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About PF12: Psychological Protection

What are Psychosocial Factors?

Psychosocial factors are elements that impact employees’ psychological responses to work and work conditions, potentially 
causing psychological health problems. Psychosocial factors include the way work is carried out (deadlines, workload, work 
methods) and the context in which work occurs (including relationships and interactions with managers and supervisors, 
colleagues and coworkers, and clients or customers).

What is PF12: Psychological Protection?

GM@W defines PF12: Psychological Protection as present in a work environment where employees’ psychological safety is 
ensured. Workplace psychological safety is demonstrated when workers feel able to put themselves on the line, ask questions, 
seek feedback, report mistakes and problems, or propose a new idea without fearing negative consequences to themselves, their 
job or their career. A psychologically healthy and safe workplace is one that promotes employees’ psychological well-being and 
actively works to prevent harm to employee psychological health due to negligent, reckless or intentional acts. 

Why is Psychological Protection important?

When employees are psychologically protected they demonstrate greater job satisfaction, enhanced team learning behaviour 
and improved performance. Employees are more likely to speak up and become involved. They show increased morale and 
engagement and are less likely to experience stress-related illness. Psychologically protected workplaces also experience fewer 
grievances, conflicts and liability risks.

What happens when employees’ psychological safety is not protected? 

When employees are not psychologically safe they experience demoralization, a sense of threat, disengagement and strain. 
They perceive workplace conditions as ambiguous and unpredictable. The organization is at a much greater threat from 
costly, and potentially crippling, legal and regulatory risk. This can, in turn, undermine shareholder, consumer, and public 
confidence in the organization.

How can Psychological Protection be improved?

Start by conducting the GM@W Organizational Review and/or the GM@W Survey and reviewing the results. If Psychological 
Protection is identified as an area of concern or relative strength, refer to the GM@W Action Resources for a practical 
strategy and evidence-based and effective suggested actions that can improve Psychological Protection. It is also important 
to discuss the findings with employees to gain a further understanding of the results and to obtain input into possible 
interventions. Furthermore, it is important to evaluate the undertaken interventions over time to ensure they are effective and 
to take corrective action where needed. Consider reviewing the resources below. Finally, refer back to the GM@W website on 
occasion for new ideas about how Psychological Protection can be enhanced.
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Further information about Psychological Protection:
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