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Foreword by Sam Johnson 

Life often shows us how important it is to be able to trust those 
we know and sometimes those we don’t. Without trust, life can be 
unstable and fretful. As an Air Force veteran, Vietnam Prisoner of War, 
and former U.S. Congressman, I can confidently say that trust has been 
a key factor to my success: trust in God, trust in the abilities He granted 
me, and mutual trust in my personal and professional relationships.  

Trust is required of leaders and followers alike. When I flew for the 
U.S. Air Force Thunderbirds Demonstration Squadron, I followed the 
leader from the slot position. During the Arrowhead loop and roll 
maneuver, my canopy was 18 inches away from his 25,000-pound F-100 
Super Sabre, as we flew inverted at 450 miles per hour. If I didn’t trust 
him and followed diligently, I would have been dead. We would have 
both been.   

Some of my most trusted relationships were forged under the direst 
of circumstances. Trust was particularly crucial during the nearly seven 
years I spent as a Prisoner of War at the infamous Hanoi Hilton. I made 
it through that hellish time because of my faith and trust in God, who I 
learned would never abandon me, and in the other Prisoners of War—
men who were dedicated patriots and trustworthy friends. Eleven of us 
were labeled “diehards,” kicked out of the Hoa Lo prison, and each put 
into solitary cells in a prison located in downtown Hanoi. We wouldn’t 
cave to our North Vietnamese captors. We resisted at every turn as hard 
as we could. We called this new place “Alcatraz,” and ourselves the 
“Alcatraz Gang.” During the 42 months I spent in solitary confinement, 
I trusted those ten men to continue fighting alongside me. To encourage 



 

 

one another, we would communicate by tapping on the wall in code, 
even at the risk of torture. When I was the last man remaining in 
solitary, my trust in those men was proven yet again. They went on a 
hunger strike until I was returned to the main camp and given a cell 
mate after three and a half years without seeing or talking to a single 
friendly face. That type of trust builds unshakeable bonds. There are 
four of us still living, and more than 45 years later, I still chat with one 
of them weekly. 

I don’t know why, perhaps it was a combination of my faith in God, 
family, country, and my fellow men, but after I returned home, God put 
me in a position of wider influence in the United States Congress. 
Serving in the U.S. House of Representatives taught me how rare and 
important the commodity of trust can be in politics. Being a straight 
shooter and a person who upholds his word earned me the trust of my 
Congressional peers, who voted me the most respected member of 
Congress in 2009.  

Similarly, as the leader of my office staff, the trust I established with 
the men and women who worked with me created a positive working 
environment. My trust in them also set clear expectations that their 
behavior should be trustworthy in return. They learned that I trusted 
them to do their work well, while they trusted me to allow them the 
opportunity to grow professionally through meaningful work on behalf 
of the Texas 3rd District that we represented. Despite the deadlines and 
unusual work hours, there was always satisfaction of a job well done 
with colleagues you trusted and respected.  

One unique case when the trust I had with my staff was exemplified 
was on 9/11. That morning, I was at the Pentagon when American 
Airlines Flight 77 struck the building. Thankfully, I was not on the side 
of impact, so I rushed back to my office to be with my staff. Once there, 
I encouraged them and assured them that we, and our country, would 
survive. The foundation of trust we built with one another, coupled with 



 

 

my experience in combat, allowed them to believe my words and find 
comfort. Even now, after my retirement from Congress in 2019, many 
of my former staffers continue to maintain contact with each other and 
with me. I attribute those special friendships in large part to the trust 
built during the time we had worked together.  

As a Congressman representing the Texas 3rd Congressional 
District, I met Dr. Yoram Solomon, who was elected and served on the 
board of a prominent public-school system within my district. 
Receiving no compensation, dealing with the education of 55,000 
students, their parents, teachers, and administrators had put him in a 
position to truly understand trust. It must also have been his military 
service at the Israeli Defense Forces 35th Airborne Paratroopers Brigade 
that taught him how trust gets built under fire, and I respect him for 
that.   

I could share many more stories from my life in which trust played 
a prominent role, but instead I hope you are inspired by Yoram’s 
research and experience with trust put into words in this book, and that 
you are encouraged to further develop trust, whether it’s in your 
relationships at home, at work, or with God. 

God bless you, and I salute you. 

Sam Johnson 

 



 

 

Sam Johnson served as a US Air 
Force fighter pilot during the Korean 
and Vietnam wars, and commanded the 
31st Tactical Fighter Wing.  Between the 
wars, he was a Top Gun instructor and 
an Air Force Thunderbirds pilot. 
Colonel Johnson was shot down over 
North Vietnam and spent seven years as 
a prisoner of war at the “Hanoi Hilton.” 
For his service he received two Silver 

Stars, a Bronze Star, Legion of Merit, Distinguished Flying Cross, two 
Purple Hearts, and many more military awards. He served as a US 
Congressman for 27 years until his retirement in 2019. You can read 
about his POW experience and more in his book Captive Warriors: A 
Vietnam POW’s Story.  

(Photo Courtesy of Sam Johnson, 1953) 

  



 

 

 

Acclaim for The Book of Trust 

“From his military experience in the Israeli Defense Force to corporate CEO 
and public-school district board member, Dr. Solomon knows firsthand the 
importance of trust in building solid business and personal relationships. Trust 
is today’s business currency, the foundation of successful relationships. Dr. 
Solomon’s work offers unique insights into the complexity of trust and most 
especially critical in today’s polarized society, a framework of workable 
solutions to get and keep it. His 7-step process for developing trustworthiness 
is simple and masterful. This is a seminal work in achieving results that you’ll 
want to gift, keep on your own desk and refer to often.” 

- Niki McCuistion: President & CEO The Foundation for Responsible 
Television; Executive Producer, the McCuistion TV Program 

“The days of strict hierarchical command chains are gone. Millennial and Gen 
Z new recruits are seeking additional attributes beyond tenure, such as work 
environment, experience, corporate social commitments, diversity and 
inclusion. Hence why developing and managing trust becomes a critical 
comportment in a company’s arsenal which seeks to differentiate itself and 
deliver results. Dr. Solomon’s excellent book takes the trust concept and adds 
to a new level with unique discoveries and lenses to allow useful tools for 
managers and for every team member who seeks to improve motivation, results 
and personal satisfaction. It is a pure joy reading this book.” 

- Amir Faintuch, SVP& GM Global Foundries and Former Head of 
Engineering, Senior VP & General Manager, Intel Corporation 

“As a U.S. Navy SEAL, trust is the foundation for everything we do. Trust starts 
from within. Trust in others, trust in organizations, trust in situations are 
deeply rooted in my ability to trust myself. First and foremost, it starts with my 
faith in God. Then, it branches out to trust in myself to have the right thoughts, 
to ask the right questions, and/or make the right comments. Trust in my 
actions to do the right thing, based off my thoughts and words. In this day and 
age, collectively as a culture, we often brush the surface of topics, formulating 



 

 

opinions more than facts and truth. If you allow it, The Book of Trust will 
positively challenge you to dissect and extrapolate trust and how it fits into 
your everyday, conscious decisions.”  

- Floyd McLendon Jr., U.S. Navy SEAL(Retired) 
U.S. Congressional Candidate 2020, TX-32 

 “Trust is the bedrock of relationships, of organizations, and of societies. 
Various notions have been attached to it and so, it needed a clear definition. 
Yoram has systematically described trust and further, taken it to the next level 
of sophistication by explicating its components, principles, and 
implementation steps. This book will help you establish with trust, the trust 
you will need in your initiatives and ventures going forward.  Yoram is a 
prolific author with a good following based on his serious ongoing work in 
leadership that has helped millions; Trust is bound to affect many more.” 

– Usman A. Ghani, Chairman, ConfluCore, LLP 

 “The Book of Trust is truly the Bible of building trust and trustworthiness.  It 
contains timely insights grounded in the author’s current survey research.  It 
also contains timeless truths that are revealed in the seven laws of trust.  This 
combination yields practical applications and approaches for leaders, parents, 
salespeople – anyone for that matter – since trust is the foundation of all 
successful relationships. The Book of Trust is the book for your life!” 

 - Lee J. Colan, PhD, Author, The Power of Positive Coaching 

“Trust is paramount in the fire service; from knowing that the apparatus 
operator is going to provide a quick and steady supply of water to firefighters 
inside a structure fire, to believing the person riding next to them will give their 
life to help save theirs. Much has been written about trust as it relates to the fire 
service but usually in abstract terms with little clarity as to the science behind 
how we gain and give trust. Yoram’s latest book, The Book of Trust, removes 
the nebulous perceptions often associated with trust and provides clear factual 
meaning to its essence gained through years of research and experience.” 

- Sam Greif, Plano Fire Department Chief 

 

 



 

 

“Many times in my life I wished I could teach good judgment to those who lend 
money to others. What I think I was really saying is that I would like others to 
be able to discern who to trust. Yoram Solomon’s latest book not only focuses 
on the ways of defining and judging trust, he adds new perspectives to those 
who judge not only whether we should trust someone’s knowledge, but 
whether we should trust their motives as well.  Reading his book is a “trusted” 
method of learning more about this important subject, both professionally and 
personally, and as a way to make sure that we are always worthy of someone 
else’s trust.” 

- Dennis McCuistion, Executive Director, 
 Institute for Excellence in Corporate Governance  

“Trust is a key tenet in accelerating sustained profitable growth. However, trust 
is often based on personal biases and expertise, failing to account for external 
situational risks or opportunities. By learning Yoram Solomon’s model, as 
described in The Book of Trust, I have found that I can more consistently 
approach my employees, other leaders, and my customers in a way that 
facilitates mutual trust and ultimately, success.” 

- Roger Hall, General Manager High Performance Solutions, Qorvo 

“Trust is at the very foundation of every successful endeavor we accomplish, 
whether professional or personal. As a United States Air Force Command 
Pilot, I had to have great trust in my team, the physical attributes of flight, my 
training, and the communications I received from outside my airplane for 
highly successful mission execution and accomplishment. Corporate leaders, 
athletes, government leaders, educators all have the same need for trust and the 
understanding of trust. Without the proper trust our ability to successfully 
engage the world breaks down quickly.  In The Book of Trust Yoram Solomon 
develops and clearly explains a dynamic Trust model. A model that will make 
you more than understand the efforts you must engage to be the successful 
person that YOU want to be. Yoram has the experience, knowledge, and a 
roadmap for success that will make every one of us better people, better 
teammates, better leaders, and better family members. He knows what he is 
talking about and how to improve the Trust you exude. You must not only read 
The Book of Trust, you must study it!” 

- Kevin J. Sweeney, Lt. Col. (Retired), KC-135 Pilot, U.S. Air Force 



 

 

“The Book of Trust is a must read for everyone.  Trust is not just applied in 
business; it is applied in our everyday life and Yoram’s book, The Book of Trust, 
really breaks trust down into essentially four basic parts for the reader to 
understand not only why trust is important, but to what degree or depth do 
you have trust with a person, as trust is personal.  Trust is essential in business 
as my consultancy firm seeks out “Best in Class” professionals that are experts 
in their field to engage with our clients; I would consider Yoram Solomon a 
true expert in his field.  I have had the opportunity of working with Yoram and 
he exemplifies what he writes about in The Book of Trust.” 

- Kevin E. France, Managing Partner,  
Momentum Consulting Group, Inc. 

“Public schools possess a unique organizational culture as they are almost 
entirely dependent on the caring commitment of knowledgeable educators 
coupled with students and parents who are successfully engaged in the 
progression of learning. The quality of trusting relationships between all 
stakeholders and within all teams determines the degree of growth in student 
achievement. Without a “culture of trust,” as Dr. Solomon’s research points 
out, success cannot be maximized. Parents trust that their children will be safe 
and educated to reach their fullest potential. Students trust that if they are in a 
classroom and engage in learning, they will be prepared for the future of their 
choice. Building trusting relationships is at the heart of student success. Dr. 
Solomon’s research in The Book of Trust about building a solid core of trust 
guides readers in the importance of building organizational cultures where 
everyone has the opportunity to thrive as a result of trusting relationships.”  

- Sara Bonser, Superintendent,  
Plano Independent School District 

“In a world that is increasingly plagued with fake news, deception and everyday 
who-can you-believe quandaries, the value of trustworthiness in business and 
personal relationships has shot through the roof. With original research and 
keen insight, master storyteller Dr. Yoram Solomon calculates not only the 
monetary value of trustworthiness but also shows you precisely what it takes to 
establish and   maintain this invaluable quality. It’s the kind of know-how that 
they don’t, but should, teach in school.” 

- John Jacobs, Executive Vice President 
Richardson Economic Development Partnership 



 

 

“Trust is the foundation of all relationships. It stems from the ability to be 
truthful, straightforward and real with those who you share trust. The idea of 
trust is one that is foundational to all human interaction from that point 
forward. With trust you can lead, mentor, coach and love others. Without it, 
none of these things are possible. Yoram get it! He has broken down the idea 
of trust and made it real, tangible and workable. His ability to take this topic 
and make it tangible allows us to do the things necessary to build successful 
relationships. His trust model and action steps are critical for any leader to 
learn and model.” 

- Coach Rick Kolster, CBC 
Founder/Chief Coaching Officer, Peak Performance Group 

“Dr. Solomon is the master of “Trust!”  The Book of Trust is his latest work and 
it is fantastic! Dr. Solomon’s Seven Laws of trust are explained in detail with 
precision and accuracy. How trust behaves, how it’s reciprocal and two-sided, 
all of this really hit home with me. He also explains his 7-step actionable 
process to develop trustworthiness, explaining not only what to do, but how to 
do it! I’ve known and worked with Dr. Solomon for some time now and his 
knowledge and experience in the field of building trust is unmatched. This 
book nailed it! A must read for business leaders, parents, or anyone needing to 
build trust in their lives.”  

- Matthew Brandt, The Accountability Cop, Author of Leadership 
Matters: 52 Key Principles to Positive Accountability 

 “Social science research finds the concept of trust to correlated with 
productivity, engagement, and overall health of employees. Neuroscience 
shows that humans need to belong to small groups, particularly ones whose 
members can be trusted, often resulting in higher levels of oxytocin amount its 
members, with a reciprocal effect of increased trust. Leadership must hire 
talented people that can be trusted with their decisions on how the company’s 
resources are utilized. Conversely, employees must trust their leaders to make 
optimal decisions effecting all stakeholders. Yoram has written an excellent 
book on how the organization builds trust and shares several real-world stories 
and leadership techniques to help you build trust within your firm.”  

- Dr. Dino Signore, Manager of Entrepreneurial Education 
The Edward Lowe Foundation 

Author: The Warning Signs of Organizational Decline      



 

 

“In my over 40 years in law enforcement, the last 18 as a Police Chief, I have 
learned firsthand of the importance of trust, both within our organization and 
with the public. Police Officers not only protect and serve the community, but 
also keep each other safe in a very difficult and sometimes dangerous job. The 
higher level a Police Department can engage the community to work in 
partnership, the safer they will be. This takes a high degree of trust between the 
Police and the citizens. Every new officer is given a great gift when they pin on 
that badge for the first time. That gift is the instant trust of our citizens, 
something they have not earned. In fact, it is given to them from all of those 
that have served before them, so they must dearly protect that in the manner 
in which they serve. Yoram Solomon’s The Book of Trust is a must read for not 
only those in law enforcement, but any profession.” 

- Greg Rushin, Deputy City Manager and  
Former Plano Police Department Chief 

“Our organization tripled in the last seven years. With that growth came an 
increase in our leadership circle that led to a need to understand each other 
better. Enter Dr. Yoram Solomon, trust expert extraordinaire! He led our 
leadership group through several sessions in trust learning activities, and I 
ultimately ended up with a bad habit to break and an accountability partner to 
rely on. Many of our participants were amazed by the process and the 
outcomes. Is this a one stop process? No. It’s ongoing because relationships 
take time to develop and habits need time to break.”  

- Dr. Rebecca Good, Superintendent & CEO 
Legacy Preparatory Charter Academy  

“Trust is important to me because it is the core of every relationship that I have.  
Dr. Yoram Solomon and I have had a professional relationship for over ten 
years, and it started with the foundation that we trusted each other.  Yoram is 
someone that I have gone to over the years for guidance and advice.  Yoram 
understands the depths of trust and how it can help people’s lives whether it be 
family, personal or business.  The Book of Trust is not only Yoram’s 12th book, 
but in my opinion, his best work to date.  It is a complete model for trust and 
for building trustworthiness.  I am forever indebted to Yoram for passing on 
his gift of knowledge in this area to me.”    

- Scott R. Cohen, Founder and CEO, CD Wealth Management 



 

 

 “It's impossible to properly serve the community without trust. Trust is needed 
among city council members who were elected, sometimes through adversarial 
campaigns. It is needed between elected officials and the professionals who run 
the city daily. Last, but certainly not least, trust is essential between the city and 
the community it serves. It's vital to not only promote trust and repair it when 
broken, but to also understand how to not lose it in the first place. The 
principles and lessons in The Book of Trust are essential to realizing the city’s 
true potential and achieving lasting success.” 

- Shelby Williams, Plano City Councilmember 

“Dr. Solomon’s book The Book of Trust is the Bible on the topic of Trust. His 
brilliance along with the sagacious insights on trust as expressed in his “seven 
laws of trust” will revolutionize both your personal and professional lives. With 
this book, Yoram has become the singular expert in the field of trust. This book 
is the culmination of his lifelong study of the topic of trust and will be without 
a doubt the most important book you will read in 2020, or possibly in your life, 
if you embrace it and allow his 7-step process of developing trustworthiness to 
be cultivated  in your life.”  

- Mike Bronsky, Executive Director,  
Bridge Builder Academy 

“My clients trust me to move their possessions to their new home hundreds of 
miles away, sometimes halfway across the globe. Needless to say, trust is the 
most important thing I can convey and deliver to our customers. Dr. Yoram 
Solomon is the TRUST WHISPERER. After a decade of research on trust and 
human nature, he has put together a wonderful collection of what trust is and 
how it “behaves.” All individuals and companies that strive to exhibit trust 
should embrace his 7-step process. Yoram has put his talents and experience 
together to write the perfect book for all professionals striving to reach that 
level of trust that leaves no doubt.” 

- Michael Gonzales, President, Armstrong Relocation - Dallas 

“In our practice of helping owners increase the value of their businesses, trust 
is everything. Positioning a company for growth and entering into the 
acquisition or transition market takes a level of openness and honesty that is 
not experienced in other areas. Neither we nor they can risk a lack of trust 
anywhere. The consequences could be devastating. It takes patience and a 
concerted effort beginning with the first interaction and permeating everything 



 

 

from that moment to establish, maintain and continue to build trust in order 
to achieve the best results. Yoram Solomon’s research, insight, and direction, 
as presented in The Book of Trust, has been invaluable to us in this all-
important area with our customers.” 

- Dave N. Sykes, Founder and CEO, New Paradigm Advisors 

 
 

  



 

 

 

Foreword by the Author 

It is zero two forty (2:40AM). Deep in enemy territory is a team 
of six special operators. Their silenced M4 rifles, typically painted in 
dark earth colors for desert fighting, are now painted in black. Their 
military-issued dog tags are covered with black duct tape. In fact, 
everything they are wearing is black, to avoid being seen. Through their 
night vision goggles they are observing every movement in a bullet-
riddled two-story building in front of them. But there is no movement. 
Everybody seems to be asleep, or maybe nobody in there? Intelligence 
indicated with more than 60% probability that the terrorists they are 
looking for, terrorists that plotted and executed attacks on Northern 
Israel, are there.  

After a few minutes, no movement is observed, and five of the six 
operators start making their way slowly and quietly to the building. Any 
noise that they might make would alert the residents of that building, 
and they will open fire at the Israeli soldiers, who are now in open 
terrain, with nowhere to hide. But they manage to reach the front door 
undetected. One of them, the demolition specialist, kneels by the door 
and quietly puts explosives by the hinges. The building has two 
windows. One of them is closed shut with cinder blocks and cement, but 
the other one is open.  

The five operators know that if they make any sound that will wake 
the terrorists up, he will show up at the window and see them. At that 
time, he will likely start firing with his AK47 at them, or worse: throw 
grenades. Either way, all five of them will be killed within the first few 
seconds of that firefight, and if they are not dead, they will be captured, 



 

 

tortured, and then killed. They are not 18 years old anymore, believing 
they are invincible. They are in their late twenties and early thirties. 
They have families and they aren’t carrying death wishes.  

Yet they are all focused on the door, getting ready for their actions 
once the door comes off its hinges. They are not even looking at the 
open window, because one of them stayed behind. 317 yards away, to be 
precise, behind an M110 sniper rifle with a 10x scope, is their sixth team 
member. His scope’s crosshairs are firmly set on that window. His 
breath is shallow. His finger is on the trigger, already pulling the first 
stage. There are only 0.8 pounds of trigger pull for the rifle to fire a 168-
grain bullet from the high-power 7.62mm NATO round into the 
silhouette that may appear in that window. Frankly, he could take this 
shot from 800 yards away. At 317 yards, the target area is almost 6.4 
times bigger. He knows that once a target appears in that window, he 
will aim 11 clicks above it to compensate for the ballistic drop and three 
clicks to the right to compensate for the wind. He knows that because 
he has trained more than five years as a marksman and because he fired 
more than 27,000 rounds through this rifle.  

The five operators by the door are not paying attention to the open 
window because they know he does. And they trust him. He has already 
proven his trustworthiness to them. They trust him not with $10. They 
trust him with their lives, literally and voluntarily. If a terrorist would 
appear in that open window and he misses the shot, they will die. There 
is no doubt about that.  

Trustworthiness is a very powerful quality. 

Enjoy the book, 

Yoram Solomon 

 

 



 

 

 
(Photo: Yoram Solomon, 1989) 
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Zakon, Gabi Pate for reconnecting me with Sam Johnson, and last but 
not least, my mentor and PhD dissertation committee chair Cortlandt 
(Corty) Cammann who, unfortunately, passed before he could see what 
I did with that one question he inspired me to use as my research 
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1. What is Trust? 

A Culture of Success 

In October 2008, the economy plummeted into what seemed, at the 
time, to be a death spiral. A year earlier, the Dow Jones was at an all-
time high of 14,164 points, and in October 2008 it passed through 
10,000 on its way to its 6,547-point bottom in March 2009. But in 
October 2008, there was no way to know that it will eventually bottom. 
At the same time, while working at Texas Instruments, I started hearing 
rumors of an impending major reduction in force. I felt that there was 
a distinct possibility that my position could be eliminated in that RIF. 
My older daughter Maya was nine years old and my younger daughter 
Shira was seven, and on top of everything, it was time for me to pick a 
topic for my doctoral dissertation. Through the residencies in my 
university I heard multiple times that “a good dissertation is a done 
dissertation.” I was told that only 25% to 31% of students who start 
working on their dissertation ever finish it. So, with that in mind, I 
aimed low. I wanted a topic that I could start and finish, get my doctoral 
degree, and move on with my life.  

But my mentor, Cortland (Corty) Cammann, had other ideas. As I 
proposed several dissertation topics to him, he kept knocking them 
down. Nothing was good enough for Corty. It was as if I was aiming too 
low, which I’ll admit that I was… He then told me that he wanted me to 
choose a topic that will improve my life and the lives of others. That was 
a pretty tall order. I was getting increasingly annoyed with the process 
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until he asked what would become a pivotal question in my life: “what 
pisses you off?” 

In my head, my reaction was going to be: “well, you!” but I somehow 
overcame it, and the words that came out of my mouth were: “why are 
people so much more creative when they work in startups than when 
they work in mature companies?” 

Then came a few seconds of silence, after which Corty said: “I think 
we have a topic.” 

You see, I have worked in many startups. Back in Israel, in Silicon 
Valley, startups that I joined, and even a startup that I started in the 
spare bedroom of our apartment in Kfar Saba, before we had the girls. 
But at the time of choosing a topic, I had been working for Texas 
Instruments for over six years. Texas Instruments, having more than 
35,000 employees, $14 billion in revenue, and 57 years in existence was 
anything but a startup. I felt the difference in the level of employee 
creativity and engagement but couldn’t put my finger on the cause.  

For the next two years, I interviewed people who have worked in 
both startups and mature companies in the U.S., China, Europe, Israel, 
and Canada. I analyzed what I learned and published it in a 348-page 
dissertation. After completing the first three chapters (introduction, 
literature review, and research methodology) I presented it to my 
dissertation committee, chaired by Corty, and they approved it. After 
two years of research, I submitted the fourth chapter (findings), and the 
committee approved it.  

On a Sunday afternoon, I called Corty to let him know that I had 
completed the fifth and last chapter (discussion). He suggested I send it 
to him, but I asked for one more week to clean it up a little. We agreed 
that I will send him the complete dissertation that he mentored me 
through by the end of the week.  
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However, Corty went to sleep on Monday night and didn’t wake up 
Tuesday morning. He died in his sleep. He didn’t get to see the 
completed dissertation, how I defended it, or get to attend my doctoral 
graduation ceremony. But he made a lasting impact on my life. That 
dissertation changed the course for the rest of my life, and I’d like to 
think that, as he would have wanted, it changed my life, and will change 
the lives of others. The dissertation was dedicated to him.  

In 2015, I turned fifty, and started wondering what I would do when 
I retired. I was an executive vice president of corporate strategy for a 
public technology company at the time. I realized that the three things 
I loved doing the most were to learn new things, to write, and to teach. 
It didn’t take long to realize that those were things I could do as my main 
source of income, too. Why do I have to wait until that arbitrary age of 
65, 70, or any other number? Why wouldn’t I do that now? So, I did. 
This is my 12th book, and it joins hundreds of articles, and hundreds of 
workshops and keynotes I have delivered. I found what I was going to 
do for the rest of my life. And it all started with my doctoral dissertation, 
mentored by Corty. May he rest in peace. 

 

But what does all of it have to do with trust? Keep reading.  

One of the most annoying questions I got after telling people about 
my doctoral research was: “well, what is it?” What makes people so 
much more creative in startups than in large, mature companies?  

This question was it annoying because I spent two years and wrote 
348 pages in answering this question1, and you expect me to give you 
the answer in two sentences??? 

But, over time, I realized that I could give the answer with two 
words: innovation culture.  
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Against every case in which a participant in my study reported 
being more creative in a mature company, six described the opposite. 
The factors with the largest positive impact on employee creativity were: 

• The autonomy they received 

• External challenges they were exposed to  

• The ability to see the big picture  

• Their ability to know what impact they made on the success of 
the team or the company 

• The respect they held for their supervisor, and; 

• The dynamics in their team.  

The factors with the largest negative impact on employee creativity 
were internal challenges and formalization2.  

It took me several more years to refine those categories. I now see 
them as vertical factors (across hierarchical lines between leaders and 
followers) and horizontal factors (between team members at the same 
hierarchical lines). This was also the time in which I realized that the 
culture in the organization affected much more than creativity and 
innovation. It affected productivity and overall performance.  
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Leadership & Followership  

A positive vertical culture takes place when leaders give their 
followers autonomy, and when followers hold themselves accountable. 
Both of those roles require risk-tolerance. A leader who gives autonomy 
is willing to let employees experiment, try new things, and fail, without 
adverse consequences. An accountable employee is willing to try new 
things and fail, without fear, because that’s the right thing to do.  

A negative vertical culture happens when leaders use bureaucracy, 
formalization, and policies to control employees. We often like to call it 
micromanagement. It happens when failure carries adverse 
consequences to the employees, to the point in which they are afraid to 
even try. As a result, those employees will engage in CYA (cover your 
ass) behavior and will do only what the company policies or their boss’s 
precise instructions say. They will exhibit zero accountability and will 
never try new things, even if they knew those were the right things to do 
for the company, due to fear of the consequences. Because nobody ever 
got fired for choosing IBM…  

 

Teamwork 

The second dimension of a culture of innovation is the horizontal 
one, the one that involves peers or colleagues at the same organizational 
level. We call it teamwork.  

One day, as I was still thinking about how to describe the teamwork 
aspect of culture, I stepped into an Einstein Brothers bagel shop for 
lunch. Two Israelis were sitting by the window arguing. You couldn’t 
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miss it because they were raising their voices at each other. Other 
restaurant patrons couldn’t understand what they were saying, as they 
were arguing in Hebrew. But, being born and raised in Israel, I 
understood every word. Soon, they started using their “outside voices,” 
causing other people in the restaurant to move away from them. 
Nobody would tell them to lower their voices, though. I was fascinated. 
Their argument, although using some high tones, was not personal. It 
wasn’t emotional, albeit it was passionate. It was professional. They 
obviously had opposing thoughts about a project they both had worked 
on, and were arguing their positions, but at no point I felt that their 
argument became personal, emotional, or irrational.  

At some point they realized that people were looking at them, felt 
embarrassed, and lowered their tones. I just smiled, because they helped 
me realize what made for good teamwork: the ability to conduct a 
constructive disagreement. The type of disagreement where you can 
passionately argue, but never let it become personal, and you never let 
yourself become emotional or irrational.  

And like the opposite of autonomy was bureaucracy and the 
opposite of accountability was CYA, I wondered what was the opposite 
of constructive disagreement.  

We have plenty of examples for that. On one hand, it’s destructive 
disagreement. It’s when a disagreement stops being professional and 
becomes personal, causing both sides to become emotional and 
irrational. This is when you are stupid, and not your ideas anymore. 
This is the level of political polarization we have today. But there is yet 
another undesired type of disagreement: The politically correct one. 
Don’t get me started on that one again. I already started when I 
published my 8th book, Cause of Death: Political Correctness, in 2018. 
The politically correct argument is characterized by avoiding the 
controversial issues. It’s when we hold the meeting before the meeting, 
the meeting after the meeting, but not the meeting during the meeting. 
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It’s when we care less about the essence of our argument and more about 
how we appear to interact. It’s when our words and our nonverbal 
communications convey different things.  

And there you have it. A culture of innovation and productivity is 
characterized vertically as leaders who give their followers autonomy 
and as followers who assume accountability, and it is characterized 
horizontally as exercising constructive disagreement. But what gives 
you the ability to practice those? 

 

Voluntary Vulnerability, Feedback, and Receptivity 

You must be capable and willing to do three things. The first is to 
be vulnerable. It is your willingness to ask stupid questions and suggest 
stupid ideas. How many times did you not ask a question, or did you 
not suggest an idea because you were afraid it would make you look 
stupid?  

I was very specific in referring to this as voluntary vulnerability, and 
the distinction is important. One morning, as I was waiting to meet 
someone at a restaurant, I noticed two people sitting at the table next to 
me. The man appeared to be a hiring manager, and the young woman 
who joined him a few minutes after he arrived appeared to have been an 
applicant to a position in his group, reporting to him. I noticed that 
some of the questions he asked were somewhat personal, and possibly 
beyond the scope of a professional working relationship. Now, don’t get 
me wrong. I keep very few things personally, and in general I’m very 
open and allow myself to be vulnerable. Voluntarily. However, when 
she replied to his questions, I could feel the apprehension in her tone of 
voice and body language. She answered his questions but wasn’t 
comfortable doing it. She answered them because she wanted the job, 
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not because she wanted to answer them. She allowed herself to be 
vulnerable but not voluntarily. This is an important distinction, as the 
type of vulnerability required to build a culture of innovation and 
productivity is voluntary vulnerability, and not an involuntary one.  

The second thing you must be able to do is to provide direct, non-
sugarcoated feedback. You know that you don’t agree with everything I 
say. You know that you have feedback, and you will not just keep it to 
yourself. The only question is whether you will provide it to my face, or 
behind my back. If you disagree with something I said or did and didn’t 
tell me, we won’t be able to hold a constructive disagreement.  

And finally, you must be receptive to the feedback that you get. You 
may not accept it, and you may not agree with it, but you must be 
receptive to it. When I became an executive in a public technology 
company in Silicon Valley in 2000, I participated in the monthly 
executive retreats. Part of those retreats was the “hot seat” session. Each 
one of us, in his or her turn, would sit at the “hot seat” and receive 
feedback from the other executives on the team. I still remember the 
words of Tom Capizzi, the vice president of human resources in that 
company, who said, “remember that 10% of the feedback you are about 
to hear is real, but 100% of it is real in perception.” You must accept the 
feedback that you are getting either as real, or as how people see you. 
But you can’t argue with the fact that this is their perception.  

 

The Foundation of Everything 

It’s great to sit here, on the other side of this book, and tell you what 
you must do. You must give autonomy as a leader. You must hold 
yourself accountable as an employee. You must be willing to hold 
constructive disagreements. But the reality is that you can’t do any those 
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without the next three. Of course, it’s also very easy for me to say that 
you must be willing to be vulnerable (with your boss, your employees, 
and your peers). You must be willing to provide direct feedback, and 
you must be receptive to that feedback from others.  

But I really can’t make you do any of those things. You must be 
willing to do those voluntarily. Not because I said you must.  

First, I must explain why you may not be willing to do any of those. 
It’s simple: it’s because of fear. Fear is really your unwillingness to accept 
the negative consequences of doing any of those. The reason you will 
not give your employees autonomy to try things is because you are 
afraid of the consequences to you from their potential mistakes. After 
all, the buck stops with you, and a mistake made by your employees is 
your responsibility. The reason you will not hold yourself accountable 
and try things for which you didn’t get specific permission is because 
you are afraid of the consequences to your job security, livelihood, your 
ability to pay the rent and have health care insurance. The reason you 
will not be willing to be vulnerable with the others because you are 
afraid of what they will do with the personal information you just 
provided them. Will they use it against you? Will they tell others how 
stupid your idea was? Will they make fun of you behind your back? The 
reason you will not be willing to give direct feedback is because you are 
afraid of how the others will take your feedback. Will they take it 
personally and become emotional and irrational? Will they retaliate? 
Will they try to hurt you in return? Finally, the reason why you will not 
be receptive to feedback you get is because you are afraid of the hidden 
agenda behind that feedback. You are afraid that accepting that 
feedback will hurt you.  

Let’s summarize, the reason people don’t do any of those things 
which are the foundation for a productive and innovative culture is fear. 
What is fear, then? It is the perception of the risk that you expose 
yourself to. And what helps you mitigate that fear?  
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Trust! 

 

Often, prospective customers ask me about our work in building 
trust. Is it better than other methods to improve productivity, efficiency, 
innovation, or other positive characteristics in their organization? How 
does our trustworthiness model compare to what other consulting firms 
offer? My answer is simple. Have you ever seen images of an area that 
has been hit by a tornado? Everything is destroyed and scattered. Cars 
are flipped over. Even large 18-wheel trucks. Homes are shredded into 
pieces, blown by the wind. Only one thing remains intact.  

The foundation. That concrete slab didn’t move an inch. It’s as if it 
couldn’t care less about the tornado that had just passed by.  

I explain that all those methods to improve the organization are 
great, but if you start with them, it’s like building your house starting at 
the second floor. I discovered this when I helped companies generate 
new ideas to find that those ideas didn’t stick. They didn’t stick because 
those companies didn’t have a culture of innovation. But they didn’t 
have a culture of innovation because they didn’t have trust. You must 
start building your house at the foundation. Only once you have a solid 
foundation, you can build the first floor. And only once you have built 
the first floor, you can build the second one.  

Before you want to deploy any of those methods to improve your 
organization (in any possible way), build a foundation of trust first.  

 

 

 



 

33 

Fear, Risk, and Trust 

We can’t have an intelligent discussion about trust before we have 
a clear definition for the term. I will spare you the dictionary definitions 
of the word because, frankly, I personally find them to be extremely 
useless.  

To better understand the importance of trust, we must first define 
a few terms and explain the relationships between them. Specifically, the 
terms risk, fear, safety, and danger.  

Risk is the possibility of suffering negative consequences. The 
higher the risk, the worse the potential negative consequences are. 
Dictionaries define of risk as “exposure to danger.” You will see from 
the following chart how risk and danger interact. Your exposure to risk 
can be voluntary, or involuntary. When you lend me $10 under the 
promise that I will return it back to you, the worst possible negative 
consequences are the loss of those $10. The risk may involve hurting 
your ego, too. When you jump of a ledge tied to a bungee cord, the risk 
is to potentially lose your life. Here, we look at risk as absolute and 
objective. It really doesn’t matter how you perceive it, but the risk 
remains the same. The worst thing that might happen to you when you 
jump with a bungee cord is that you die. Even if you don’t believe it.  

Fear is your reaction to the risk. It is the product of your 
understanding of that risk, and to the significance you give to the 
potential negative consequences. Some people may not be afraid of 
certain risks because they don’t really understand them. Maybe they 
don’t understand that the possible negative consequences of certain 
actions are as much as they objectively are. Maybe they do understand 
the negative consequences, but just don’t attribute much impact to 
them. For example, losing $1,000 may not be a big deal for some people, 
but could be devastating for others. Therefore, we look at fear as relative 
and subjective.  
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And now, let’s define the word trust.  

In 1995, Authors Roger C. Mayer and James H. David of the 
University of Notre Dame and F. David Schoorman of Purdue 
University wrote one of the most cited articles on the topic of 
organizational trust3. They proposed that trust is needed because 
working together involves interdependence between two or more 
people. I would expand on that definition a little. I believe that the 
definition of trust should include trust in yourself (not only other 
people), trust in things (which are hardly likely to trust you back), trust 
in God, and the fact that trust can be asymmetrical, meaning that one 
person may trust another person to a different degree than the other 
person trust the first one.  

But it is their definition of the term trust that I would like to provide 
here. They defined trust as:  

[T]he willingness of a party to be vulnerable to the actions of another 
party based on the expectation that the other will perform a particular 
action important to the trustor, irrespective of the ability to monitor 
or control that other party. 

Having researched multiple scholarly definitions of the term, I 
decided to provide my own definition: 

 

With this definition of trust, I have created a diagram that would 
help you visualize the relationships between risk, fear, trust, danger, and 
safety: 

Trust: The level to which you are willing to accept the 
potential negative consequences of giving control over 
something you have to another person. 
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When you have no risk, you also have no fear and therefore no need 
for trust (because you don’t need to trust anything if there are no 
possible negative consequences and that you are not afraid of it). As the 
objective risk grows, so do the subjective fear of it and the level of trust 
required to mitigate that fear.  

For now, let’s take out the subjective “conversion” of risk into fear, 
and assume that there is an average line for all people. The area above 
that line is be considered the safe zone. This means that you have more 
you can trust (whether yourself, God, things, or other people) than the 
risk/fear that needs to be mitigated by trust. On the other hand, the area 
below that line represents the danger zone. It includes all the instances 
in which the level of risk (and fear) is not mitigated by enough trust you 
have. In other words, safety is what you feel when you have more trust 
than risk/fear, and danger is what you feel when you don’t have enough 
trust to mitigate the level of risk/fear you are exposed to.  

You can choose how much risk you are willing to expose yourself 
to. In other words, you can decide where you want to put yourself along 
that line that correlates fear and trust to risk.  
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When you are willing to be vulnerable with a team member, you are 
assuming risk. The risk that what you tell your team member will be 
disclosed to other people, making you look bad, ridiculed, or worse. 
You, and only you can decide how afraid you are of that risk (the 
negative consequences of your vulnerability being abused). The trust 
that you have in your team member allows you to overcome that fear 
and assume that risk. Your willingness to do so will allow you to ask 
stupid questions, suggest stupid ideas, hold constructive disagreements, 
and increase creativity and productivity in your team.  

When you are willing to provide your team member with direct 
feedback, you are assuming risk. The risk that your team member will 
take your feedback personally and not professionally, will become 
emotional and irrational, and somehow hurt you. The trust you have in 
that team member will allow you to assume that risk. Your willingness 
to do so will improve the quality of ideas generated by your team 
members and, once again, will increase creativity and productivity in 
your team.  

When you are willing to give an employee the autonomy they need 
and let them take risks and experiment, you are assuming risk. The risk 
of the consequences from your employee failing. The trust you have in 
your employee will allow them to succeed or to learn from their 
mistakes. Either way, you will increase creativity and productivity in 
your team.  

And when you are willing to be accountable and try new things even 
if your boss didn’t approve those in advance because you know you are 
doing the right thing, you are assuming risk, and overcoming your fear 
of it by trusting your boss.  

In all of those examples, and as the graph shows, you can see that 
the more risk you are willing to take, the more progress will be made 
and the better organizational culture you will have through higher 
degrees of using autonomy, accountability, and constructive 
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disagreement through more vulnerability, feedback, and receptivity. As 
the saying goes: no risk, no reward.  

I should note here that where you decide to be on that line that 
correlates trust and fear to risk is determined not only by how much risk 
(and thus fear) you are willing to accept, but is also determined by how 
much choice you have in taking that risk. Say you just suffered a heart 
attack. Does it really matter how afraid are you of open-heart surgery? 
Does it matter whether you are willing to take the risk of that surgery or 
not? You may simply not be in a position to determine how much risk 
you are willing or unwilling to take. 

But the angle of this line can be different for different people, and 
there are two more parameters that would change the angle of that line.   

 

The first is a person’s risk tolerance profile. Some people are less 
afraid of things. Some people are less afraid of dying. Some are more 
afraid of not waking up from anesthesia than others, even though the 
same statistics apply to all. They would have more fear for the same 
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amount of risk. As a result, they will need more trust to compensate for 
that risk.  

The second is the person’s estimation (sometimes due to different 
levels of understanding) of the risk. Some people may underestimate the 
risk less than others. When they underestimate the risk, they will tend 
to fear it less, and will not need as much trust to compensate for that 
risk. When they overestimate that risk, they will tend to fear it more, 
and will need more trust to compensate for it.  

In summary, the interaction between those terms are as follows:  

• Risk is objective.  

• Fear is subjective. It is determined by your risk tolerance profile 
and by your over/underestimation of the risk.  

• Your willingness to move up and down along the level of risk 
depends on two things: whether you have a choice of where to 
be along that line or not, the level of trust you have that will 
keep you above the line, in the safe zone, and away from the 
danger zone.  

• If you have enough trust (in yourself, in God, in things, or in 
other people) to keep you above the subjective level of fear you 
have of the objective level of risk that exists, you feel safe. If you 
don’t have enough trust, you feel danger.  
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About This Book 

Back in 2015, I started speaking about trust. In conferences, 
companies, non-profit organizations, and really to anyone who would 
listen. You could say that this book has been in the making for four 
years. Yet, I didn’t write it until now. I wrote four books about trust 
before this one. One of them (Culture Starts with YOU, Not Your Boss!) 
told nine functional short stories based on real events. Three of them 
(the first three in the series Can I TRUST You?) offered 187 habits that 
will help you become a trustworthy leader, team member, and 
salesperson. But it wasn’t until now that I felt ready to write this one.  

I wrote this book with three purposes in mind. The first was to give 
you the tools to build trust in your team. The second was to help you 
become more trustworthy, and the third was to improve your ability to 
know who to trust and, maybe even more important, who not to trust.  

If you build trust in your team, your team will be more creative, 
innovative, productive, and generally more effective. It will be a team 
that will be fun to work in. It will be a team that will be the subject of 
envy by the rest of the company. Everyone would want to work in your 
team. Your team members will be among your closest friends and 
working in that team will not feel like work.  

If you increase your trustworthiness, your boss will give you the 
autonomy you desire to determine how to do your job. Your employees 
will be willing to walk through fire for you. Your colleagues will know 
that you have their backs, and in return they will have yours. Your 
customers will be loyal. They will buy from you without hesitation even 
if your prices are higher than your competitors’ prices. Your marriage 
will last through sickness and health, through good times and bad. Your 
children will tell you everything and keep no secrets from you.  

If you know who to trust, you can save a lot of time, money, and 
avoid heartburns, because you will trust people who are trustworthy. 
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People who should earn your trust. And they will justify the trust you 
have in them. You will not have to spend time micro-managing them. 
You will not have to check the quality of their work. They will help you 
mitigate whichever risk and fear you might be facing, and you will worry 
less. They will simply deliver on every promise they made and exceed 
your expectations. They will come to you with problems before it’s too 
late. They will keep you safe.  

And finally, if you know who not to trust, you will avoid the negative 
consequences of trusting someone you shouldn’t.  

Marcela Zavala Taylor was a banker with Grupo Financiero Monex 
in Mexico. For more than six years, she gained the trust of Kathy and 
Jim Machir, who retired in 2012 and moved from San Diego, California 
to San Miguel de Allende, a small mountain town northwest of Mexico 
City. She gained not only the trust of the Machirs, but also that of Jim 
and Kelly Karger and the trust of at least nine more American families 
who banked with her, including her American-born aunt, Lani Van 
Petten. And they trusted her to the extent of more than 7 million dollars. 
Until one day in June 2019, they stopped getting their bank account 
from the bank she worked in. Their entire life savings disappeared, and 
so did Marcela.4  

But I didn’t have to go to Mexico. On December 11, 2008, the FBI 
raided the offices of Bernie Madoff and arrested him, after he cheated 
his 4,800 clients out of $64.8 billion of their life savings.  

Knowing who not to trust will save you from losing all your money 
like that. You can avoid giving money to someone who will not do the 
job. You can avoid putting your career at risk by giving autonomy to an 
employee who will abuse it. You can avoid the shame resulting from 
sharing intimate information about you with someone who will later 
share it with others.  

Do you see where I’m going with this.  
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This book is based on my experience in high-trust environments, as 
well as low trust environments. It is based on working with clients who 
suffered low trust and identifying the sources of their issues. Almost 
always, no matter what problems the client described, if you dig deep 
enough, the source of the problem is lack of trust somewhere. It is based 
on original research conducted by me since 2015 and goes back to the 
research I conducted for my PhD dissertation on Creativity and 
Innovation Culture in 2008. It is also based on work and research done 
by others, which I attributed to the source. Some of the research cited 
in this book was criticized and challenged later by others. My research 
is subject to be challenged by others. During my doctoral studies, I 
focused on gaining the most research skills and capabilities I could, 
which would not only become helpful in my own study but would also 
become helpful in evaluating research done by others. I can tell you that 
you can find flaws and shortcoming in every research done. Nothing is 
perfect. All I ask you is to consider the big picture of all those pieces 
coming together, instead of challenging every individual component. 
Finally, this book is also based on interviews I conducted with people 
who had operated in environments and situations that require a very 
high level of trust, where lack of trust can cost lives. Literally.  

Beyond my firsthand experiences and the original research I had 
conducted, this book is also based on research conducted by others 
before me (attributed respectively), but also through interviewing 
people who were in a position to understand trust thoroughly, trust 
others with their lives under the most unforgiving of circumstances, or 
asked people at the most vulnerable times in their lives to trust them. 
Those include the former police department chief Greg Rushin, who 
experienced those circumstances as a starting sheriff deputy, then a 
member of a SWAT team, an FBI special agent, and finally a police 
department chief. They include the experiences of Sam Greif, the chief 



THE BOOK OF TRUST 

42 

of the most accredited fire department in the U.S. who had to, as a 
firefighter, rely on his teammates when running into a burning 
building. They also include the stories of two veterans: Floyd McLendon 
who served fifteen years as a Navy SEAL and had to turn his back to the 
fire because he had to watch the backs of his SEAL Team One buddies, 
and retired Air National Guard Lt. Col. Kevin Sweeney who 
commanded a KC135 airborne tanker when he lost both engines under 
the left wing and asked his crew to trust him and not bail out as he lands 
the plane, which he did successfully. Finally, I included experiences 
from a special friend of mine, Eymi Bouni, one of the leading divorce 
attorneys in Israeli, who told me about the breakdown in trust that is 
the leading, if not the only reason for marriages to fall apart, and the 
trust that her clients had to have in her when telling her their story and 
asking her to protect their interests.  

 

This book has four main parts. You are already about halfway 
through Part I. The objective of this part is to create a new language 
through defining trust and showing you why trust is important, but also 
how trust has declined over the last several decades.  

Part II provides you with the seven laws of trust, in which you will 
understand how trust “behaves.” 

Part III explains a new model of trust I have recently developed. 
This model is general and applies to every relationship you are part of. 
The model is dynamic and assumes that trust evolves over time (for 
better or worse), and that trust is relative, not absolute. Finally, it shows 
you why your focus must be on your own trustworthiness as the only 
building block of trust you can control.  

Throughout parts I through III you will see inserts that will allow 
you to apply the specific issues in three areas. One is “Building Trust in 
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a Team,” which proposes actions you can take to build trust in your 
team or organization. The second is “Becoming Trustworthy,” which 
shows you how to increase your own trustworthiness, and the third is 
“Knowing who to Trust” which shows you how to determine the 
trustworthiness of another person.  

Once you understand the model, Part IV helps you develop your 
own action plan to increase your own trustworthiness. It will explain 
how to build new habits, and direct you on how to find what those 
habits must be. If you follow the advice in Part IV, you can increase you 
own level of trustworthiness. As a result, you will increase the trust that 
others have in you. That, in turn, will increase your ability to hold 
constructive disagreements with your peers, your boss’ willingness to 
give you autonomy, your employees’ willingness to be accountable, and 
your customers’ willingness to buy more from you and pay you more. 
Because they will all trust you more.  

Part IV focuses on the how, but not the what. While ten key habits 
are proposed and explained in some level of detail, the list of habits is 
far from being complete. For that purpose, I would refer you to a series 
of mini-books I am publishing, called Can I TRUST You? Each book in 
the series applies the concepts of the trustworthiness-building model to 
different roles and different contexts. For example, one book offers 
50+1 habits that will make you a trustworthy salesperson. Another 
offers 70+1 habits that will make you a trustworthy leader, and yet 
another offers 67+1 habits that will make you a trustworthy team 
member. Why +1? It’s not because I can’t add 50+1, 70+1, or 67+1. I 
really can. It’s because the last one is special. So special that it is covered 
in this book as well, at the end of Part IV.  

I wish I could suggest that you start with Part IV. Skip everything 
until then. Unfortunately, without an understanding of the model, the 
plan of action may just not make sense. You might choose the wrong 
habits or implement them inappropriately and unsuccessfully, with 
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little to no impact on your personal and professional relationships and 
success. So, don’t skip Parts I through III.  

Appendix A in the book provides you with five pledges that I have 
offered companies that needed to increase trust. Those are pledges 
made by all employees and leaders that could generally make a 
significant improvement in trust within the company. The pledges 
address feedback, leadership, accountability, effective meetings, and 
effective communication.  

Appendix B in this book is optional. If you don’t like math, skip it. 
It will neither add to your understanding of trust nor to the quality of 
your action plan. It is a different way viewing the model, though. It is a 
summary of my attempt to describe the development of trust in a 
mathematical set of equations. It represents a four-year effort. If you 
like math, then, by all means, read it.   

You will notice that not all chapters are at the same length. I didn’t 
see a need to add text where I didn’t have to, and I didn’t see a reason to 
cut important information only because the chapter was long. The 
chapters are divided the way they are based on the level of information 
and not the number of words in them.  

 

I have three final notes for you. First, I want to make sure that you 
understand that my objective in writing this book was to teach you how 
to become trustworthy. Two derivatives of knowing how to be more 
trustworthy are knowing how to build trust in your team and knowing 
who to trust. My objective was not to teach you tricks that will make you 
appear to be trustworthy and fool your colleagues, boss, employees, 
customers, constituents, spouse, children, parents, or any other person 
to think that you are trustworthy when you are not. This is a perfect time 
to distinguish between the terms trusted and trustworthy. You could be 
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trustworthy and still have nobody trust you, because they don’t know 
you yet, or are not in a situation with you in which they must trust you. 
On the other hand, you could be trusted but not trustworthy. That’s the 
situation I hope to avoid with this note. This is what happens when you 
trick someone to think they can trust you, gain their trust, and then 
abuse it.  

Second, by writing this book I do not proclaim to be the most 
trustworthy person to walk this planet. In fact, I do not claim to be 
trustworthy at all. I also don’t claim to be the most trusting person, 
either. I do, however, claim to know a lot about trust and 
trustworthiness. 

Finally, the work that is incorporated in this book is, and will 
continue to be, work in progress. Over the years to come I will continue 
to refine the model, add examples, and correct parts that will not pass 
the test of time. While I wrote this book while already a few years into 
my journey of studying trust, this journey is far from over. Future 
editions of this book will also incorporate insights I gain from 
implementing this framework and model. I would welcome any 
comments you may have upon reading this book. Even if only to point 
out a typo. I’m not perfect.   
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