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This guide was not written from theory alone.
It was written from lived experience.

From navigating systems that spoke the language of alignment while struggling to
embody it.

From holding leadership roles inside cultures that were evolving — and sometimes
resisting evolution.

From learning, the hard way, the difference between:
• A rupture and a pattern
• Discomfort and structural risk
• Loyalty and self-abandonment

There is a particular kind of disorientation that happens when values are named
publicly but inconsistently practiced privately.

You begin to question your perception.
You begin to doubt your reaction.
You begin to wonder whether the tension is yours alone.

It rarely is.

Many capable, ethical adults stay too long in environments that slowly fragment
them — not because they lack courage, but because they carry responsibility.

Responsibility to teams.
Responsibility to people they serve.
Responsibility to stability.
Responsibility to family - financial responsibility.

Responsibility is honorable.
But self-abandonment is not.

If you are reading this, you are likely not looking for permission to quit.

You are looking for support. You likely feel abandoned. You are looking for clarity.

Clarity about when to repair - and how.
When to set boundaries - and how.
When to protect yourself - and how.
When to stay strategically - and how.
And when to leave with integrity intact.
My hope is not that this guide pushes you out.
My hope is that it keeps you whole and provides you with peace.

Your Coach,

Note from the Author:

Karen Weir
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Strong alignment feels like:











But alignment decays quietly.

The question is not:

“Is this good?”

It’s:

“How do I protect what is good?”

Section 2 — The Risk of Complacency

Healthy cultures erode when:

 Difficult conversations get avoided.

 High performers are over-relied upon.

 Values are assumed instead of reinforced.

 Psychological safety is consumed, not cultivated.

Ask yourself:

 Am I still growing here?

Outcome A

Stay & Build

(Strong Alignment Outcome)
For those who feel safe, valued, aligned, and engaged.

This is not a comfort guide.
It’s a responsibility guide.

Section 1 — You’re in a Healthy System. Now What?

You feel respected.
You trust leadership (mostly).
Feedback flows both ways.
You are not bracing before meetings.
You can disagree without fear.
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 Am I modeling the culture I value?

 Am I protecting safety for others — or just benefiting from it?

Section 3 — Stewardship, Not Ownership

You don’t own culture.

You steward it.

Stewardship looks like:











Section 4 — Guard Against Over-Identification

Strong alignment can create identity fusion.

Warning signs:

 Your title feels like your identity.

 You defend leadership reflexively.

 You ignore subtle red flags.

 You fear losing status more than losing integrity.

Healthy detachment keeps you honest.

5 — Build Psychological Safety Intentionally

Practical commitments:

 Model accountability publicly.

 Admit mistakes without self-protection.

 Protect dissenting voices.

 Interrupt favoritism.

Thriving systems require vigilance.

Naming drift early.
Encourage healthy conflict.
Sharing influence.
Refusing favoritism.
Protecting transparency.
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Section 1 — Rupture or Pattern?

Ask:

 Is this a one-time breach?

 Or a repeated pattern?

 Has clarity been attempted?

 Is leadership reachable?

Rupture requires repair.

Pattern requires boundary.

Section 2 — The Slow Erosion Phase

This is where most professionals live.

Signs:

 You’re more tired than you should be.

 You replay conversations.

 Expectations feel unclear.

 Praise feels inconsistent.

 You hesitate before speaking.

This is not yet collapse.

But it is drift.

Outcome B
(Inconsistent / Strained Alignment Outcome)
For those who feel friction but not collapse.

Stay & Shift
This is the recalibration guide.

There's plenty of good stuff to build on. The key is recognizing issues before they become
patterns, and using healthy conflict to develop and grow.

Before escalating an incident or event:
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Section 3 — Boundary Reset

Instead of quitting, try:

 Written confirmation of expectations.

 Clarifying capacity.

 Naming misalignment calmly.

 Requesting decision rationale.

 Removing emotional labor from conflict.

Shift before you exit.

Section 4 — Energy Preservation

Do not:

 Carry leadership instability.

 Fill silence reflexively.

 Over-function to compensate for dysfunction.

Do:

Section 5 — Test Repair

After boundary and clarity attempts:

Ask:

 Did the system respond?

 Was there openness?



 Was retaliation triggered?

The response tells you more than the incident.

Did behavior shift?

� Leave on time. Protect your boundaries.
� Document.
� Seek feedback from neutral sources.
� Create a 6–12 month clarity horizon.
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Protect & Decide

Section 1 — When Misalignment Becomes Harm

Watch for:

 Retaliation after raising concerns.

 Role stripping without explanation.

 Character questioning instead of performance discussion.

 Being excluded from decision spaces.

 Gaslighting patterns.

If your body is reacting consistently, take that seriously.

Section 2 — Documentation Without Drama

Write:

 Dates.

 Direct quotes.

 Policy references.

 Witnesses.

 Role impact.

Never write emotional interpretations.

Assume third-party review.

Assemble a support system. Talk to someone. You don’t need to navigate this alone!

Outcome C & D
Relational & Integrity Instability & High Risk / Severe Misalignment

For those experiencing destabilization.

This is the protection guide.

Being out of alignment with the values of your workplace is uncomfortable at best, destabliazing
and harmful at worst. Decisions need to be made at a time when you may be feeling vulnerable
and confused. You need support - outside support is usually safest.
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Section 3 — Canadian Protection Pathways

 Provincial OHS psychological safety requirements.

 Workers’ Compensation psychological injury claims.





Consult quietly.

Escalate intentionally.

Section 4 — Strategic Stay (If You Must)

If you cannot leave:

 Reduce emotional investment.

 Limit conflict exposure.

 Move conversations to writing.

 Create exit criteria.

 Protect your health.

Contain first.

Plan second.

You may have many reasons that leaving isn't practical:

 Mortgage.

 Benefits.

 Immigration.

 Children.

 Health.

 Timing.

 Limited employment options

So let’s remove fantasy.

If you must stay, the work shifts from transformation to containment.

Containment means:

 Stop trying to reform leadership.

 Stop trying to earn fairness.

 Stop trying to prove your integrity.

Understand your rights. This is applicable in Canada but most countries have similar protections.

Employers have a duty to accommodate.
Constructive dismissal principles. Human Rights if applicable.
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 Do your role well.

 Detach from systemic outcomes.

 Preserve energy for your future.

This is not defeat.

This is strategy.

1. Reduce Visibility in Conflict
Speak when necessary.

Document instead of debate.

2. Shift to Written Confirmation
Verbal ambiguity benefits hierarchy.

Written clarity levels power.

3. Lower Emotional Labor
Do not carry the emotional tone of the room.

You are not responsible for stabilizing leadership.

Section 5 — Leaving Clean

Leave when:

 You are fragmenting.

 Integrity requires distance.

 Repair attempts fail.

 Psychological safety is absent.

Leave without detonating.

This may look like a medical leave, finding another job, or with legal help. 

Your character outlives the organization.
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Closing Comments
This guide is intended to be a starting point. Hopefully, it gave you a little insight into where you are at in terms
of your alignment with the values being lived in your workplace.
Simon Sinek, one of my favourite mentors, says of his company:

"We are here to inspire people to do the things that inspire them so that, together, each of us can change our
world for the better".

"We imagine a world in which the vast
majority of people wake up every single morning inspired, feel safe wherever they

are, and end the day fulfilled by the work
they do".

Staying Human exists to support Simon's vision. We believe that enjoying our work and working in organizations
where we feel safe and valued will change the world. In a time when Aritificial Intelligence is becoming
increasingly prevalent, Staying Human is increasingly important.
This is just the tip of iceberg. There is so much to talk about. If you want to dig deeper with us, we would be
delighted to engage with you.

Click or scan Click to like us on Facebook! Send a message or request a consult
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https://stayinghuman.ca/
https://www.facebook.com/HowToStopBullying/
https://stayinghuman.ca/chat
https://stayinghuman.ca/

