HUMAN WORK | COMPANION RESOURCE

Fear, Loyalty, and Identity at Work

with Jessie Heath

twicethegood.com

For leaders ready to replace fear with the kind of trust that actually scales performance.

I LEADER'S CHECKLIST

Name the learning zone explicitly.

Frame hard work as experimentation and learning, not a test of competence. Explicitly invite dissenting views.
Make it clear that raising a problem is valued, not penalized.

Reward the risk of candor.

Publicly appreciate thoughtful disagreement and problem-spotting. Follow up with action. People watch whether
speaking up changes anything before they do it again.

Normalize mistakes as iterations.

Treat errors as inputs to improvement rather than reputational events. Avoid letting a single misstep define
someone's standing on the team.

Close the loop.

When people speak up, share what changed, or explain honestly why it could not yet change. Trust grows when
voice shapes outcomes, even imperfectly.

Coach managers on micro signals.

Interruptions, who receives follow-up, how feedback is delivered, who gets the benefit of the doubt. These daily
cues set the emotional climate more than any policy.

Check identity dynamics.

Examine whether certain teams or communication styles dominate influence. Fear is not evenly distributed. It
concentrates where belonging feels most conditional.

I CRAFT GUARDRAILS

Do not equate quiet with buy-in.

Silence often equals caution, not commitment. Treat stillness as a signal worth investigating rather than a sign that
everything is fine.

Do not brand safety without building it.

Policies and posters without behavior change reduce trust rather than build it. Employees learn quickly which
signals are real.



Do not punish first drafts.
Early ideas are fragile. Protect them to foster the kind of innovation that requires people to think out loud before
they are certain.

Do not outsource courage to anonymous channels.
Use surveys and suggestion tools to locate issues. Then convene real conversations where leaders listen visibly
and act accordingly.

I REFLECTION PROMPTS

What would someone on your team have to lose to disagree with you today?
Estimate honestly. That number is your current safety level.

When did you last thank someone specifically for raising a concern?
Not in a general way. Specifically, for the thing they said that made the work better.

Where on your team does loyalty look like silence?
That is the place where fear and belonging have become entangled. It is worth gently untangling them.

I SOURCES AND FURTHER READING
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