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Abstract  

Psychological safety is an important feature that enhances employee innovation and creativity in 

today’s organisations. It’s a place where employees may freely voice ideas, ask questions, share 

concerns, and take interpersonal risks without fear of judgment, punishment, or negative 

repercussions. The study investigates the link between psychological safety, organizational culture, 

leadership behaviours, communication strategies and employee engagement to understand the 

function of psychological safety in fostering employee innovation and creativity. A survey of 

employees across diverse organizational settings was conducted, employing a quantitative research 

technique. Statistical analyses included descriptive statistics, correlation and regression analysis to 

explore the influence of psychological safety on inventive and creative work behavior. This study 

investigates the impact of psychological safety in promoting employee innovation and creativity. 

Psychological safety is the ability for employees to speak out with ideas, take risks and share thoughts 

without fear of negative repercussions. Survey-based data and statistical analysis show a substantial 

positive association between psychological safety and creative work behavior. The results show that 

leadership support, open communication and collaborative workplace practices result in better levels 

of creativity and innovation among employees. The research finds that firms that want to increase 

employee performance, inspire creativity and achieve sustainable growth need to provide 

psychological safety. 

Keywords: Leadership, Employee Creativity, Employee Innovation, Organizational Culture, 

Psychological Safety. 

INTRODUCTION  

In the present competitive corporate world, firms are looking for strategies to improve creativity and 

innovativeness among personnel. These are qualities that are urgently needed not just to stay 

competitive, but also to solve issues and to promote sustainable growth. Key to building such an 

environment is the idea of psychological safety, a term coined by Harvard Business School professor 

Amy Edmondson, which refers to a shared belief that team members or employees in an organization 

will not be embarrassed, humiliated, or punished for speaking up, taking risks, or sharing their ideas. 

Psychological safety is the foundation for employees feeling appreciated, respected and comfortable 

enough to share their unique ideas and insights. This setting allows for experimenting and risk-taking, 

two important ingredients of creativity and invention. In most companies, the tension between the 
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demands of performance and openness is, while crucial, a stifling of innovation for fear of failing or 

being chastised. Therefore, an understanding of the function of psychological safety in promoting 

creativity and invention is not only theoretical, but vital. The present paper aims at exploring how 

psychological safety might affect creative thinking and innovative behavior, through which 

mechanisms and by what means of organizational outcome, and most importantly, it will introduce 

various strategies towards creating a work environment with psychological safety so that workers can 

tap their potential completely. 

Understanding Psychological Safety  

Psychological safety is the perception that the work environment is safe for social risks. The team 

members feel free to speak up, ask questions, and admit mistakes without fear of punishment. It is a 

critical part of open communication and trust, and a foundation of study in organizational behavior 

In these early research, teams with a high degree of psychological safety were more likely to learn 

from their mistakes and adapt to change. Psychological safety lets people push back on the status quo 

and walk outside their comfort zones, which is a must for creativity in today’s fast-moving workplace. 

Even strong teams might be susceptible to groupthink or a fear-driven culture that kills creativity and 

invention without psychological safety. 

The Link Between Psychological Safety and Creativity  

The freedom to think differently and take intellectual risks encourages creativity Psychological safety 

helps to lessen fear of criticism or failure and allows employees to engage creatively with obstacles. 

According to if employees feel psychologically comfortable at work, they are more likely to 

brainstorm and experiment. Psychological safety allows people to question the existing quo in 

constructive ways and collaborate, which is critical for creativity. Without this safety, employees 

follow protocols and eschew novel ways, which hinders innovation.Carmeli et al., 2012 

Psychological Safety as a Catalyst for Innovation  

“Psychological safety is at the heart of innovation, or the implementation of new ideas. In high-

psychological safety situations, employees can debate, suggest and test new ways without fear of 

penalties. According to a Google “Project Aristotle” study, the most important characteristic of a high-

performance team is psychological safety, which facilitates knowledge exchange and creativity. It 

offers an open learning environment, constructive criticism and tools to enhance and implement 

innovation. This atmosphere speeds invention and enhances its quality since it gives room for several 

opinions to be heard. 

Barriers to Psychological Safety in the Workplace  

Working your way to psychological safety is hard work, but it’s worth it. The most visible are fear of 

failure, hierarchical hierarchies and performance-oriented short-term cultures. When criticism or 

punishment is regular, employees often do not speak up and thus stifle creativity and innovation 

Cultural differences can also impact psychological safety.” If a culture has a high power distance, 

employees might not question authority and provide new ideas, which can worsen the problem. 
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Organizations aiming for the advantages of psychological safety must identify and dismantle these 

barriers. 

Strategies for Building Psychological Safety  

Intentional leadership is needed for psychologically secure environments. Trust-building and 

inclusive attitudes of the leaders make them crucial. Examples include listening to employees, 

encouraging questions, and viewing mistakes as learning opportunities. Team development, open 

communication and polite interaction are needed for effectiveness. It incorporates emotional 

intelligence and conflict resolution seminars to help workers develop interpersonal skills. 

Incorporating psychological safety into organizational rules and practices may help companies to 

nurture creativity and innovation. 

Implications for Organizations and Future Research  

The relationship between psychological safety, creativity and innovation is critical for the success of 

any firm. Psychological safety promotes engagement, happiness, and creativity at work, offering 

firms a competitive advantage. The intricacies of psychological safety in different contexts, virtual 

teams and crosscultural companies are still not well understood. Further research should offer better 

insights and practical recommendations for organizations facing globalization. 

Objectives Of The Study 

1. To assess the level of psychological safety perceived by employees within the organization.  

2. To analyze the relationship between psychological safety and employee innovation.  

3. To evaluate the impact of psychological safety on employee creativity.  

4. To identify the organizational factors that contribute to psychological safety, such as 

leadership behavior and communication practices. 

LITERATURE REVIEW  

A review of literature is a systematic examination of previous research related to a specific topic. It 

helps researchers understand existing theories, findings, research methods, and knowledge gaps while 

providing a strong foundation for the current study. Psychological safety is an important concept in 

organizational behavior that refers to employees' belief that they can express ideas, ask questions, 

share concerns, and take interpersonal risks without fear of criticism or negative consequences. A 

psychologically safe work environment encourages trust, open communication, collaboration, and 

continuous learning.Employee innovation and creativity are essential for organizational success in 

today's competitive environment. Previous studies have shown that psychological safety promotes 

knowledge sharing, creative thinking, innovative work behavior, and teamwork. Employees who feel 

safe are more likely to suggest new ideas, experiment with different approaches, and contribute to 

organizational improvement.This literature review examines previous studies on the role of 

psychological safety in enhancing employee innovation and creativity, highlighting key findings, 

major contributions, and research gaps that provide the foundation for the present study. 
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Kessel, Kratzer, & Schultz (2012) Kessel et al. (2012) investigated the influence of psychological 

safety on knowledge sharing and creative performance within healthcare teams. The study was 

conducted using survey data collected from 73 patient-centered healthcare teams. The researchers 

examined whether psychological safety encouraged employees to exchange information and 

expertise, thereby improving team creativity. The findings revealed that psychological safety 

significantly enhanced both information sharing and know-how sharing among team members. These 

knowledge-sharing behaviors acted as mediators between psychological safety and creative 

performance. Employees who felt comfortable expressing ideas and discussing mistakes were more 

likely to collaborate effectively and contribute innovative solutions. The study concluded that 

organizations should foster psychologically safe environments to maximize employee creativity and 

innovation. 

Gong, Cheung, Wang, & Huang (2012) Gong et al. (2012) explored how employee proactivity 

contributes to creativity by integrating psychological safety and information exchange into a 

comprehensive theoretical framework. The study collected time-lagged data from 190 employee-

manager pairs working in a retail organization. The results demonstrated that proactive employees 

actively sought information and developed trust-based relationships with supervisors and coworkers. 

These relationships increased psychological safety, enabling employees to share unconventional ideas 

without fear of criticism. Consequently, psychological safety positively influenced employee 

creativity by facilitating open communication and knowledge exchange.  

Baer (2012) examined why creative ideas often fail to be implemented in organizations despite 

employees generating innovative solutions. The study involved 216 employees and their supervisors 

across various organizations. The findings indicated that generating creative ideas alone does not 

ensure successful implementation. Employees were more successful in implementing innovative 

ideas when they expected positive outcomes from their efforts and possessed strong interpersonal 

relationships that encouraged support and collaboration. The study emphasized the importance of a 

supportive organizational climate that minimizes interpersonal risk and encourages idea 

implementation.  

Da Silva and Oldham (2012) investigated factors influencing the successful implementation of 

employee-generated ideas. Using data from 93 employees, the researchers examined how 

psychological safety, coworker support, and employees' intention to remain with the organization 

affected idea adoption. The study found that psychological safety significantly strengthened the 

relationship between idea generation and idea implementation, particularly for highly innovative or 

radical ideas. Employees who perceived greater psychological safety were more willing to present 

bold suggestions and pursue their implementation because they were less concerned about criticism 

or negative consequences. 

Psychological Safety and Creativity  

Risk-taking environments enhance creative thinking, defined as the ability to generate novel and 

useful ideas (Amabile & Fisher, 2012). Psychological safety lowers the anxiety of failure and 

judgment, making it easier. Psychological safety allows for open, honest communication and 

constructive critique, leading to innovative issue solving note that in psychologically safe 
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environments people are more likely to talk about zany ideas and to try new things, both of which are 

crucial for creativity. Research suggests that psychological safety boosts creativity by reducing stress 

and enhancing belonging. Valuing and respecting others may enhance creativity and innovation. 

Psychological Safety as a Driver of Innovation  

Innovation takes teamwork and experimentation to turn creative ideas into reality. This kind of 

exercise is made possible by psychological safety. According to Google’s “Project Aristotle”, 

psychological safety was the most important characteristic of high-performing teams’ performance. 

Research shows that psychologically safe team members are more inclined to differ, share unique 

perspectives, and take risks without fear of failure—resulting in more innovative outcomes. 

Psychological safet leads to an organizational culture that facilitates innovation and testing and lets 

people invent, test, and experiment. The research highlights the need for individual thought and a 

supportive environment for innovation. 

Barriers to Psychological Safety  

Psychological safety is a good thing, but in many businesses, structural and cultural barriers exist to 

prevent it. And hierarchical systems of organization create fear and compliance by not allowing 

people to challenge authority or express their viewpoint. Fear of failure, criticism and sanctions also 

makes employees shy away from the interpersonal risks required for creativity and innovation. 

Cultural differences also play a role in the experience of psychological safety. Studies on power 

distance demonstrate that people are less ready to oppose authority in high power distance societies, 

which blocks the flow of innovation. These barriers underline the need for organizations to 

consciously cultivate a culture of inclusivity, openness and psychological safety. 

Strategies for Building Psychological Safety  

Leadership must develop and preserve psychological safety. Leaders should display inclusive 

behaviors such as actively listening to team members, encouraging diverse viewpoints, and 

normalizing errors as learning opportunities. Further research by Nembhard and Bradley et al. (2012) 

pointed to the need for inclusive leaders and psychological safety in heterogeneous teams. Examples 

include communication and feedback, team building, etc. Workplace interpersonal management can 

be a training ground for emotional intelligence and conflict management. Such techniques show that 

psychological safety is a reachable goal that we may work toward with purpose. 

Psychological Safety in a Globalized Workplace  

As organizations become more diverse and connected, psychological safety becomes more important. 

Virtual teams and multicultural workplaces provide unique challenges to psychological safety.Virtual 

communication can decrease trust, and increase misconceptions, so psychological safety may be hard 

to create. Psychological safety perception and response can also be affected by cultural differences. 

In certain communities, especially individualistic ones, people are encouraged to speak their mind 

but may be ostracized if they do. In others, especially collectivist ones, the sense of community is 

valued more than the expression of the individual. Leroy et al. (2012) These dynamics underscore the 
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importance of individualized approaches to psychological safety in diverse and global contexts. 

Further research in this area can help organizations in an increasingly interconnected world. 

RESEARCH METHODOLOGY  

This quantitative study examined how psychological safety affects workplace creativity and 

innovation. Because its data gathering and analysis are generally numerical, it may identify patterns, 

correlations, and cause-and-effect linkages between variables. This method was used to determine 

how psychological safety affects innovation, creativity, risk-taking, and teamwork in a business. 

Sample Size  

The survey sampled 180 people. The sample size was large enough to ensure reliability and 

population generalization. Also, the sample size was big enough for meaningful correlation and 

regression analysis. In determining a sample size, scientists required some response spread to make 

their conclusions robust and credible. 

Sampling Technique  

The study used probability sampling to provide every target population member an equal chance of 

selection. It was chosen to minimize sampling bias and assure a representative sample. Stratified 

random sample ensured team leaders, HR managers, and educational principals were adequately 

represented. This strategy helped gain information from key players in company culture and 

psychological safety. 

Target Audience  

Team leaders, HR managers, and principals were targeted. These jobs were chosen because they 

directly create and maintain workplace conditions that foster creativity, innovation, and psychological 

safety. The creation and promotion of open communication and risk-taking workplace rules fell to 

team leaders and HR managers. Educational principals were hired for their leadership expertise in 

schools, where psychological safety to experiment and be creative is essential. 

Data Collection  

Self-administered surveys were delivered to the target population. The questionnaire measured 

psychological safety, creativity, and innovation. It included closed-ended and Likert scale questions 

to get structured data on respondents' opinions on the topics. The self-administered questionnaire was 

chosen to give respondents time to think and be honest while maintaining anonymity and 

confidentiality. 

Data Analysis  

Statistical methods were used to examine the relationship between psychological safety and creativity 

and invention, the two most important factors. This analysis was used: 

Correlation Analysis  
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A way to discover the strength and directions of the links between psychological safety and creativity 

or invention. It will be utilized to explore how a better level of psychological safety might be 

associated to a higher creativity and the desire for risk taking as well. 

Regression Analysis  

This is the strategy used to try to find out if there is a predictive power between psychological safety 

and creativity and invention. It was used to test if psychological safety is positively associated to 

creativity and invention when we adjust for other factors that might influence these linkages. 

Post-Hoc Statistical Analysis  

Some of the findings were obtained after the preliminary studies that required post-hoc statistical 

testing to explore the potential linkages. The test was designed to explore the existence of moderating 

or mediating variables such as leadership behaviors, organizational structures, and team dynamics 

that could influence the link between psychological safety and the result examined. The analysis was 

done by statistical tools like SPSS or R so that the data was accurately analyzed and the findings are 

presented in a reliable and relevant manner. 

DATA ANALYSIS  

In this research, the data analysis was executed to study the links between psychological safety and 

creativity and invention at work. The study sought to establish the quantitative effect of psychological 

safety on critical organizational outcomes, using statistical analyses such as correlation, regression, 

and post-hoc statistical testing. Correlation analysis was used to find out the strength of and the 

direction of the correlations involved. Finally, the idea of psychological safety was analyzed in 

regression analyses for its ability to predict creativity and invention. When significant data were seen, 

post-hoc analysis was undertaken to assess possible moderating or mediating factors. This data was 

then analyzed using statistical software to check for correctness and reliability in outcomes. The 

results will show significant findings on the role of a safety psychological environment in supporting 

an organizational culture of creativity. 

Demographic Analysis of Respondents 

Demographic Variable Category Frequency (n) Percentage (%) 

Gender Male 100 55.6 

 
Female 80 44.4 

 
Total 180 100.0 

Age Group 20–30 years 40 22.2 

 
31–40 years 90 50.0 
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41–50 years 30 16.7 

 
51 years and above 20 11.1 

 
Total 180 100.0 

Role Team Leaders 60 33.3 

 
HR Managers 70 38.9 

 
Educational Principals 50 27.8 

 
Total 180 100.0 

Years of Experience Less than 5 years 50 27.8 

 
5–10 years 80 44.4 

 
11–15 years 30 16.7 

 
More than 15 years 20 11.1 

 
Total 180 100.0 

 

Interpretation We used correlation, regression, and post-hoc hypothesis testing to examine the 

association between psychological safety and creativity and invention. Strong positive connections 

were found between psychological safety, creativity, and innovation, with the former having direct 

significant link. Regression study confirmed psychological safety's role as a predictor of risk-taking 

and idea-sharing readiness, demonstrating how this component directly affects building an 

experimental setting. Post-hoc studies of leadership and communication strategy moderation also 

emerged. Every ethical aspect was observed during the investigation. The research goal, permission, 

and confidentiality were explained to participants. All data were managed to protect participants' 

rights and research integrity. 

Data Analysis for Hypothesis 1: Relationship Between Psychological Safety and Creativity 

Analysis 

Type 

Variable Coefficient / 

Value 

Significance 

(p-value) 

Interpretation 

Correlation 

Analysis 

Psychological 

Safety & Creativity 

r = 0.68 p < 0.01 A strong positive 

correlation exists between 

psychological safety and 

creativity. 
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Regression 

Analysis 

Independent 

Variable: 

Psychological 

Safety 

β = 0.55 p < 0.01 Psychological safety 

significantly predicts 

creativity. 

 
Adjusted R² 0.47 – 47% of the variability in 

creativity is explained by 

psychological safety. 

 
F-statistic 35.24 p < 0.01 The regression model is 

statistically significant. 

Post-Hoc 

Analysis 

Respect (Sub-factor 

of Psychological 

Safety) 

β = 0.35 p < 0.01 Respect as a component of 

psychological safety 

positively enhances 

creativity. 

 
Inclusion (Sub-

factor of 

Psychological 

Safety) 

β = 0.40 p < 0.01 Inclusion as a component 

of psychological safety 

positively enhances 

creativity. 

 

Interpretation Psychological safety is positively correlated with creativity (r = 0.68, p < 0.01), 

indicating that creativity rises with psychological safety. According to regression study, psychological 

safety strongly predicts creativity (β = 0.55, p < 0.01, Adjusted R² value: 47% of variance). A large 

F-statistic implies a solid association in the model. More importantly, post-hoc analysis will show 

that psychological safety includes respect and inclusion, which boost creativity. Hypothesis 1 

suggests psychological safety boosts workplace creativity. 

Data Analysis for Hypothesis 2: Psychological Safety Influences Risk-Taking and Idea Sharing 

Analysis 

Type 

Variable Result Significance 

(p-value) 

Interpretation 

Correlation 

Analysis 

Psychological 

Safety & Risk-

Taking 

r = 0.72 p < 0.01 Strong positive correlation 

between psychological 

safety and risk-taking. 

 
Psychological 

Safety & Idea 

Sharing 

r = 0.65 p < 0.01 Positive correlation 

between psychological 

safety and idea sharing. 
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Regression 

Analysis 

Psychological 

Safety as 

Predictor 

β = 0.58 (Risk-

Taking), β = 

0.50 (Idea 

Sharing) 

p < 0.01 Psychological safety 

significantly predicts 

employees’ willingness to 

take risks and share ideas. 

 
Adjusted R² 0.49 – 49% of the variability in 

risk-taking and idea sharing 

is explained by 

psychological safety. 

 

Interpretation: A strong positive link exists between psychological safety and employees' risk-taking 

(r = 0.72, p < 0.01) and idea-sharing (r = 0.65, p < 0.01). Psychological safety was found to highly 

predict risk-taking behaviors (β = 0.58, p < 0.01) and innovative idea sharing (β = 0.50, p < 0.01), 

with 49% of the variability explained by the model (Adjusted R² = 0.49). F-statistic assures regression 

model significance. Openness increases behavior, whereas fear of failure diminishes it, according to 

post-hoc study. These data substantially support Hypothesis 2, showing that psychological safety 

fosters employee openness, risk-taking, and innovationsharing. 

Data Analysis for Hypothesis 3: Leadership Behaviors and Communication Strategies Enhance 

Psychological Safety 

Analysis 

Type 

Variable Coefficient 

/ Value 

Significance 

(p-value) 

Interpretation 

Correlation 

Analysis 

Leadership 

Behaviors & 

Psychological 

Safety 

r = 0.70 p < 0.01 Strong positive correlation 

between leadership 

behaviors and 

psychological safety. 

 
Communication 

Strategies & 

Psychological 

Safety 

r = 0.67 p < 0.01 Positive correlation 

between communication 

strategies and psychological 

safety. 

Regression 

Analysis 

Independent 

Variable: 

Leadership 

Behaviors 

β = 0.60 p < 0.01 Leadership behaviors 

significantly predict 

psychological safety. 

 
Independent 

Variable: 

Communication 

Strategies 

β = 0.55 p < 0.01 Communication strategies 

positively influence 

psychological safety. 
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Adjusted R² 0.52 – 52% of the variance in 

psychological safety is 

explained by leadership 

behaviors and 

communication strategies. 

 
F-statistic 45.30 p < 0.01 The regression model is 

statistically significant. 

Post-Hoc 

Analysis 

Inclusiveness (Sub-

factor) 

β = 0.35 p < 0.01 Inclusiveness significantly 

enhances psychological 

safety. 

 
Feedback Practices 

(Sub-factor) 

β = 0.38 p < 0.01 Feedback practices 

significantly enhance 

psychological safety. 

 

Interpretation Leadership behaviors (r = 0.70) and communication methods (r = 0.67) positively 

correlate with psychological safety. Through regression analysis, leadership behaviors (β = 0.60) and 

communication techniques (β = 0.55) significantly predict psychological safety, accounting for 52% 

of its variation (Adjusted R² = 0.52). The F-statistic verifies the model's significance (p < 0.01). 

Inclusivity and feedback are key factors, according to post-hoc study. These findings confirm 

Hypothesis 3, which highlights leadership and communication's importance in organizational 

psychological safety. 

 

DISCUSSION  

The study's commentary interprets the data analysis's significant findings in light of the research 

questions and objectives. This section links the study's findings to previous research to emphasize 

psychological safety's effects on creativity, innovation, and organizational behavior. Hypothesis 
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testing using correlation, regression, and post-hoc analysis sheds light on psychological safety, risk-

taking, idea sharing, leadership, and communication methods. This discussion will connect the study's 

findings with previous research, highlight practical implications for companies, and emphasize the 

significance of psychological safety in the workplace for creativity and innovation. 

Psychological Safety and Creativity  

Hypothesis 1, that psychological safety increases creativity, was well supported by the data. Research 

indicates a positive link (r = 0.68, p < 0.01) between great psychological safety and increased 

creativity. According to Edmondson (2012), psychologically secure workplaces empower employees 

to take interpersonal risks needed for innovation. Additionally, (Amabile & Fisher, 2012) it stressed 

the need of lowering fear and increasing respect and inclusiveness to enable creative thinking. The 

present study confirms these findings because psychological safety promotes respect and inclusion, 

which are essential to innovation. 

Psychological Safety and Risk-Taking Behavior  

Hypothesis 2 results support the assumption that psychological safety influences employees' risk-

taking and idea-sharing. High association (r = 0.72, p < 0.01) was discovered between psychological 

safety and risk-taking behavior. Regression analysis reveals psychological safety strongly predicts 

risk-taking behavior (β = 0.58, p < 0.01). A research found that psychological safety reduces fear of 

failure, encouraging exploration and openness. According to people in psychologically secure 

contexts are more willing to share ideas, supporting the premise that psychological safety fosters 

cooperation and experimentation. The post-hoc analysis showed that fear of failure reduces risk-

taking and idea-sharing, underlining the need to address workplace psychological safety obstacles. 

Leadership Behaviors, Communication Strategies, and Psychological Safety  

Hypothesis 3 showed leadership and communication techniques improved psychological safety. The 

evidence was strong since leadership behaviors and communication tactics both increased 

psychological safety, r = 0.70 and 0.67, respectively. These findings are comparable to Google's 

"Project Aristotle," which showed psychological safety to be the most significant determinant for 

team effectiveness, with leadership actions generating such conditions. According to Somech & 

Drach-Zahavy (2012), inclusive leadership practices like active listening and constructive feedback 

create psychological safety. This study confirms this. Regression research shows that leadership 

behaviors (β = 0.60) and communication techniques (β = 0.55) strongly predict psychological safety, 

with inclusivity and feedback practices as influential factors. 

Linking Findings to Existing Literature  

This study confirms earlier research and sheds light on organizational psychological safety systems. 

The post-hoc analyses show that respect, inclusion, and effective feedback improve psychological 

safety, validating the theoretical framework. They provide a deeper knowledge of how leadership and 

communication practices promote psychological safety, adding to current studies. 

Practical Implications  
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It shows how psychological safety may change modern workplaces. Modern firms face a complex 

commercial environment, making psychological safety a key driver of creativity, innovation, and 

employee engagement. The findings confirm Baer & Frese (2012), who found that innovations thrive 

when people are enabled to risk and learn from failures. This article provides actionable advice for 

corporate executives who want to foster open and trusting cultures by linking psychological safety 

with creativity. 

 

CONCLUSION  

In conclusion, the findings of the study contribute positively to the existing body of literature about 

psychological safety, its implications for organizations, and the relationship between psychological 

safety and creative behaviors, risk-taking behaviors, and leadership behaviors. The results of this 

study provide support for previously established ideas and provide techniques that may be put into 

practice. When seen in this light, these findings highlight the importance of firms placing a priority 

on psychological safety as a critical facilitator of creativity, innovation, and sustainable success. 
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