
 
 
So what happens when we fail?  
 
• We Deny  
As admitting the mistake would challenge the status quo of our own making, we do 
what we can to put it right.  
• We Try to Cover Up   
We are so anxious to admit the failure that we often cause more damage when trying 
to erase it, or not admitting it.  
• We Edit Hedonically   
We try to convince ourselves that the mistake doesn’t matter, trying to find a way to 
reinterpret our failures as successes. 
 
When we experience a win, our brains release endorphins, dopamine and serotonin, 
which encourage us to engage in a task again. When we experience a failure, our 
brains release cortisol, which triggers a respond to being under threat. Learning from 
your failures can become positive experiences if you allow them to be. Your failures 
provide opportunities for growth and to learn new things while learning from any 
mistakes you make.  
 
In circus, failure is not only allowed, but also part of the process. Without failure, no 
innovation. And to be perfectly honest, we all make mistakes. Why don't we start to 
allow for them, celebrate them as an opportunity to learn something new or take it in 
a new direction.  
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And that's what I want to give you as a tool.  
 
I'd like to ask you to return back to the survey and finalize the last part: when we are 
refeering to the other particiapnts in the workshop, we are refering to your breakout 
rooms.  https://hhs.qualtrics.com/jfe/form/SV_eX43gKQMGyXuFPo   

3:10:00 0:04:00 Write in the chat: How would you describe this workshop with three words? 
Everybody writes in the same time, 3, 2, 1... 

3:14:00 0:00:00 
 

3:14:00 
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13.14. Full Facilitator Presentation Iteration 5  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Hi and welcome 
My name is Jacob, and I am here to talk to you about trust. (live effect, upside down in a 
trapeze) 
When the world feels upside down, we must stand with our both feet on the ground. Or… in 
the air…! 
I am a circus artist, and as you can imagine, trust for me trust is something very crucial, and 
has been in my entire career. I will share my perspective on trust through an example of a 
project I worked on recently…. 
This was a clip from a project that Cirkus Cirkör and the Peak Experience did this summer. 
It's one of the most daring and exciting projects I've ever been involved in. The guy you 
saw jumping out of the balloon with bungee cords, that's me. 
One of the first questions I get when I show this clip is if I’m out of my mind. My answer 
is: No, I'm not! I am completely IN my mind. No one forced me to take this risk, it's my 
choice, my will and my thrill 
Before agreeing to work in this project, I had to ask myself: 
Do I want this? - Do I need this? - Can I trust myself to accomplish this? - Am I in my 
mind? 
If I can answer yes to these questions, I'm ready to get to work. 
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So after I determined that I wanted and needed this project, I had to ask the last question: 
Can I trust the other people involved? 
 
A LARGE SYSTEM WHERE EVERYONE KNOWS WHAT ROLE THEY HAVE TO 
PLAY  
In the project, there was a whole crew that made the project possible, and I did my part with 
them. We had a production team that was responsible for setting up all the equipment, and a 
whole crew that flew the balloon. And many others who took care of communications, 
filming, documenting and much more. Those with whom I worked most closely were the 
director of the performance and the riggers and pilots. Most important to me was the 
rigging team, who I know have the knowledge and experience. 
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We calculated every carabiner and rope to have the right specifications for the job. We have 
to make sure it's the right equipment, because the wrong equipment could lead to fatal 
mistakes. 
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TRUST IS A MINDSET, IF YOU START FROM A PLACE OF TRUST, 
COLLABORATION IS EASIER 
Initially, we had to start from a place where we chose to trust each other. And step by step, 
this trust grew as we got to know each other and saw how our two professions work. The 
more we knew each other personally and about each other's professional ability, the easier it 
became to collaborate. We had to trust that each do their job as professionally as we do 
ours. Me as a Bungie acrobat and the riggers make sure everything is as it should be, and 
that all the material is well reviewed, double- checked, and even a third time. It is through 
this collaboration, where we all trust  each other to do our best, that we continue with our 
work to make this fantastic adventure possible. 
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What I'm saying is that you can never succeed alone. You always have to trust others so 
you can trust yourself and the project. 
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But before you give others your trust, you have to trust yourself. If you do that, others will 
too. 
If I didn't trust myself it would be impossible to realize a dream like this. It comes down to 
making an agreement with myself that I am 100% ready to have this magical experience. 
Through these negotiations with myself. I am now at a point where I can fully offer myself 
and my special skills to the crew I will be working with, just as they will be working with 
me. 
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In this case, Jacob was willing to be vulnerable to the actions of the riggers and other 
people involved, because he expected the others to perform their job professionally, but 
accepting that he cannot control it. 
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Interpersonal trust is central in teamwork. In the research, interpersonal trust is divided into 
Cognition-based trust and affect based trust. Very simplified one can say the Cognition-
based trust is based on what we see and think. It’s rooted in a rational assessment of other 
persons trustworthiness, a system more common in the workplace. We make a rational 
assessment if a person is reliable to deliver on time and able to solve their tasks. 
Affect based trust is based on what we feel. It is described as having mutual interpersonal 
care and concern, a type of trust more typical in personal relationships. In Affect Based 
Trust, the involved parties create a common ground by getting to   know one and other and 
understand their expectations on their responsibilities. With time, this enables them to 
understand what the other individuals expect from them and can take responsibility for the 
other individuals in certain situations. These individuals share common values, points of 
reference and a shared goal. This type of trust is more stable over time, across situations, 
and with respect to small trust violations” 
Affect based trust is the key challenge in digital teams, since we meet to solve tasks and do 
not to get to know each other. 
But in circus is affect based trust is central 
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The key findings from our reserach on circus acrobats are that there are four aspects that 
make building trust in the circus unique. 
First, trust is a mindset,you make a conscious decision to trust another person, recognizing 
that trust is a give-and-take process in which you must invest time and energy. 
Second, trust is built by getting to know each other in depth, understanding each other's 
values, creating a common language that assures that all members understand expectations 
and have a shared understanding of trust. 
Third is the shared experience of failure or success when training the trick, 
And fourth, that failure is a calculated part of the process, something that is reflected upon 
and thus you get better results faster. 
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In this case, Jacob was willing to be vulnerable to the actions of the riggers and other 
people involved, because he expected the others to perform their job professionally, but 
accepting that he cannot control it. 
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Trust is a process of give and take - trust yourself to trust others 
Common ground through creating a language with shared points of reference Sharing 
experiences 
Reflecting on the experiences 
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This workshop followed the steps a circus artist learn a new trick. We started with the 
individual preparation phase. Yesterday you received the link to practice Miro and today I 
asked you to reflect upon what trust means to you. These steps were meant    to prepare you 
technically and mentally for the task. 
 
Then we went to the shared preparation phase. This is where you stared to sharing views on 
trust, understanding each other's values, creating a language with shared definitions on 
trust, that assured that you all came a step closer to a common ground. 
 
Then you started training together, experience failure or success, the plastic bag. The task is 
designed so that everyone has to make the experience of a failure, to sensitize you to start 
talking about failure in a safe context as the failure wasn’t that drastic. 
The step created a shared experience, unique to you, that you can refer to and bonds you 
together. 
 
Then you shared reflections on the experience, and what you could learn from the failure, 
made the failure a calculated part of the process, with no blame game involved but a focus 
on learning. 
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Then you had another shared experience, the film about failure, followed by reflections and 
exchange about failures and what you have learned from them. And this process is exactly 
what builds trust in circus. Trying, reflecting, learning, trying, reflecting, learning 
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And this learning approach is also found in David Kolb's Experiential Learning Cycles. 
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What I want to give you as a tool is the role of failure in circus. In the research but also in 
the business press, you can read about the importance of a failure culture. 
That failure should be allowed. 
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But they still all talk about failure as something bad, and the human reaction to    failure is 
anything but productive. As soon as we notice that things are going the   wrong way, our 
defense mechanisms kick in, and we do what we can to save our face. 
 
We Deny 
As admitting the mistake would challenge the status quo of our own making, we do what 
we can to put it right. 
We Try to Cover Up 
We are so anxious to admit the failure that we often cause more damage when trying to 
erase it, or not admitting it. 
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So what happens in the brain when we fail or succeed? 
 
“When we experience a win, our brains release endorphins, dopamine, and serotonin, which 
encourage us to engage in a task again. When we experience a failure, our brains release 
cortisol, which triggers a respond to being under threat.” 
 
Cortisol is the body’s main stress hormone, and it regulate your “mood, motivation, and 
fear.” It is also known for fueling your fight-or-flight response, which is a psychological 
reaction that occurs in your brain to a highly stressful or dangerous situation.” 
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In circus, failure is not only allowed, it is a part of the process. Without failure, no 
innovation. And to be perfectly honest, we all make mistakes. Why don't we start   plan for 
them, celebrate them as an opportunity to learn something new or take it in  a new direction. 
And that's what I want to give you as a tool. 
 
 


