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THE LEADER'S GUIDE TO PSYCHOLOGICAL SAFETY =

PSYCHOLOGICAL SAFETY: WHERE PEOPLE SPEAK UP - TEAMS LEVEL UP TEAWS

LEADING LEADING
SELF PROJECTS

THE IDEA IS SIMPLE. THE PRACTICE IS NOT.

Psychological safety is the belief that you can speak up, ask questions,
and admit mistakes without fear of punishment or humiliation.

BELONGING OR LEARNER CONTRIBUTOR CHALLENGER
INCLUSION SAFETY SAFETY SAFETY SAFETY
means | am means | can ask and make means | can add my work and | Means | can question how we
accepted here mistakes while learning be taken seriously do things for a better result

WHY PSYCHOLOGICAL SAFETY DRIVES PERFORMANCE AND ETHICS?

IMPROVES DECISIONS PROTECTS INTEGRITY

when people can Chq”enge plqns WlthOUt fequ In mdny fleldS the riSk iS harm or lost Iegitimacy,
you get better options, faster adjustments, and and norms that encourage voice surface ethical

more reliable work by catching weak points while concerns early while clear, respectful responses
change is still easy to fix. show that truth matters more than image.

SUPPORTS FAIRNESS KEEPS TALENT

People judge a workplace by its process as much Skilled people want to grow. They will
as its results; when they can ask questions without leave if speaking up is punished. They will

penalty, trust grows, disagreements feel safer, and stay when leaders make it normal to learn
people stay engaged when work is hard. and grow.

WRITE SIMPLE NORMS THAT INVITE VOICE MAKE DECISION RULES AND LOGS VISIBLE
Norms make expectations visible, so keep them Reduce conflict by naming the decision rule up
short and concrete—like asking one naive question front—one-person decide, majority, consensus, or
per meeting or stating what we know, don’t know, consent—and stating who can override and why.
and how we’ll learn. Place these nhorms where work Log the decision, the options considered, and why
happens and update them twice a year based on it won, then review major decisions later to learn
what actually helps the team. without blame.

MODEL LEADER BEHAVIORS EVERY WEEK RUN FEEDBACK AND REVIEWS THAT TEACH
Leaders go first by asking real questions, thanking the first Use behavior—impact—next step feedback privately
person who brings bad news, and showing their own learning for correction and publicly for praise, requiring

so fairness and openness become the tone. Create regular drafts and checklists for important work. After-
spaces for questions—office hours, anonymous submissions, action reviews with five simple questions help

or rotating facilitators—so voice isn’t tied to rank. teams capture lessons and share them quickly.

DESIGN MEETINGS FOR CLARITY AND PARTICIPATION RESPOND TO ERRORIN A WAY THAT KEEPS TRUST

Send a pre-read, define the decision rule, and gather written Separate the person from the problem, look for
input so everyone can contribute, including those who need system factors, and fix context while holding people
more time to process. Use round robins, allow silence, to clear standards. Proportionate, fair responses
summarize often, and end with clear owners, dates, protect dignity and encourage earlier reporting,

evidence, and a written decision.right approach. which is how psychological safety grows.
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