
Dear All 
  
Over the last few weeks, I have been chatting with many people on issues which are impacting the 
organization and themselves. One of the people I speak with asked if there was enough 
psychological safety in a virtual world. 
This made me think because building psychological safety in a virtual world is that bit more difficult 
vs having it in a physical world. So, I sat down and wrote down what I see as the issues and the 
challenges. 
  

1. We discuss inclusion at the workplace. Inclusion cannot happen if there is no psychological 
safety. What is psychological safety at work? 

2. Psychological safety is about being included in conversations, having an environment where 
it I safe to learn,  a feeling when I feel safe to contribute and don’t worry if I am 
overstepping into another area, and psychological safety means having the license to 
challenge the status quo. That seems a lot but they are all interlinked. 

3. Psychological safety as a management expression started in 1960. In those days, it was being 
physically accepted at the workplace and the ability to offer suggestions in meetings. 
Deming the quality guru said in 1982 : drive out the fear in the organization, so that 
everyone can effectively work for the team” 

4. Psychological safety at work has come from a certain familiarity with people you have 
worked with, a feeling of a certain stability in the way the company has treated you and will 
treat you. 

5. In a physical world, we have the ability to sit and explain our point of view , in a wfh world, 
we do not have that option. In a physical world, we challenge people in a meeting, however, 
when one challenges others in a wfh environment, people go into a shell because they feel 
you are attacking them at a personal level. 

6. I have had some tough feedback to give and people haven’t been that receptive. In the 
process I have found that people who seek psychological safety are  some who don’t  give 
their  teams psychological safety. 

7. In an organization, there seems to psychological safety amongst cynics and nay sayers, a 
bunch of people who hand around and criticize everything that’s happening. When a 
company is not doing well, then these pockets emerge. In an organization leaders display 
the wrong type of psychological safety during the appraisal cycle. Managers do not give the 
tough but valid feedback on improvement areas feeling that they will demotivate employees 
if they gave them the feedback. This is actually bad for the individual and the organization. 
This is a mistake in thinking that telling the truth is demotivating. 

8. All organizations have pithy words and phrases like ‘speak truth to power’ be fearless and 
express yourself’, ‘ everyday courage’ etc. In my book, all these are just slogans and what’s 
more important is the leaders behavior. One can easily make out if the leader is open to 
feedback through his/her behavior. Colleagues take these signals as markers and not words 
on a values sheet. 

9. A lot of employees feel that telling the boss what he wants to hear is psychologically 
safe.  This is actually wrong as good leaders ask the questions and seek different views and 
good leaders always want people to tell them the truth. I have always found that giving the 
tough feedback helps, a lot of my colleagues even today thank me for having told them the 
truth when I worked with them. 

10. What happens when an organization has psychological safety? 
• Processes will work in an organization and things will move smoothly. 
• Learning improves 
• Mistakes happen and people learn from them and improve on them 
• Engagement increases 



• Innovation flourishes 
11. How can everyone in an organization create psychological safety in an organization: 
• Being self-aware, treat everyone on the principles of contribution and contribution to the 

team psychology. 
• Seeking continuous feedback 
• Run meetings as social events and not as a court martial or a monologue with the boss 

talking and asking all the questions and providing the answers. 
• Not encouraging turf fights in meetings and addressing the issues at the table. 
• Be candid, if you are candid, you can forget what u said, since you will always say the same 

thing at any point of time. 
• Do not interrupt people in a meeting, let them complete what they have to say. 
• Accept gruff and push back from people, don’t react in a volatile manner when people push 

back on you. 
• Senior leaders should agree before they fight over views in a meeting, when senior leaders 

have disagreements publicly, then there is no psychological safety. 
12. If you look at psychological safety in colleges, in sports teams, then we see the use of a lot of 

nick names or short forms to build that familiarity and a sense of  harmless leg pulling. I 
remember working with a functional person in one of my e companies. I used to call him a 
leech, because once he attached onto a topic or issue , he would never let it go till he solved 
it. He saw that as a positive as opposed to thinking that it’s a negative. In another team, I 
used have a top 10 Gyani/professor list where if anyone gave us theory we as a team would 
label him and we used to have a healthy laugh about the top 10 guys/girls. I have seen that 
when people trust you they are comfortable with the nickname culture and when they don’t 
, even if you say Mr. or Ms before their name they take offence. In my last organization, 
people would come up to me and say give me a good and memorable nickname!! 

13. The other issue I see is that some people are happy working with a few  select people and 
that  unfortunately creates psychological danger in other members of the team. I have 
always tried to mix and match people doing work rather than have the same teams doing all 
the work. 

14. When we get the benefit of doubt  from others , its psychological safety, when we give 
others  the benefit of doubt , its trust!! 

15. Talk to people one on one in a virtual world. 
  
Enjoy, as always feedback welcome 
  
shiv 
 


