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What is Psychological 
Safety?

Psychological Safety is the 

belief that one will not be 

penalized or humiliated for 

speaking up with ideas, 

questions, concerns, or 

mistakes.



Why Psychological Safety is Crucial
Impact on Team Performance & Innovation

•Google’s Project Aristotle found that psychological safety 

is the #1 factor in high-performing teams. Teams with high 

psychological safety outperform others significantly.

•Research by Gallup shows that teams with high 

psychological safety experience 12% increase in 

productivity and 27% reduction in turnover.



Why Psychological Safety is Crucial
Employee Engagement & Retention

•A study by McKinsey (2021) found that employees in 

organizations with strong psychological safety are 67% 

more likely to be engaged at work.

•The Center for Creative Leadership reports that 

psychologically safe workplaces see 76% more engagement 

and 50% more productivity.



Why Psychological Safety is Crucial
Impact on Mental Health & Well-being

•Harvard Business Review found that employees in 

psychologically unsafe workplaces experience 64% higher 

stress levels.

•The American Psychological Association (APA) states that 

workplaces with high psychological safety report 40% 

lower burnout rates.



Why Psychological Safety is Crucial
Mistake Reduction & Learning Culture

•Companies that foster psychological safety see a 50% 

increase in learning behavior, according to a study by 

Edmondson (Harvard Business School).

•86% of employees in psychologically safe teams say they 

feel comfortable admitting mistakes, leading to better 

problem-solving and fewer errors (MIT Sloan Management 

Review).



Why Psychological Safety is Crucial
Work Place Culture Benefits

•A study by Deloitte found that 39% of employees feel 

excluded in organizations with low psychological safety.

•High psychological safety leads to a 20% increase in 

inclusion and belonging (Gartner, 2022).



Why Psychological 
Safety Matters
Psychological safety is not just 

a “nice-to-have” but a critical 

factor for team success, 

driving better decision-

making, learning, and long-

term growth. 



Why Psychological 
Safety Matters
Encourages Innovation & Creativity 

– When employees feel safe to 

express their ideas, they are more 

likely to think outside the box and 

contribute innovative solutions. 



Why Psychological 
Safety Matters
Enhances Collaboration & Trust – 

Teams with psychological safety 

communicate openly, leading to 

stronger collaboration and problem-

solving. 



Why Psychological 
Safety Matters
Reduces Fear of Failure – Employees 

are more willing to experiment and 

learn from failures, which 

accelerates team growth. 

Boosts Engagement & Retention – 

Workers who feel psychologically 

safe are more engaged and less likely 

to leave the organization.



Why Psychological 
Safety Matters
Improves Performance & Productivity 

– Research (e.g., Google’s Project 
Aristotle) shows that teams with high 

psychological safety consistently 

outperform others.



Why Psychological 
Safety Matters
Amy Edmondson's research 

from Harvard Business School 

explores how a culture of 

openness and trust leads to better 

collaboration, innovation, and 

learning in workplaces.



Why Psychological 
Safety Matters
Teams with psychological safety 

are more likely to engage in 

learning behaviors, leading to 

better performance and 

innovation.



Why Psychological 
Safety Matters
Effective leaders foster 

psychological safety by 

encouraging open dialogue, 

showing vulnerability, and 

responding constructively to 

feedback.

• Organizations that treat failures 



Why Psychological 
Safety Matters
Organizations that treat failures as 

opportunities for learning rather 

than punishment tend to innovate 

more successfully



How the Brain Reacts 
to Safety vs. Threat
Safe Environment

•Prefrontal Cortex Activation – Supports 

logical thinking, creativity, and problem-

solving.

•Oxytocin Release – Promotes trust, social 

bonding, and collaboration.

•Reduced Amygdala Activity – Less stress 

and fear, allowing for open 

communication and innovation.



How the Brain Reacts 
to Safety vs. Threat

Unsafe Environment

•Amygdala Activation – Triggers fight-or-flight 

response, increasing anxiety and defensiveness.

•Cortisol Release – Stress hormone that impairs 

cognitive flexibility and decision-making.

•Reduced Prefrontal Cortex Activity – Hinders 

rational thinking and creativity, leading to risk 

aversion and disengagement.



Psychological Safety 
Check

• Poll: “On a scale from 1 to 10, 
how psychologically safe do 
you feel at work?”

• Think about examples where 
they felt either psychologically 
safe or unsafe.



Benefits of 
Psychological Safety

• Objective: To discuss the 

numerous benefits 

psychological safety brings to 

individuals and teams.



Benefits of 
Psychological Safety

• Highlights:

⚬ Innovation & Creativity

⚬ Improved Team 

Engagement

⚬ Reduced Stress & Burnout



Innovation & 
Creativity

• Safety encourages 

employees to take risks, 

share ideas, and innovate.
⚬ Example: Google’s Project 

Aristotle study.



Innovation & 
Creativity

Psychological Safety – The most 

important factor. Team members 

need to feel safe to take risks 

and express ideas without fear 

of punishment.

Dependability – Teams perform 

well when members can rely on 

each other to complete tasks on 

time.



Innovation & 
Creativity

Structure & Clarity – Clear roles, 

goals, and execution plans help 

teams function efficiently.

Meaning of Work – Individuals 

perform better when they find 

their work personally 

meaningful.



Innovation & 
Creativity

Impact of Work – Knowing that 

one’s work makes a difference 
boosts motivation and 

engagement.



Google’s Project Aristotle: Teams with high 

psychological safety were more effective 

by 30% than others. 

Harvard Business Review Study: 

Companies with a strong psychological 

safety culture saw a 76% increase in 

engagement and a 50% drop in turnover 

rates. 

Improved 
Engagement & 
Performance



Gallup Research: Employees in 

psychologically safe environments are 

67% more likely to apply new skills 

learned on the job. 

McKinsey Study: Organizations with high 

psychological safety report a 20% 

increase in innovation and a 40% 

improvement in problem-solving speed.

Improved 
Engagement & 
Performance



Reduced Stress & Burnout
Fostering an environment where individuals feel 

comfortable expressing themselves without fear of 

embarrassment or punishment

Encourages open communication, trust, and support, 

leading to lower stress levels, enhanced emotional well-

being, and increased confidence in personal and 

professional interactions.



Interactive 
Discussion - Share 
Benefits in Your 
Teams

• Share one benefit you 

believe would be the most 

impactful in your teams.



Barriers to 
Psychological Safety

• Objective: To identify 

common obstacles to 

creating psychological 

safety and how to overcome 

them



Barriers to 
Psychological Safety
• Common barriers:

⚬ Fear of failure or 

punishment

⚬ Hierarchical leadership

⚬ Poor communication and 

feedback



Fear of Failure & 
Punishment

Discourages individuals from taking risks, 

asking questions, and making mistakes—
key elements of growth and learning. 

Creates a restrictive environment where 

people avoid challenges, limit creativity, 

and struggle with confidence, ultimately 

hindering their personal and professional 

development.



Leadership Styles & 
Psychological Safety

Authoritarian leadership 

stifles psychological safety by 

creating a culture of fear, 

discouraging open 

communication, and 

suppressing employee voices.



Cultural Barriers
Cultural Norms on Authority & 

Hierarchy – In hierarchical cultures 

(e.g., many Asian and Latin 

American countries), employees 

may feel less comfortable 

challenging authority or expressing 

dissenting views. In contrast, 

cultures with flat hierarchies (e.g., 

Scandinavian countries) encourage 

open dialogue.



Cultural Barriers
Communication Styles – Direct 

communication (common in 

Western cultures) allows for 

open feedback, while indirect 

communication (common in 

Eastern cultures) may discourage 

speaking up due to concerns 

about maintaining harmony.



Cultural Barriers
Social Expectations & Group 

Dynamics – In collectivist 

cultures, team harmony may be 

prioritized over individual 

expression, whereas 

individualistic cultures encourage 

personal risk-taking and open 

critique.



Cultural Barriers
Gender & Diversity 

Considerations – Certain social 

structures may marginalize 

voices based on gender, race, or 

other identity factors, making it 

harder for some individuals to 

feel psychologically safe.



Cultural Barriers
Workplace Traditions & 

Organizational Culture – Corporate 

environments vary globally; 

companies with inclusive and 

learning-focused cultures are more 

likely to foster psychological safety 

than those driven by strict 

performance metrics and fear of 

failure.



Cultural Barriers
To build psychological safety in 

diverse teams, leaders must 

recognize cultural and social 

influences, adapt their 

leadership styles, and create 

inclusive environments where 

all voices are valued. 



Interactive Exercise 
- Identifying 

Barriers

• Exercise: Discuss what 

barriers they encounter 

at work.



Creating and 
Cultivating 

Psychological Safety

• Objective: Provide 

practical steps and tools to 

build psychological safety 

in teams.



Steps to Build 
Psychological Safety

• Creating clear 

communication channels.

• Encouraging feedback and 

vulnerability.

• Leading by example.



Leadership’s Role

• Leadership's vulnerability, 

empathy, and 

transparency.



Tools and Practices

• Tools to improve safety:

⚬ Regular check-ins

⚬ Open forums for idea-

sharing

⚬ Constructive feedback 

loops



Framework for 
Implementing 
Psychological Safety
Amy Edmondson’s Psychological 
Safety Model – Highlights the 

importance of a safe environment 

for learning and innovation. 

Lencioni’s Five Dysfunctions of a 
Team – Identifies trust and 

psychological safety as essential for 

team effectiveness. 



Framework for 
Implementing 
Psychological Safety
Project Oxygen (Google) – Focuses 

on key traits of effective managers. 

The SCARF Model (David Rock) – 

Emphasizes five domains affecting 

social behavior: Status, Certainty, 

Autonomy, Relatedness, and 

Fairness..



Framework for 
Implementing 
Psychological Safety
The Agile Leadership Framework – 

Encourages collaboration, trust, and 

adaptability within teams.



- Action Planning

• Create a Psychological Safety 

Action Plan.

• qrco.de/bfOTob

https://qrco.de/bfOTob


Sustaining 
Psychological Safety 
in the Long Term

• Objective: Discuss how to 

maintain and improve 

psychological safety over 

time.



Sustainability of 
Psychological Safety

• Aligning psychological safety 

with organizational values.

• Continuous check-ins and 

evaluations.



Handling Pushback 
& Resistance
Acknowledge Concerns & Listen 

Actively

•Understand the root of the 

resistance—Is it fear of losing authority? 

A belief that psychological safety 

encourages complacency?

•Listen to concerns without judgment 

and validate emotions to foster trust.



Handling Pushback 
& Resistance
Clarify Misconceptions

•Psychological safety ≠ lack of 
accountability. Explain that it 

promotes open communication while 

maintaining high standards.

•Use data and case studies (e.g., 

Google’s Project Aristotle) to highlight 
how psychological safety improves 

performance.



Handling Pushback 
& Resistance
Lead by Example

•Demonstrate vulnerability by 

admitting mistakes and 

encouraging diverse perspectives.

•Reinforce a culture where 

feedback is valued, and learning 

from failure is encouraged



Handling Pushback 
& Resistance
Align with Business Goals

•Connect psychological safety to 

key business outcomes: 

innovation, problem-solving, and 

employee retention.

•Show how organizations with 

high psychological safety 

outperform those without it.



Handling Pushback 
& Resistance
Implement Gradual Change

•Start with small, low-risk 

initiatives like open team 

discussions or anonymous 

feedback mechanisms.

•Celebrate early wins to build 

credibility and momentum.



Handling Pushback 
& Resistance
Address Fear of Losing Control

•Assure leaders that psychological 

safety enhances leadership, not 

weakens it—it fosters trust, not 

chaos.

•Encourage a balance of candor + 

accountability rather than 

unchecked openness.



Handling Pushback 
& Resistance
Educate & Train Continuously

•Offer workshops on fostering 

trust, giving constructive 

feedback, and handling difficult 

conversations.

•Equip leaders with the skills to 

create safe spaces for 

employees.



Handling Pushback 
& Resistance
Resistance is natural, but by 

listening, educating, and 

demonstrating tangible 

benefits, you can gradually build 

buy-in and create a workplace 

where people feel safe to speak 

up and contribute fully.



Interactive 
Discussion - Long-
Term Sustainability

• Q&A: How do you plan to 

continue fostering 

psychological safety in your 

teams?



Part 6: 

Q & A and Wrap-Up



Resources
Scan here!

Thank you!

qrco.de/bfOTob

jason@joyce-marter.com

https://qrco.de/bfOTob
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