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Abstract 

Psychological safety has become a pivotal element affecting team creativity within various 

organizational settings. This review brings together evidence that teams with higher psychological 

safety are more likely to share ideas, take risks, and work together to solve problems. Consistently, 

this relationship gets stronger with supportive leadership, good relationships with others, and 

strong learning behaviors. The results show that psychological safety improves cognitive 

integration, emotional trust, and adaptive learning, which are all important factors in creative 

output. The review also shows how the climate of an organization and the difficulty of a task affect 

the effects of psychological safety. Psychological safety is both a basic need and a way to get teams 

to be creative for a long time. 
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Background  

Psychological safety is now a key idea for figuring out how teams work, come up with new ideas, 

and solve hard problems in today's businesses. Psychological safety is a shared belief that the team 

is safe for interpersonal risk-taking. It lets people share their thoughts, ask questions, admit 

mistakes, and challenge assumptions without worrying about being embarrassed or facing negative 

consequences. Edmondson's important work showed that psychological safety has a big effect on 

how people learn and do their jobs in teams [1]. This basic understanding was built on that. Since 

that time, research has grown to look into how psychological safety boosts creative engagement 

by giving people more freedom, energy, and cognitive flexibility [2]. In creative and knowledge-

intensive settings, team creativity is contingent not solely on individual competencies but also on 

relational dynamics that foster experimentation and divergent thinking. A positive emotional 

climate has been demonstrated to enhance creativity by fostering stable mood states that facilitate 

cognitive expansion, even in contexts of task switching or the acquisition of new demands [3]. 

Psychological safety is also very important for knowledge-sharing behaviors, which are necessary 

for coming up with new ideas and bringing together people with different skills. Research in 

healthcare and various professional environments indicates that teams exhibiting greater 

psychological safety facilitate more efficient knowledge transfer, leading to enhanced creative 

performance [4]. Organizational climate elements, including initiative, encouragement of 

innovation, and acceptance of mistakes, further influence the relationship between psychological 

safety and creativity. When companies create environments that encourage proactive participation, 

psychological safety boosts process innovation and makes the whole team more effective [5]. To 

unify insights from the expanding corpus of empirical evidence, systematic reviews of the 

literature have consistently underscored the significance of psychological safety as a principal 

predictor of collaborative learning, creativity, and employee well-being in intricate work 

environments [6]. Consequently, the literature indicates that psychological safety functions as a 
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critical enabling condition that empowers teams to engage in creative thinking, freely share 

knowledge, and participate in collective problem-solving, thus fostering sustained innovation 

within organizational contexts.  

Methodology  

This review article utilized a structured narrative review methodology to thoroughly analyze and 

integrate the existing literature regarding the influence of psychological safety on team creativity. 

The objective of this methodological approach was to collect, assess, and synthesize findings from 

empirical, theoretical, and conceptual studies within organizational behavior, management 

science, and applied psychology. A structured yet adaptable review design was chosen to facilitate 

a comprehensive understanding of the impact of psychological safety on creative processes within 

teams, while also addressing the variety of research methodologies and theoretical frameworks in 

this domain. The search strategy consisted of systematically locating pertinent publications from 

prominent academic databases, such as Scopus, Web of Science, PsycINFO, ScienceDirect, 

PubMed, JSTOR, and Google Scholar. We came up with keywords and combinations of keywords 

based on the main ideas that were important to the review topic. These encompassed 

“psychological safety,” “team creativity,” “creative performance,” “innovation climate,” “team 

learning,” “knowledge sharing,” and “interpersonal risk-taking.” To make the search more 

sensitive and make sure that the most relevant literature was found, Boolean operators (AND, OR, 

NOT) were used. The search included peer-reviewed journal articles published from 1999 to 2024, 

beginning with Edmondson's seminal introduction of psychological safety as a team-level 

construct. To uphold rigor and guarantee relevance, inclusion and exclusion criteria were 

formulated prior to the literature screening process. Studies were included if they: (1) investigated 

psychological safety in a team or organizational context, (2) connected psychological safety to 

creativity, innovation, learning behavior, or problem-solving outcomes, (3) were empirical or 

conceptual peer-reviewed articles, and (4) offered adequate methodological clarity to facilitate 

interpretation. Articles were omitted if they were non-English, concentrated exclusively on 

individual creativity devoid of team context, examined unrelated team constructs without 

incorporating psychological safety as a variable, or were opinion pieces lacking scholarly rigor. 

There were three main steps in the selection process. First, we looked at the titles and abstracts of 

studies to get rid of the ones that weren't useful. Second, full-text evaluations were conducted to 

verify eligibility according to the established criteria. Third, a structured data extraction process 

was used to record important information from each study, such as the authors, the year it was 

published, the research design, the sample characteristics, the measures of psychological safety, 

the operationalization of creativity, the main findings, any mediating or moderating variables, and 

the theoretical contributions. This methodical approach made it easier to make clear comparisons 

between studies and helped with thematic integration. We used a mixed-synthesis strategy to put 

the data we got into groups. Quantitative studies were evaluated for methodological rigor, 

encompassing sample size sufficiency, scale reliability, and statistical methodologies. Qualitative 

and conceptual studies were assessed according to their depth of insight, clarity of interpretation, 

and pertinence to the relationship between psychological safety and creativity. Thematic synthesis 

revealed recurring patterns, including leadership styles, interpersonal trust, open communication 

norms, error tolerance, shared vision, and team learning mechanisms, which are essential for 

comprehending the role of psychological safety in fostering creative outcomes. To reduce bias, 

backward and forward citation tracking of important studies was done. Also, well-known 
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theoretical frameworks like Edmondson's team learning model, Amabile's componential theory of 

creativity, and theories about organizational climate were used to make the conceptual integration 

stronger. Ethical rigor was maintained by precisely conveying study results and recognizing the 

methodological constraints identified in the literature. This systematic narrative approach created 

a strong basis for putting together current evidence and getting a full picture of how psychological 

safety affects team creativity in different organizational settings.  

 

Results  

The analysis of the chosen literature demonstrated a robust and consistent correlation between 

psychological safety and increased team creativity in various organizational contexts. Research 

consistently shows that when team members feel safe, trusted, and supported by each other, they 

are more likely to share new ideas, question assumptions, and work together to solve problems. 

Psychological safety has become a fundamental condition that enhances various behavioral, 

cognitive, and relational processes that lead to creative outcomes, as outlined in Table 1.  

The evidence reviewed indicates that leadership behaviors were pivotal in influencing 

psychological safety. Teams led by people who encourage open communication, ask for feedback, 

stay approachable, and promote respectful interactions were much more creative. These styles of 

leadership helped create an environment where team members felt valued and safe sharing their 

ideas. On the other hand, authoritarian, punitive, or very evaluative leadership styles made people 

feel less safe and less able to be creative. Table 2 goes into more detail about this dynamic by 

showing the main ways that psychological safety and increased creativity are connected. A 

significant body of research demonstrated that psychological safety improves various mediating 

processes that directly promote creativity. Teams that felt safe psychologically shared information, 

integrated it, and worked together to make sense of it more often. Team members were more open 

to sharing their own points of view, being honest about their doubts, and improving their ideas 

through helpful criticism. This openness made cognitive resources richer and helped people come 

up with more original solutions. Psychologically safe teams also had more learning behaviors. 

These teams were better at thinking about mistakes, trying out new ways of doing things, and 

changing solutions based on what everyone learned. Teams that felt psychologically safe had more 

trust, respect, and cohesion on an emotional and relational level. Positive relationships between 

people made collaborative creativity stronger by encouraging empathy, lowering fear of others, 

and encouraging team members to take intellectual risks. Emotional support among team members 

also helped keep them motivated, engaged, and persistent when they were working on creative 

problems. The results also showed that psychological safety interacts with other factors in the 

environment, like the climate of the organization, the diversity of the team, and the difficulty of 

the task. Psychological safety had an even bigger effect on creativity in places that value new ideas, 

diversity, and independence. Team diversity only led to more creative results when there was 

psychological safety, which allowed people to share their different points of view honestly instead 

of hiding them. Psychological safety was most helpful for teams working on very difficult or 

unclear tasks because it encouraged constant communication, quick learning, and the gradual 

improvement of ideas. The combined results shown in Tables 1 and 2 show that psychological 

safety is both a direct factor that affects team creativity and a condition that makes it possible for 

relational, emotional, and cognitive processes that are linked to innovative performance to happen. 



 

 

European Economic Letters 

ISSN 2323-5233 

Vol 16, Issue 1 (2026) 

http://eelet.org.uk 

632 

Table 1. Summary of Empirical Patterns Identified in the Review 

Key Finding 

Area 
Summary of Observations 

Supporting 

Literature 

Team 

Communication 

Psychologically safe teams communicate more openly, 

reducing fear and increasing idea exchange. 
Multiple studies 

Knowledge 

Sharing 

High psychological safety promotes sharing of unique 

insights and expertise, allowing teams to integrate 

information creatively. 

Multiple studies 

Learning 

Behaviors 

Teams engage more in experimentation, reflection, and 

feedback cycles when psychological safety is present. 
Multiple studies 

Emotional 

Climate 

Positive team emotions and trust enhance willingness to 

take creative risks. 
Multiple studies 

 

Table 2. Mechanisms Linking Psychological Safety to Team Creativity 

Mechanism Role in Enhancing Creativity Evidence Theme 

Supportive 

Leadership 

Encourages voice, reduces fear, and creates an 

environment conducive to creativity. 

Leadership behavior 

research 

Relational Trust 
Strengthens collaboration and risk-taking among 

team members. 

Interpersonal 

dynamics 

Cognitive 

Integration 

Facilitates idea refinement through shared 

knowledge and open discussion. 
Team cognition 

Organizational 

Climate 

Innovation-supportive climates strengthen 

psychological safety’s impact on creativity. 

Organizational 

context 

 

Discussion 

The literature review from references [7–16] emphasizes a multifaceted comprehension of 

psychological safety and its significant impact on team creativity, learning behaviors, and overall 

organizational performance. In empirical studies, meta-analyses, and theoretical contributions, 

psychological safety consistently emerges as a fundamental mechanism facilitating open 

communication, knowledge integration, and creative problem-solving within teams. Meta-analytic 

evidence strongly supports psychological safety as a reliable predictor of favorable workplace 

outcomes. A thorough review showed that psychological safety is strongly linked to better task 

performance, learning behaviors, and employee engagement, which shows how important it is for 

teams to work well together [7]. This extensive empirical validation establishes psychological 

safety as a vital psychological climate variable that influences team interactions and the 

willingness of members to share innovative or divergent ideas. Building strong relationships with 

other people makes this dynamic even stronger. Psychological safety becomes more ingrained in 

a team's culture when its members respect, trust, and support each other emotionally. This kind of 

relationship quality encourages people to learn by asking for feedback, sharing what they know, 

and talking about their mistakes. These are all important for creative collaboration [8]. These 

findings also show that psychological safety doesn't work on its own; it is strengthened by social 
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conditions that make people feel safe sharing new or unusual ideas. Psychological safety promotes 

deliberate and intentional collaboration; however, emerging theories indicate that cognitive 

processes functioning beneath conscious awareness also affect decision-making and creativity. 

Unconscious perceptual processing can influence individuals' risk assessment and feedback 

interpretation, thereby indirectly affecting team discussions and creative results [9]. When 

psychological safety exists, individuals may be more receptive to these nuanced forms of cognitive 

influence, thereby improving their capacity to synthesize diverse insights during creative 

endeavors. Organizational support systems are also very important for making people feel safe 

psychologically. When employees feel like their organization supports them, they feel like they 

belong, are more committed, and are more likely to do things that are good for the organization. 

When employees feel like they belong at work, they are more likely to take the social risks needed 

for creative expression and team learning [10]. This indicates that psychological safety may serve 

as a mediator between organizational support structures and creative performance. Intrinsic 

motivation and knowledge integration within teams also have an effect on creativity. Research 

indicates that psychological safety facilitates knowledge integration by alleviating the fear of 

judgment, thereby encouraging individuals to share their expertise and contribute innovative ideas. 

This dynamic enhances the correlation between intrinsic motivation and creative output, 

particularly within teams characterized by diverse skills and viewpoints [11]. So, for collaborative 

creativity to happen, members need to feel free to share their ideas and work together. A culture 

of inclusion in an organization also helps people feel safe psychologically. When teams actively 

break down barriers between people and structures, members from different backgrounds feel 

valued and empowered to take part. Inclusive environments enhance psychological safety by 

mitigating social threats, fostering participation, and promoting a broader diversity of ideas—all 

essential components of creative collaboration [12]. The relationship between psychological safety 

and creativity is also affected by the makeup of the team and the climate for innovation. Teams 

that have a good mix of skills and good ways of interacting with each other are better at turning 

their creative ideas into real innovations. A culture that values creativity and innovation makes 

sure that psychological safety leads to not only coming up with new ideas but also putting them 

into action in a meaningful way [13]. Shared leadership models also boost the creativity of teams. 

When leaders share their responsibilities and act in ways that are good for relationships, 

psychological safety goes up a lot. Shared leadership promotes a collaborative culture that 

encourages team members to express innovative ideas, embrace risks, and engage in collective 

decision-making, thereby enhancing overall creative performance [14]. Psychological safety also 

improves team performance by affecting how effective and how much people learn. When people 

feel safe mentally, they are more likely to develop collective efficacy, which is confidence in the 

team's ability to reach its goals. This, in turn, leads to better learning behaviors and more creative 

ways to solve problems [15]. This highlights the mediating function of psychological safety in 

influencing high-performance team results. One of the best ways to predict psychological safety is 

to look at how leaders behave. When leaders use open, participatory, and supportive ways of 

talking to their employees, they make it safe for them to speak up. On the other hand, closed or 

punitive leadership styles make people feel less safe and discourage them from being creative. 

Research on voice behavior demonstrates that employees are more inclined to offer innovative 

ideas when leadership is authentically open to feedback and suggestions [16]. The literature 

collectively illustrates that psychological safety serves as a significant catalyst for team creativity, 
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influenced by interpersonal trust, leadership style, organizational climate, and learning 

mechanisms. The evidence indicates that fostering psychological safety is not merely beneficial 

but essential for teams aiming to innovate and thrive in complex organizational environments.  

 

Conclusion  

Psychological safety plays a pivotal role in enabling team creativity by fostering open 

communication, risk-taking, and collaborative learning. Teams that feel safe to express ideas 

without fear of judgment demonstrate higher levels of creative performance. The evidence 

indicates that leadership support, trust-based relationships, and a positive team climate are 

essential in sustaining this effect. Ultimately, cultivating psychological safety is not optional but a 

strategic requirement for organizations seeking continuous innovation and creative excellence. 
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